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83%
of hospitals in North America 

partner with Johnson Controls.

With the most 

comprehensive 

portfolio in the 

building industry, 

we help healthcare 

providers address 

today’s challenges 

while anticipating 

the technology 

and infrastructure 

needs to build a 

better tomorrow.
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Babies born Successful surgeries Patients discharged to 

return to their families & 

lives

We help change lives. 

3.3M 360M 28M

- Over 4M hospital employees 
- Over 125M Emergency Room visits

- Over 1.6B square feet of hospital facility space
- Over 673K acute care hospital rooms
- 29K operating rooms

Through the services Johnson Controls provides we impacted the following:
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Disclaimer

Footer - Use 'Insert >Header & Footer' to modify this text and ‘Apply to all’

This presentation is provided through WHEA and Johnson Controls as a 

service to the WHEA members. The information provided may not apply to 

the individual participants situations and not a substitute for application of the 

participant’s own independent judgement or the advice of a competent 

professional. Neither ASHE, WHEA or any speaker makes any guaranty or 

warranty as to the accuracy or completeness of any information contained in 

this presentation. 

ASHE, WHEA and the author/presenters disclaim liability for personal injury, 

property damage, or other damages of any kind, whether special, indirect, 

consequential, or compensatory, that may result directly or indirectly from 

use or reliance on this document.
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Aging
Infrastructure
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• Avg 28 years of total work experience

• Avg 16 years in facility management

• Worked/grew into position through internal advancement

• Baby Boomers = Loyal, work long hours without complaining and follow 

approved processes and procedures

Healthcare Trends Today
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It’s More Critical in Healthcare Than Other Facility Types

• Hospitals are more complicated than other facility types

• Aging infrastructure 

• Regulatory compliance

• “Life or death” nature of healthcare

• Every hospital is unique

• Institutional memory

• No clearly defined career path

• Limited educational resources

• Long tenures of healthcare leaders
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What is Succession Planning?

Succession Planning is a 

process of developing talent to 

meet the needs of the 

organization now and in the 

future.
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What’s It Really Mean For Healthcare

A pro-active, multi-step 

process that identifies and 

prepares an organization’s 

future leaders and critical 

roles.

Process of identifying key 

positions and programs to 

develop employees. In 

advance of vacancies. 

Minimizing operational 

disruptions and ensure 

successful transitions.



Johnson Controls, Inc. —12

Things you need to know before you get started

• Hospital/department strategic plan

• Growth

• Change in delivery/point of services

• Alignment of department to hospital mission

• Ability to clearly tie your roles to the delivery of the 

hospital’s mission

• Budget/financial considerations

• Operational cost reduction strategies/pressures
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The Process of Succession Planning

Footer - Use 'Insert >Header & Footer' to modify this text and ‘Apply to all’
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The Process of Succession Planning

Footer - Use 'Insert >Header & Footer' to modify this text and ‘Apply to all’
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Determine Urgency

• Critical roles

• Age of employees

• Retirement plans

• Facility growth & expansion

• Position requirements & difficulty for training/hire

For which roles do you need a succession plan?
What you need today may not be what you need tomorrow………
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Which Positions Should Have Succession Planning?

Internal - HR Leader Connect | April 2015

Identify 
Positions

✓ Role Title

✓ Responsibilities

✓ Key Duties/Critical Outcomes

✓ Length in role

✓ Employee goals (do they want to move up?)

✓ Risk of role vacancy

✓ Estimated time to retire/move vertically

✓ Are the roles meeting the needs of the facilities today? What are the gaps?

✓ How will these roles be impacted/changed by the hospital’s master plan?

▪ Growth

▪ Change in delivery strategy

▪ Mission

Facility

Manager
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Which Positions Should Have Succession Planning?

Internal - HR Leader Connect | April 2015

Identify 
Positions

Role Criticality: High

• Ensures the facility is operating at optimal conditions conducive to 

treatments (OR), patient healing, and staff efficiency (ie heating, cooling, 

pressurization, lighting, water, air, gas, electric and emergency power)

• Controls operational budgets for facility operations

Difficulty to Fill: High (average of 6+ months for a facility director)

• Leadership experience

• Budget management

• Crisis management skills

• Technical aptitude

Time Period: Now: 0-1 Year; Near: 2-3 Years; Future: 3-5 Years

Facility

Manager
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Which Positions are Critical?

Internal - HR Leader Connect | April 2015

Criticality Factors (Internal):

o Will a vacancy in this role have an 

immediate negative impact on our ability to 

meet our hospital goals or on patients?

o Does vacancy in this role cause 

considerable risk to the organization (e.g., 

patient care, bottom-line, ability to meet 

strategic targets, regulatory risk, etc.)?

o Is the role integral to patient care, 

regulatory compliance, facility operations, 

developing strategy, or facility growth 

opportunities?

o Would the hospital be able to deliver 

effectively on its business objectives 

without this role?

o Does the role involve relationships with key 

stakeholders, regulatory inspectors, finance, 

vendors, etc? 

o Does this role directly drive revenue 

generation? 

Criticality Factors (External):

o What is the degree of competition for qualified 

candidates for this position in the 

marketplace? 

o To what extent does the position require the 

use of difficult to find or unique capabilities 

and skill sets? 

o Is there a projected labor market shortage for 

skills associated with this role?

Identify 
Positions
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Stage Completion

Internal - HR Leader Connect | April 2015

Identify 
Positions

• Org chart of department

• Alignment of roles needed with hospital’s mission/strategy

• Matrix of roles & factors for succession planning

• Identification of highest priority/risk roles 
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The Process of Succession Planning

Footer - Use 'Insert >Header & Footer' to modify this text and ‘Apply to all’
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Identify Skills: Job Description

Internal - HR Leader Connect | April 2015

Identify 
Skills
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Identify Skills: Job Description

Internal - HR Leader Connect | April 2015

Identify 
Skills

• Skills

• Capabilities

• Experience

• Education

• Qualifications

Clearly State Minimum vs Nice to HaveConsider

• Day in the life

• Monthly

• Quarterly

• Annually

• Role in long term planning

TIP
Create the job 

description for the job it 

should or will be. NOT 

the job it is today
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Identify Skills: Job Description

Internal - HR Leader Connect | April 2015

Identify 
Skills

Skill Skill 

Criticality

People Leadership: Experience in 

managing teams to include task 

management, development and HR.

5

Financial Acumen: Ability to understand 

and manage budgets for department and 

projects. 

5

Regulatory Compliance: Knowledge of 

healthcare regulatory compliance. Ability 

to maintain hospital’s regulatory 

compliance programs. Demonstrated 

experience in managing compliance and 

achieving high results.

10

10 Point Matrix for each skill

• Define metrics to assess skill level scoring

• Define interview questions to help determine skill sets

Example Scoring:

1 Minimal to no proficiency/needs training

5 Some experience / can do the task but will require some 

support

10   Highly proficient / Can do the job today

TIP
The way we’ve done the 

role may not be the only 

way to get it done. 

Consider the necessary 

outcome versus the 

specific task
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Stage Completion

Internal - HR Leader Connect | April 2015

Identify 
Skills

• Job description for all roles with succession 

planning development plans

• Skill assessment with criticality/importance ranking

• Suggested interview / assessment questions to 

determine role/goal compatibility

• Identification of key collaborators for role 

development/replacement
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The Process of Succession Planning

Footer - Use 'Insert >Header & Footer' to modify this text and ‘Apply to all’
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Succession Plan Leader Discussion Guide

Internal - HR Leader Connect | April 2015

Assess 
People

About the ROLE: 

◼ What must this role deliver to the 

business? What are the challenges 

facing this role?

◼ What are the role expectations (skills, 

experiences, mobility, etc.)?

◼ How is the role evolving in the short/long 

term? 

◼ What experiences can be developed 

while in the role?

◼ How/where can we find diverse 

candidates for this role? Is this an 

opportunity to consider this role as a 

feeder for emerging diverse talent?

About the SUCCESSORS:

◼ What are the person's aspirations? Do they 

match the role?

◼ What is their retention risk?

◼ What key experiences do they still need in 

order for you to be confident in them as a 

successor? 

◼ Is this person a successor for other roles?

◼ What potential factors are exhibited by this 

person? 

◼ How have they demonstrated the ability to 

consistently achieve results over time?

◼ How has this person encouraged others to 

express their views to increase understanding 

and create better solutions?

◼ What is the situational readiness of the 

successor in relation to current incumbent?
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Existing Team: Who’s Ready for the Role?

Internal - HR Leader Connect | April 2015

Assess 
People

• Existing department

• Cross-functional 
departments

• System/partner hospitals

Readiness for role Timeframe

Ready Now 0 – 1 years

Ready Next 1 – 3 years

Emerging 3 – 5 years
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Matrix of Skills

Internal - HR Leader Connect | April 2015

Employee
Current

Title

Current

Rating
Skill #1 Skill #2 Skill #3 Skill #4

Total

Score
Readiness

Training

Needs

Employee 1

Employee 2

Employee 3

Key Considerations:

• Is the incumbent available to train and mentor future successors?

• What is the projected timing for succession? 

• Is professional/out-sourced training required for the role?

• What are the employee’s goals and desires for promotion?

• Gender or other diversity goals

• Get input from others on employees readiness

TIP
Have key stake-holders 

complete a survey about 

the skills and 

characteristics they feel 

are most important in the 

role. 

Assess 
People
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Existing Team: Who’s Ready for the Role?

Internal - HR Leader Connect | April 2015

Assess 
People

• Identify 2+ candidates for role succession (varying readiness)

• Timing/criticality should be based upon current employee age, 

retirement, and advancement plans (ie if incumbent is retiring in a year 

you need an employee ready to take the role in less than that time)

• Where there is no clear successor you need to begin the process to hire 

from outside the organization
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Stage Completion

Internal - HR Leader Connect | April 2015

• Internal staff assessment for succession planning 

roles

• 1 – 2 potential succession candidates for each role

• Identification of training needed to be ready for the 

role

• Identification of key collaborators and mentors for 

development/replacement

• If no internal candidates – determine process for 

identifying external candidates

Assess 
People
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The Process of Succession Planning

Footer - Use 'Insert >Header & Footer' to modify this text and ‘Apply to all’
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Succession Plan Considerations

Internal - HR Leader Connect | April 2015

Develop
Plan

◼ Leaders should actively develop and identify potential successors to their own role/position  

(although they often do not have the final say on this decision).

◼ We must push ourselves to think differently about where we find successors and to find diverse

successors. We may identify and discuss both internal and external successors during a ‘Talent 

Talk.’

◼ An employee may be a successor to multiple roles; however, we don’t want to dilute their 

development too much (some roles have similar experience and skill requirements).

◼ Succession could be a lateral move. Successors do not have to be rated as “high potential”. 

◼ Follow-up and communication is required when successors are discussed who work in another 

part of the organization. Managers reach out to other managers to discuss and agree on 

communication and development with the possible successor.

◼ The succession plan is not a commitment! (We should not set expectations with successors that 

they are guaranteed a position.)
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Prepare for Employee Discussions

Internal - HR Leader Connect | April 2015

Develop
Plan

◼ Prepare for conversations with employees

◼ Be ready to discuss why the employee would be considered for 

succession planning (strengths)

◼ What is currently keeping them from being ready (areas of 

development, training, etc)

◼ Do they want to be considered for advancement? What are their goals?

◼ Mentoring 

◼ Training & Development opportunities

◼ Expectations

◼ Time-lines

◼ No guarantees – there are NEVER guarantees in succession planning!

◼ Plan needs to be customized for each employee based upon the 

development items they need to be prepared for the role
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Develop the Training Plan for Succession

Internal - HR Leader Connect | April 2015

Develop
Plan

For each skill or area of development needed:

◼ Who could be a mentor on this skill or 

development area?

◼ Series of 1x1 sessions with key roles that the 

employee would need to develop relationships 

with

◼ What training or resources are available to 

assist the employee?

◼ What additional tasks or responsibilities

could the employee assume (think train the 

trainer) that would assist in their 

development?

◼ What associations should the employee 

participate in preparation for the role?

◼ Assign specific projects or initiatives for the 

employee to lead
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Training Resources

Internal - HR Leader Connect | April 2015

Develop
Plan
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Training Resources

Internal - HR Leader Connect | April 2015

Develop
Plan
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Training Resources

Internal - HR Leader Connect | April 2015

Develop
Plan
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WHEA Training Resources

Internal - HR Leader Connect | April 2015

Develop
Plan

▪ Nationally Recognized 4-Day Educational 

Conference (September)

▪ Codes and Standards Alerts, Regulatory 

Advocacy Program Participation

▪ Manager and Mechanic Training Seminars

▪ Teleconferencing and Webinar Educational 

Programs

▪ Chapter Meetings
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Mentoring & Coaching Resources

Internal - HR Leader Connect | April 2015

Develop
Plan

◼ Internal leaders

◼ ASHE local chapters

◼ Toast Masters

◼ Local business leaders

◼Chamber of Commerce

◼Rotary

◼ Junior Achievement

◼ Vendors
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A Slight Side Discussion

Internal - HR Leader Connect | April 2015



Internal - HR Leader Connect | April 2015
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The Millennial Challenge: Fact or Fiction

Internal - HR Leader Connect | April 2015
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• Millennial & Gen Z “Buzz Words” From HR

Internal - HR Leader Connect | April 2015

✓Collaborative

✓Share stories

✓Multi-tasking

✓Comfort Zone

✓Relevant

✓ Interactive

✓ Engagement

✓Creative

✓ Innovative

✓ Independent Work

✓Balance

✓ Fun

✓Meaningful

✓ Flexible

✓Advancement

✓Recognition

✓Challenge
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The Millennial Challenge: Fact or Fiction

Internal - HR Leader Connect | April 2015
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Millennial Perception

Internal - HR Leader Connect | April 2015
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Millennial Best Practice #1: Plan for Impatience

Internal - HR Leader Connect | April 2015

Stagnation can be a millennial
engagement and retention killer.

✓ Advancement
✓ Challenge
✓ Independent Work
✓ Balance
✓ Flexible
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Millennial Best Practice #2: Engage & Collaborate

Internal - HR Leader Connect | April 2015

85% of millennials want to have performance conversations 

with their manager more frequently.

• Drop the “Annual” from Performance Reviews

• Connect – Show an Interest

• Create collaborative environments with peers

• Coach versus manage

• Engage with technology

• Set clear goals with milestones for completion

✓ Advancement
✓ Collaborative
✓ Share stories
✓ Comfort Zone
✓ Relevant
✓ Interactive
✓ Engagement
✓ Challenge
✓ Independent Work
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Millennial Best Practice #3: Flexibility 

Internal - HR Leader Connect | April 2015

45% of millennials choose flexibility over pay

• Specify outcomes and allow 

leeway for how

• Be open to new ideas and 

process

• Allow flexible hours (when 

possible)

• Enable them with technology
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The Process of Succession Planning

Footer - Use 'Insert >Header & Footer' to modify this text and ‘Apply to all’
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Setting Goals

Internal - HR Leader Connect | April 2015

Develop
Plan

Specific

What, Where?

A specific goal is 

distinct & 

Defines as much 

of the goal as 

possible and 

contains no 

ambiguous 

language

Measurable

From and To?

A measurement 

that gives 

feedback and 

lets one know 

when the goal is 

complete

Achievable

Feasible?

Believe goals 

are challenging 

yet attainable 

within the given 

time frame,

Relevant

Why?

Goals that are 

relevant to the 

current role 

and/or aligned 

with future 

development

Time

When?

Set a completion 

date. Time frame 

must be 

aggressive yet 

realistic.
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On-Going Coaching

Internal - HR Leader Connect | April 2015

Develop
Plan

• Schedule on-going & consistent 1x1 meetings to 

review progress

• Frequency varies upon timing and criticality of 

the succession process

• Listen

• How does the candidate feel their developing

• Is the path still aligned with their goals/needs

• Concerns and/or areas of excitement

• Be candid and clear on concerns and feedback

• Give recognition

• Identify key actions/tasks with due dates 

• Re-assess and modify plans based upon 

development
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Footer - Use 'Insert >Header & Footer' to modify this text and ‘Apply to all’

Succession planning is more than something you take off the 

shelf and dust off when someone is retiring.

It is a continually developing process that helps to develop 

employees to reach their potential while maintaining the integrity 

of your facility operations.
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Job Description 101

Internal - HR Leader Connect | April 2015
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Succession Planning Model

Internal - HR Leader Connect | April 2015



Employee Life Cycle – Core People Processes

59

STR

Talent 
Acquisition/Recruitment

Employment 
Assessment/Selection

On-boarding

Training & Development

Performance 
Management

Strategic Talent Review 
(Succession Planning)



Group Organizational Chart
Show positions incumbents/roles (including open roles)

Critical Role

Open

Template 1.2

Function Leader

Name

Title

Name

Title

Leader name

Title

Leader name

Title

Leader name

Title

Gender Diversity

Other Diversity
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Succession Chart (Critical Roles)

Template 1.4

Gender Diversity

Other Diversity

Role for 

Succession 

Planning

Current Incumbent 

Ready Now

(<1 year)

[name, title]

Ready Next

(1-2 years)

[name, title]

Emerging

(2-5 years)

[name, title]


