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I.  Evolving Role Of Information Technology Management

· Identifying technologies central to the success of our organization

· Information technology – is it, should it be, a core competency of your organization?

· Outsourcing  v. development in house

II.  What Do You Want To Be

· A information technologist

· A information technologist manager

· A manager in information technology

III. Reasons Why We Don’t Engage In Succession Planning

· Time

· Retirement discussion taboo

· Lack of resources to support professional development

· Fear a loss of management flexibility
· Managing unrealistic expectations

· Potential employee frustrations if their expectations are not meet

· Lack of support from Senior Management

· Confusion regarding relationship Professional Development and Succession Planning

IV. Differences Between Succession Planning And Professional
 Development

· Succession Planning 

-  Who will fill which positions?
-  Assure talent is available to meet ORGANIZATIONAL needs

· Professional Development

-  Where do you want to be in the future?
-  Developing plans to meet EMPLOYEES’ growth needs

V. Succession Planning Process


A. Clarify organizational needs

· Job descriptions that clearly identify outcomes and skills and aptitudes
· Changes in organizational structure

· Changes in the service delivery process

· Tie to your human resource planning process

B. Clarify organizational commitments regarding resources and
 promotional/transfer processes

· Resources available for professional development (training, job assignments, reading, mentors)

· Posting process and time frames – tied to individual plans

C. Lateral career moves 

· Absence of promotional opportunities clearly communicated

· Think in terms of organizational/career spirals

D. Define succession planning’s role in performance appraisal

· Discuss professional development plans

· Not part of the performance expectations

E. Clear assessments of employees’ skills and abilities

· Honest feedback

· Dealing with unrealistic

F. Have plans

· Have details
