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Introduction to Succession 

and Workforce Development 

Needs Assessment

Adapting the University of 

Washington’s Succession Planning 

Toolkit, 2016 
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National Workforce Trends

Source: GDOT’s Innovative and Collaborative Approach to Workforce Planning in 

Today’s Economy, Brian Robinson, Deputy HR Director – GDOT, from Southern 

Association of State Highway and Transportation Officials Conference, August 2020

⚫ COVID Impacts

⚫ Increase in number of employees retiring

⚫ Employees entering workforce today more 

inclined to multiple “careers” throughout their 

worklife

⚫ Decrease in average tenure on job

⚫ Rapid changes in work due to new technologies 

applications

⚫ Increase in competition for qualified employees
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Today’s Objectives:

1. Continue the discussion and review of 

related published approaches to 

regarding succession planning needs 

assessment for public works

2. Examine the application of the Univ. of 

Washington’s Succession Planning 

Toolkit
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Defining Workforce Planning 
⚫ City of Seattle, WA Public Utilities (SPU):

– WorkForce Planning: is an interconnected set of solutions to 

meet employment needs. It can include changes to culture, 

changes to employee  engagement, and improvements to 

employee’s skills and knowledge  that will  help to positively 

influence SPU’s future success.

– Why Needed:    Rebuild / Retain / Recruit

– Data shows that our workforce is changing and the way to stay 

ahead of this change is to proactively prepare, creating space 

for employees to stay within SPU/City Of Seattle by growing 

and developing and using internal programs. 

Source: SPU WorkForce Planning Plan, City of Seattle, WA 

Public Utilities, August 10, 2020.
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Defining Workforce Planning 

⚫ Washoe County, Nevada:

– Workforce planning is the process of ensuring that the right 

number of people with the right skills, experiences and 

competencies are in the right place at the right time to 

accomplish the mission of the County. 

– A systematic process provides managers with the framework 

for making strategic staffing decisions based on the 

department’s mission, goals, strategic plan, and budget, by 

identifying the human capital required to meet organizational 

goals and developing strategies to meet those requirements. 

– It is more than just reacting and filling vacant positions, it is a 

proactive means of determining future hiring needs.

Source: Workforce Development Planning Guide, Washoe 

County, Nevada, April 2005.
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The University of Washington’s 

Succession Planning Toolkit
⚫ Step 1 - Identify significant Public Works challenges 

expected in the next 1 – 5 years

⚫ Step 2 – Identify critical positions needed to support 

your organization’s continuity

⚫ Step 3 – Identify competencies, skills and 

institutional knowledge that are critical success 

factors

⚫ Step 4 – Consider qualified and interested 

employees

⚫ Step 5 – Select the competencies individuals will 

need to be successful in positions and to meet 

identified business challenges
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The University of Washington’s 

Succession Planning Toolkit
Step 1 -

Identify 

significant 

challenges 

Step 2 – Identify 

critical positions

Step 3 – Identify 

competencies, skills and 

institutional knowledge

Step 5 -Select 

the 

competencies 

individuals  

need to be 

successful in 

positions and to 

meet identified 

business 

challenges

Step 4 – Consider 

qualified and 

interested 

employees
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The University of Washington’s 

Succession Planning Toolkit

⚫ Breakout Exercise – focus on the 5- steps

Step 1 -

Identify 

significant 

challenges 

Step 2 –

Identify 

critical 

positions

Step 3 –

Identify 

compet-

encies, 

skills and 

institutional 

knowledge

Step 4 –

Consider 

qualified 

and 

interested 

employees

Step 5 -Select 

the compet-

encies 

individuals  

need to be 

successful in 

positions and 

to meet 

identified 

business 

challenges

→ All Groups Do 5-steps
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Breakout Exercise

⚫ This exercise is offered to allow interaction between 

like colleagues from across the region, seek insights 

and look for ways to possibly start or enhance your 

agency’s Succession planning, career and personal 

growth

⚫ There is no “right” or ‘wrong” approach/answer. 

– Rather we hope you gain insights and appreciation for the 

process
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Breakout Exercise

⚫We are going to tackle The University 

of Washington’s Succession Planning 

Toolkit

–Steps 1 to 5
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Breakout Exercise

⚫ Designate a group leader, a scribe and timekeeper

⚫ The group leader will stimulate and facilitate the 

discussion regarding the use and application of the 

checklist.

– Feel free to delegate and prioritize what sections are 

collectively, most important to the group to address, and 

proceed to complete those sections.

⚫ The scribe will summarize the findings, repeat back to 

the group for concurrence, and be ready to report 

when entire assembly comes together. 

11

12



3/14/2022

7

13

Group Reporting
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Final Thoughts

⚫ Everyone doing his or her best isn’t the 

answer. The first step in transformation is 

to learn how to change. 

-- W. Edwards Deming

⚫ If you want to change the world, begin 

with yourself! 

-- Max Lucado
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