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Too often, succession planning is treated as a single question about the CEO’s eventual replacement. In practice, it is a whole-organization discipline that spans staff, board members, and key volunteers. This scorecard is designed for a leadership team or board committee to complete together, generating an honest, shared picture of readiness rather than an individual’s private assessment.
How to Score
For each item, rate your organization from 1 (not in place / not happening) to 6 (fully in place / consistently happening). Discuss each score as a group before recording it — the conversation matters more than the number.
Category A: Identification of Next-Generation Leaders
	#
	Item
	Score (1–6)

	1
	We have identified potential successors for our senior staff roles, not just the CEO.
	

	2
	We have identified potential successors for key board leadership positions.
	

	3
	We know which volunteers are ready to step into greater committee or chapter leadership.
	

	4
	Our identification process actively considers diverse candidates, not just the most visible ones.
	


Category B: Development Investments Being Made Now
	#
	Item
	Score (1–6)

	5
	We are actively developing identified successors, not just naming them.
	

	6
	We provide stretch assignments or expanded responsibility ahead of an actual vacancy.
	

	7
	We invest comparable development attention in board and volunteer leaders, not only staff.
	


Category C: Systems and Documentation in Place
	#
	Item
	Score (1–6)

	8
	We have written role documentation detailed enough for a successor to use.
	

	9
	We have an emergency succession plan for the sudden departure of key leaders.
	

	10
	Knowledge transfer (relationships, institutional history, key processes) is actively captured rather than left to memory.
	


(Scoring Guide on the next page)
Scoring Guide
· 50–60: Strong readiness. Formalize what’s working and monitor for complacency.
· 35–49: Moderate readiness. Real foundations exist, but gaps could become urgent under pressure.
· 25-34: Questionable readiness. You are in the pretend zone. You think you have a plan
· 10–24: Fragile readiness. Succession is largely undocumented and dependent on individuals; treat this as a near-term priority.
90- 180 Day Action Commitment
Based on this scorecard, we commit to the following actions in the next 90 - 180 days:
1. Action: Owner: ______________________________________________________
By when: ___/ ___/ 20___
2. Action: Owner: ______________________________________________________
By when: ___/ ___/ 20___
3. Action: Owner: ______________________________________________________
By when: ___/ ___/ 20___



This worksheet accompanies Chapter 10 of The Seven Strategic Capacities for Organizational Success, “Becoming a Strategic Foresight Association” by Michael Butera. Learn more at michaelbuteraspeaks.com
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