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Fawn Staerkel
Healthcare Vertical Market Director — Johnson Controls, Inc.

Fawn Staerkel is director of healthcare,
Performance Infrastructure for Johnson Controls
Building Solutions North America. Through her
leadership, she helps create healthcare
environments that promote faster healing,
improved patient experience and improved
operations. With more than 25 years of experience
in building technology and solutions, Fawn guides
healthcare leaders toward choosing the right

infrastructure, safety, security, technology

improvements and funding mechanisms for their

Fawn R Staerkel specific staff and patient needs.
Mobile: 612-720-5351

E-Mail: Fawn.R.Staerkel@jci.com

LinkedIn: https://www.linkedin.com/in/fawn-staerkel-568a6ba
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of hospitals in North America
partner with Johnson Controls.

With the most
7/ comprehensive
portfolio in the
building industry,
we help healthcare
providers address
today’s challenges
while anticipating
the technology
and infrastructure
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We help change lives.

Through the services Johnson Controls provides we impacted the following:

- Over 1.6B square feet of hospital facility space - Over 4M hospital employees
- Over 673K acute care hospital rooms - Over 125M Emergency Room visits
- 29K operating rooms

360M 28M

Babies born Successful surgeries Patients discharged to
return to their families &

lives




Disclaimer

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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Healthcare Trends Today

What was the age of facility Do you have a succession Are you planning on retiring in
managers surveyed? plan in place? the next three to five years?

20-30
1%
&

* 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
Johnson ﬂ})l(,
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It's More Critical in Healthcare Than Other Facility Types

8

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

Johnson 4/)1(4
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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.

9




What's It Really Mean For Healthcare

A pro-active, multi-step
process that identifies and
~ prepares an organization’s
i 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.




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

Johnson 7))1
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The Process of Succession Planning

Identify
/ Positions \
Monitor Indentify
Plan Skills

Johnson yj)l(‘
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The Process of Succession Planning

Positions
e N

Monitor
Plan

Develop Assess
Plan People
'6___-

Indentify
Skills

Johnson yj)l(‘
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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 fomorrow.........

Johnson yj)l(‘
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Identify

el \\Vhich Positions Should Have Succession Planning?

@ Facility
‘' Manager
]
]
v | v v v
I I g il il

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?

N N N N T N N NN

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

= Growth
= Change in delivery strategy

=  Mission Johnson ﬂ))l(
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Identify

el \\Vhich Positions Should Have Succession Planning?

@ Facility
‘' Manager
i
]
v | ' v v
I:a .il i:l i:l x;t

" | ] i { i "

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

Johnson ﬂ))l(
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Identify

el \\Vhich Positions are Critical?

Criticality Factors (Internal): Does the role involve relationships with key
Will a vacancy in this role have an stakeholders, regulatory inspectors, finance,
immediate negative impact on our ability to vendors, etc?
meet our hospital goals or on patients? Does this role directly drive revenue
Does vacancy in this role cause generation?
considerable risk to the organization (e.g.,
patient care, bottom-line, abil_ity to meet Criticality Factors (External):
strategic targets, regulatory risk, etc.)?

Is the role integral to patient care, What is the degree of competition for qualified
regulatory compliance, facility operations, candidates for this position in the

developing strategy, or facility growth marketplace?

opportunities? To what extent does the position require the
Would the hospital be able to deliver use of difficult to find or unique capabilities
effectively on its business objectives and skill sets?

without this role? Is there a projected labor market shortage for

skills associated with this role?

Johnson /))X
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Identify

sl Stage Completion

* 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

Johnson yj)l(‘
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The Process of Succession Planning

Identify
Positions

Monitor Indentify
Plan Skills

\

Develop

Plan

Johnson yj)l(‘
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Identify Skills: Job Description

IVE ALWAYS
WONDERED WHY
YOU PeECIDED

TO BE ADO6..

I WAS FOOLED
3Y THE JOB
DESCRIPTION..

Johnson ﬂ/}l{,
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Identify

e |[dentify Skills: Job Description

Job Description

I
4 ;

General Purpose Job Specific Purpose Job
Description Description
¢ JobTitle ¢ Detailed Duties &
* Joblocation responsibilities
e JobSummary e Subtasks
* Reportingto * How job is to be
» JobDuties performed
e Essential
Functions
Consider Clearly State Minimum vs Nice to Have
« Day in the life « Skills
* Monthly + Capabilities /= N\
* Quarterly * Experience np
« Annually « Education Create the job
* Role in long term planning * Qualifications description for the job it
should or will be. NOT
the job it is today

22 Johnson Controls, Inc. — \ /




Identify

e |[dentify Skills: Job Description

Skill Skill
Criticality

People Leadership: Experience in
managing teams to include task 5
management, development and HR.

Financial Acumen: Ability to understand
and manage budgets for department and 5
projects.

Regulatory Compliance: Knowledge of
healthcare regulatory compliance. Ability
to maintain hospital’s regulatory

compliance programs. Demonstrated 10
experience in managing compliance and
achieving high results.
/TIP \ 10 Point Matrix for each skill

» Define metrics to assess skill level scoring
The way we’ve done the « Define interview questions to help determine skill sets
role may not be the only
way to get it done. Example Scoring:
Consider the necessary 1 Minimal to no proficiency/needs training
outcome versus the 5 Some experience / can do the task but will require some

specific task support
K / 10 Highly proficient / Can do the job today ﬂ}) (
Johnson X'
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Identify

e Stage Completion

» 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

 ldentification of key collaborators for role
development/replacement

Johnson yj)l(‘
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The Process of Succession Planning

Identify
/ Positions \
Monitor Indentify
Plan Skills

Johnson yj)l(‘
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Assess

People

Succession Plan Leader Discussion Guide

About the ROLE:

B What must this role deliver to the
business? What are the challenges
facing this role?

B What are the role expectations (skills,
experiences, mobility, etc.)?

B How is the role evolving in the short/long
term?

B What experiences can be developed
while in the role?

B 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?

26 Johnson Controls, Inc. — Internal - HR Leader Connect | April 2015

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?

Johnson /))X
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sl | xisting Team: Who's Ready for the Role?

HIGH Needs Meets Exceeds
improvement expectations expectations
HIChT riencal High * Existing department
High Potential
Succession
planning * Cross-functional
Enhance candidate
current role, o departments

or

Enroll in MDPs .
« System/partner hospitals

Bad hire/Replace/
Counseling/
PIPs

Current role must [§ Low " "
be enhanced j Limited

Low HIGH
Ready Now 0 -1 years
Ready Next 1-3years
Emerging 3 -5years
Johnson ﬂ/)l(,

Controls
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Assess

People Matrix of Skills

Current | Current . . . . Total . Training

Employee 1

Employee 2

Employee 3

Key Considerations:

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

(Tip N

* What is the projected timing for succession?
Have key stake-holders

» Is professional/out-sourced training required for the role? complete a survey about
the skills and

* What are the employee’s goals and desires for promotion? characteristics they feel
are most important in the

* Gender or other diversity goals role.

\ /
Johnson yj)l(‘
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* Get input from others on employees readiness



Existing Team: Who'’s Ready for the Role?

IBLS
" Hlllll
2 1 1 T
! ! ! ! l
g I g I g
] i | i i
gum (Rl RURE | RuE R o
L L IH " " " . 'R

 ldentify 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
Johnson 4))1(‘
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Assess

s Stage Completion

» 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

Johnson yj)l(‘
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The Process of Succession Planning

Identify
/ Positions \
Monitor Indentify
Plan Skills

Johnson yj)l(‘
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Develop

PR Succession Plan Considerations

32

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.)

Johnson 4))1
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Develop

Pl Prepare for Employee Discussions

B Prepare for conversations with employees

B Be ready to discuss why the employee would be considered for
succession planning (strengths)

B 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

Johnson ﬂ/)l(q
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Develop

P Develop the Training Plan for Succession

For each skill or area of development needed:

B Who could be a mentor on this skill or
development area?

e Oo
. . . S &
B Series of 1x1 sessions with key roles that the o
employee would need to develop relationships -

7 KHNOWLEDGE

with cOACHTNG ~ TEACHING

B What training or resources are available to
assist the employee?

B What additional tasks or responsibilities
could the employee assume (think train the
trainer) that would assist in their

development? //
PERTENCE )

B What associations should the employee \ E¥* A

participate in preparation for the role?

B Assign specific projects or initiatives for the
employee to lead

Johnson 7/)1(4
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Develop

Plan

35

Training Resources

Johnson Controls, Inc. —

Academic programs
Programs offered through colleges around the country include:

*ASHE university outreach. Each year, students from several universities are invited to
attend the ASHE Annual Conference and the International Summit and Technical
Exhibition on Health Facility Planning, Design & Construction (PDC Summit). Besides
learning about the field, students conduct research projects.

*ASHE internship program. ASHE and Schneider Electric have collaborated to expand
the ASHE internship program. College students participating in the program gain real-
world work experience and are exposed to the health care facility management field.
Hospitals that host interns benefit by providing a type of “trial run” that can lead to full-time
employment down the road.

*Purdue University, West Lafayette, Ind. Purdue offers a bachelor’s in building
construction management, with an emphasis on health care. The program aims to
prepare students for careers in the field as well as for the Certified Healthcare Constructor
(CHC) or Certified Healthcare Facilities Manager (CHFM) examinations.

*Brigham Young University, Provo, Utah. BYU offers a bachelor’'s degree in building
construction management that includes a specialty in health care.

*Owensboro (Ky.) Community & Technical College. The associate's degree program in
health care facilities leadership was launched in January. It prepares students for careers
in the field as well as for the CHFM exam. The course is offered online, so students from
all over the country can participate. The program has garnered interest from a number of
professionals already in health care facility management careers.

Johnson yj)l(‘

Controls



Develop

Plan
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Training Resources

Continuing education

Educational opportunities to support professional development include:

*ASHE educational programs. ASHE educational programs are offered around the
country. Geared toward those already working in the field, the programs tackle subjects
like infection prevention, commissioning, construction, life safety and accreditation.

*ASHE conferences. The ASHE Annual Conference includes sessions to keep facility
professionals up-to-date on such topics as code compliance, operations, leadership and
value. The PDC Summit offers education related to planning, design, construction,
compliance, leadership and value.

*Energy University. Energy University, a program from ASHE’s University Program
Partner, Schneider Electric, offers a series of e-learning courses available to ASHE
members at no cost. The courses help facility professionals to learn new ways to create
energy-efficient health care facilities, which is an especially important topic as hospitals
search for ways to reduce operational costs.

Johnson ”)X('
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Develop

PN Training Resources

Certifications O-cg;\*&\

Professional certifications that denote a level of expertise include: %

*Certified Healthcare Facility Manager. For those with several years of experience in
the field, the CHFM designation is a way to be recognized as the elite in the profession.
CHFMs tend to make more money on average than those without the designation. A 2012
salary survey conducted by ASHE and Health Facilities Management magazine found
that the CHFM was worth an extra $10,000 in salary on average.

«Certified Healthcare Constructor. For those in construction, the CHC certification is a
way to earn distinction in a crowded marketplace.

*Exam preparation. ASHE offers preparation courses for both the CHFM and CHC
exams. More information is available at www.ashe org/learn.

Johnson 9})1(.
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Develop

Pl \WHEA Training Resources

e

7
ﬂ } WISCONSIN HEALTHCARE ENGINEERING ASSOCIATION
@) Lt

= Nationally Recognized 4-Day Educational

Conference (September)

" continul

» Codes and Standards Alerts, Regulatory

Advocacy Program Participation
» Manager and Mechanic Training Seminars
» Teleconferencing and Webinar Educational
Programs

= Chapter Meetings

Johnson ﬂ))l(;
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Devel : :
Mentoring & Coaching Resources

¥ Internal leaders

W ASHE local chapters
M Toast Masters
M Local business leaders

B Chamber of Commerce

® Rotary
W Junior Achievement
M Vendors

Johnson yj)l(‘
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A Slight Side Discussion

Johnson 9})1(,
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Develop
Plan

BABY BOOMERS (1946-1964)

Work Ethic: Workaholics, compet-

itive

Preferred Work Environment:

Democratic

Interactive Style: Team player,

loves meetings

Motivated By: Recognition, being

valued and monetary rewards

For HR managers, baby boomers

best respond to:

« Honest, simple language on ben
efits programs and financial plan-
ning

« Financial scenarios versus conver-
sations

» Messages about how to con-
serve/pass on their wealth to the
next generation

GENERATION X (1965-1981)

Work Ethic: Efficient, self-reliant

Preferred Work Environment:

Flexible and fun

Interactive Style: Entrepreneur

Motivated By: Freedom, removal

of rules and time off

For HR managers, Gen X-ers best

respond to:

« Casual informational sessions

« Benefits offerings to help build a
secure future

« Information on retirement and
employers matching 401(k) con
tribution amounts

MILLENNIALS (1982-1394)

Work Ethic: Ambitious, multi-task-

ing. tenacious

Preferred Work Environment:

Collaborative, creative and continu

ous feedback

Interactive Style: Participative

Motivated By: Autonomy, trust

and time off

For HR managers, millennials

best respond to:

« Frequent feedback on perfor-
mance, both good and bad

« Open communication lines with
HR and managers

» Multi-platform employee-facing
communications about benefits
offerings, open enroliment, etc

GENERATION Z (1995-2012)

Work Ethic: Intense, pragmatic,
project-oriented
Preferred Work Environment:
Collaborative, fun, flexible anc
clearly defined chain of commands
Interactive Style: Entrepreneurial,
face-to-face, teamwork
Motivated By: Opportunity for
advancement, participatory deci
sion-making and being involved
For HR managers, Gen Z-ers best
respond to:
« Honest and open communica
tions from HR and managers
« Expansive voluntary benefits
offerings
« Messages about how to plan
for their financial and physical
well-being




Develop

Plan The Millennial Challenge: Fact or Fiction

If you're having trouble separating fact from fiction when it comes to millennials,
don't feel bad. There's a lot of noise online from thought leaders and big media alike
as to what millennials are and aren't, what they want and don't want.

Even Googling “millennials are” can lead to confusion. They're lazy but also ... not?

O, millennials are |

millennials are - Google Search
millennials are lazy

millennials are stupid
millennials are idiots
millennials are not lazy

P L L LLOLL

millennials are entitled

These are real suggestions. Try it for yourself!

Johnson 7/)1(4
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Millennial & Gen Z “Buzz Words” From HR

v Collaborative
v’ Share stories
v Multi-tasking
v' Comfort Zone
v Relevant

v Interactive

v Engagement

v Creative

v Innovative

v Independent Work
v Balance

v Fun

v Meaningful

v Flexible

v' Advancement

v Recognition

v Challenge

Johnson 4))1
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Develop

el The Millennial Challenge: Fact or Fiction

(T
i

L

Ninety-one percent of millennials Sixty-six percent of millennials
aspire to be a leader. expect to leave their employer by 2020.
(Source! WorkplaceTrends Millennial (Source: Deloitte Millennial
Leadership Study) Survey 2016)

Johnson })I('
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Develop

el Millennial Perception

HOW MILLENNIALS DESCRIBE THEMSELVES

HEY, | HAVE 3%

. mnmmw
PEOPLE-SAVVY
— 63%

TECH-SAVVY

39%

. 0
LOYAL TO THEIR EMPLOYERS | 82 /0

FUN-LOVING [ 14%

THESE pAys Iy
A0 Wk wiT Te

GET A Jop
- 86%

HARD WORKING |

Source: A Beyond.com survey of 6,361 job seekers and veteran HR professionals

45  Johnson Controls, Inc. —

HOW HR PROFESSIONALS DESCRIBE MILLENNIALS

. PEOPLE-SAVVY
I - —14%

TECH-SAVVY

REALY?

.10
LovaL 10 THER evpLovers [ 170

FUN-LOVING [ 39%
HARD WORKING [ 11%

Johnson ”)X('
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Develop

Plan

Millennial Best Practice #1: Plan for Impatience

AN N NN

Example Internal Career Path With and Without Intermediate Roles

Department % Years Vice
Manager "| President
Department Junior Vice - Vice ~. | Senior Vice
Manager President President President
Advancement _ . .
Challenge Stagnation can be a millennial
Independent Work engagement and retention killer.
Balance
Flexible

46  Johnson Contrals, Inc. —
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Millennial Best Practice #2: Engage & Collaborate

* Drop the “Annual” from Performance Reviews

e Connect — Show an Interest

 Create collaborative environments with peers
Advancement

C°"°b°r°'.i"e  Coach versus manage
Share stories

Comfort Zone

Relevant ° .

Relevant Engage with technology
Engagement

Challenge » Set clear goals with milestones for completion
Independent Work

v
v
v
v
v
v
v
v
v

85% of millennials want to have performance conversations
with their manager more frequently.
Johnson 4))1(
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Develop

Plan

Millennial Best Practice #3: Flexibility

Do not expect
their employer

13"
toprovide a

smart device for work.

0 say their
6 0 employers
0 work up to expect them
7 O 20 hours to be accessible during

or more
outside the office each week.

off hours.

Say workplace
environment

78"
impacts their

| decision to stay at ajob.

0 say flexible
5 0 work hours
& freedom
to work from any location
improve work/life balance.

» Specify outcomes and allow
leeway for how

* Be open to new ideas and
process

* Allow flexible hours (when
possible)

« Enable them with technology

45% of millennials choose flexibility over pay

48  Johnson Contrals, Inc. —
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The Process of Succession Planning

Identify
/ Positions \
Monitor Indentify
Plan Skills

Johnson yj)l(‘
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Develop

PR Setting Goals

Specific
What, Where»

A specific goal is

distinct &
Defines as much
of the goal as
possible and
contains no
ambiguous
language

50  Johnson Contrals, Inc. —

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.

Johnson ﬂ})[(,
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Develop

Plan

51

On-Going Coaching

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

Johnson Contrals, Inc. —

TRAINING MENT’OR R
& l’ ﬁ —
|\ GRAL ‘ Df.vuovﬁeuf

Coachmg N\

100% | EDUCAT ion@
,moT.VAT-ON

| PORT
POTENT AL E.U.p e KNOWLEDGE
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LEADERSHIP m
SETS STRATEGY ALIGN GOALS SET GOAL @ ®
e TO STRATEGY PLANS
ENGAGED EMPLOYEES IJ’BIIEiI'IE‘.i m ’ 02
OPERATIONAL EXCELLEMCE N
GROWTH OCTOBER - V Team 9 BUILD

DEVELOPMENT R
PLAN

. Individual

. DELVER
REWARDS AND

RECOGNITION TALENT MANAGEMENT CYCLE

e CREATE A WINNING BUSINESS
s THROUGH PEOPLE.

O

r _‘ RIGHT PEOPLE | RIGHT PLACES | RIGHT TIME
UPDATE
DEVELOPMENT i PERFORMANCE MANAGEMENT
PLAN Set annual performance goals and assess progress Define capabilities

throughout the year. e e ey

. STRATEGIC TALENT REVIEW .Es-lzgﬁss angm -
REVIEW Build the talent pipeline and manage talent pools SUBISIS SIS
YEAR-END for effective succession planning. yj) ( p|adn S
and career
PERFORMANCE DEVELOPMENT PLANNING Johnson / development

Expand people and team capability with opportunities
that develop in-demand skills. COntr()lS

DISCUSS MID-YEAR

YEAR-END
% PERFORMANCE PERFORMANCE
. A 4 04 PROGRESS
08 i ® O

- performance JULY - CHECK
e SEPTEMBER DEVELOPMENT

Plan development PROGRESS




Succession plannifAg is more than something you take off 1
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 in
of your facility operations.




MAYBE T SHOULD HAVE PLANNED
BETTER FOR THIS DAY...
-
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Job Description 101

Overview

A job description should be practical, clear and accurate to effectively define your needs. Good job
descriptions typically begin with a careful analysis of the important facts about a job such as:

« Individual tasks involved

+ The methods used to complete the tasks

= The purpose and responsibilities of the job
= The relationship of the job to other jobs

= Qualifications needed for the job

What to Avold

Don't be inflexible with your job description. Jobs are subject to change for personal growth,
organizational development and/or evolution of new technologies. A flexible job description
encourages employees to grow within their position and contribute over time to your overall business.

What to Include

Job descriptions typically include:

* |obtite

* |ob cbjective or overall purpose statement

= Summary of the general nature and level of the job

« Descripton of the broad functon and scope of the position

« |ist of duties or tasks performed critical to success

= Key functional and relational responsibilities in order of significance

« Description of the relationships and roles within the company, including supervisory positions,
subordinating roles and other working relationships

Additional Items for Job Descriptions for Recruiting Situations

« Job specifications, standards, and requirements

« |ob location where the work will be performed

« Equipment to be used in the performance of the job

= (Collective Bargaining Agreements if your company's emplayees are members of a union
* Salary range

Johnson ﬂ/)l(o
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Succession Planning Model

———

2. Identify o
initial competencies Recruit
required for each from the

1. Determine the position _ outside
functions & when the
positions will be 3. Competency
available Gap Analysis

~ SUCCESSION
a::re:::'gte P LAN N I N G a. Design

positions developmental
M 0 D E L opportunties for each
set of competencies

6. Reassess & = B
track overall progress 5. Develop
& maintain skills and maintain a

inventory talent pool

5SB. Conduct
an individual
Gap analysis SA. Acquire * Clearly inform volunteers
- volunteers* this development does not
5C, Prepare guarantee selection
individual
development

plans 5D. Reassess &
track individual
progress
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Employee Life Cycle — Core People Processes

Acquisition/Recruitment |

Strategic Talent Review Employment
(Succession Planning) Assessment/Selection

Performance

Management On-boarding

Training & Development

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

Template 1.2

D Critical Role B Gender Diversity
D Open " Other Diversity

Function Leader

Leader name

Title

I
' |
NETLE] Leader name
Title Title

I
Leader name

Title
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Succession Chart (Critical Roles)

B Gender Diversity

‘ Other Diversity

Role for Ready Now Ready Next Emerging

Succession Current Incumbent (<1 year) (1-2 years) (2-5 years)
Planning [name, title] [name, title] [name, title]
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