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AASLH EXECUTIVE SUCCESSION PLAN
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Statement of Purpose and Philosophy

AASLH believes that succession planning is a vital part of planning for the future of any organization, both for itself and for its members.  AASLH’s succession plan outlines courses of action for short-term, long-term, or permanent vacancies in the office of President & CEO.  Believing strongly in professional development for the field of state and local history, and for its own staff, AASLH encourages the principle of advancement from within the organization at all levels.

Succession Plan Procedures
The following steps should be taken sequentially to ensure a seamless transition of the position of CEO in the best interests of the organization.

1) The Chair of the AASLH Council will negotiate the terms of vacancy or separation with the CEO for short-term (less than 30 days) or long-term (more than 30 days but not longer than 6 months) vacancies, or permanent separation from AASLH.  (Timeframe – immediate)

2) If the separation is to be permanent, the Chair will consult with the Executive Committee on the terms of departure and ask three members to serve as part of a Search Committee to be led by the Vice Council Chair.  The Search Committee should also include three former Chairs of Council and a staff representative.  (Timeframe – immediately upon notice from the CEO.)  

3) An interim director will be necessary if the departure of the CEO is immediate or if a short- or long-term interim director is deemed necessary by the Chair and the CEO.  If applicable the CEO will develop a recommended plan for executive leadership and present it for approval by the Executive Committee.  Under the leadership of the AASLH Chair, the Executive Committee will negotiate the plan with the CEO.  If drafting a recommended plan by the incumbent CEO is deemed inappropriate or not feasible, the AASLH Chair will develop a plan for approval by the Executive Committee, and together they  will determine who should be appointed.  (Timeframe –CEO will present a plan to the Council Chair at the time of notice, or within a week thereafter.)

4) If the CEO’s departure is to be permanent, the Executive Committee will appoint an interim CEO either from inside or outside of the organization.  The Executive Committee will review the current job description of the CEO, make changes as warranted, and recommend to Council a process for a search (based on steps outlined in this plan) and plan for remuneration of the next CEO.  The final job description, search process, and remuneration plan will be presented to Council for approval. Once approved, the Search Committee will proceed with full authority from the AASLH Council and bring a recommendation to Council for final approval.  

5) Noting AASLH’s belief in providing opportunities for advancement within the organization, the Executive Committee may consider the option of appointing a CEO from within the organization without engaging in a outside search.  Alternatively, the Executive Committee may elect to conduct a national search.  It may also decide to bring in an outside interim director that can affect major change in areas such as governance, staffing, donor relations, etc., and subsequently to conduct a national search for a permanent CEO. In any case, the authorizing body will review the current job description and adjust it as necessary to the circumstances as they develop.  (Timeframe – within 30 days of notice given.)  See process for selection of new President & CEO below.

6) Should the departure of the CEO be announced but the date of departure is in the distant future (say 2 years or over), the AASLH Council will consider asking the Search Committee to seek a new CEO whose time of service will overlap with the departing CEO for a specified time period.  (Timeframe – within 30 days of notice given.)

7) The Search Committee Chair (Vice Chair of the Council) will engage in conversation(s) with any members of the staff that have either (a) shown an interested in advancing to the role of the CEO, or (b) have been identified by the Search Committee as potential candidates for the position.  (Timeframe – as soon as practicable following notice given by the CEO)

Search Committee Task Description
The seven-person Search Committee three from the Executive Committee, three past Council Chairs, and one staff member appointed by the Council Chair) will work on behalf of the Association to ensure that an appropriate recruitment plan is implemented to secure the next executive.  Because AASLH believes in professional development and advancement from within the organization, the options of (a) recruitment from within or (b) an outside (national) search will be considered in the light of AASLH’s current state of financial and programmatic stability, as well as the experience, capabilities, and past performance of any potential internal candidate, and other appropriate factors. A national search may include internal candidates if the Search Committee deems appropriate.  

The Search Committee will: 

· Review the search plan outlined in this document.

· In the case of a national search, it may appoint a team of two or more of its members to screen applications as they are received, with authority to reject noncompetitive applications outright.

· Review competitive applications and select finalists.

· Travel to Nashville or any other designated place to interview finalists.

· Make a final recommendation to Council on its choice for the next CEO.

Pros and Cons of Appointment from Within Vs. National Search

	Appoint from Within
	National Search

	Pros
	Pros

	Candidate may be groomed for the position
	Fresh thinking unencumbered by past commitments and opinions 

	Understanding of internal and external barriers
	Not encumbered with opinions or bias about past performance

	Possible lower cost of recruitment
	

	Shorter time frame for recruitment
	

	Staff familiarity with vision of new leader
	

	Established relationships with stakeholders
	

	Cons
	Cons

	Possibility of minimal change to the organization
	Unfamiliar with internal and external barriers

	Possible staff conflicts
	Cost to conduct national search

	Encumbered with bias from the field regarding performance at AASLH
	Time involved in a national search

	Encumbered with bias from staff and/or Council regarding past performance and relationships
	Minimal established relationships with stakeholders


Selection Process for New President & CEO
If the Search Committee deems it appropriate to hire from within the organization without conducting a national search, an offer will be presented by the Council Chair.

If the Search Committee deems it necessary to conduct a national search, it should first determine whether internal candidates should be considered and instruct the Chair of the Council to advise the staff accordingly.

Under a national search, a job ad will be written and place in, at a minimum, the following resources:

· Dispatch

· AAM Newsletter

· All listservs currently utilized by AASLH for marketing purposes.

The Search Committee may appoint a team of two or more persons to screen applications and remove any found to be non-competitive.  Any applicant deemed non-competitive will be advised accordingly by letter from the Search Committee Chair.  Copies of all applications and related correspondence will be kept by the AASLH Director of Finance in the AASLH Personnel files for a period of three years.

The screening team will forward to the full Search Committee copies of applications they deem competitive for the position.  Depending on the number of applications accepted, the Search Committee Chair will assign Search Committee members to conduct phone interviews with candidates, and report findings back to the whole Search Committee.  After all phone interviews are conducted and reported, the Search Committee will meet via conference call (unless otherwise agreed) to narrow the field to approximately the top 4 candidates to be invited to Nashville or another designated location for a personal interview.

The Search Committee chair will provide leadership in establishing an interview plan.  The staff member on the Search Committee will act as a full member of the Search Committee, and will also provide confidential administrative support for the Committee.  The search process will be strictly confidential, protecting the identity of all applicants until the names of finalists may be disclosed in the final interviewing stage.

After interviews are completed, the Search Committee will meet, either in person or via conference call, to make final decisions on recommendation of a candidate for Council approval.  The Chair of the Council will make the offer to the candidate selected.

Communications Plan with the Field
If the CEO is temporarily replaced by an interim director or if the CEO’s separation from AASLH is to be permanent, the following steps will be taken to ensure full disclosure to the AASLH membership and the field at large.  All communications will be conducted in a positive manner, in the best interests of both the association and the individuals concerned.

· E-blast from AASLH Council Chair sent to entire email d/base within 48 hours of notice given and before any job ads are placed.

· Article written by Council Chair outlining the plan will be printed in the next issue of Dispatch and posted on the AASLH web site.

· If deemed appropriate by the Council Chair, the current CEO may also write an article for Dispatch.

· Personal phone call from the Chair of AASLH to key donors or stakeholders (e.g., The History Channel, IMLS, NEH, foundations)

· Personal phone call from the Chair to the President & CEO of the American Association of Museums and any other associations deemed appropriate

· Personal notice to all committee and task force chairs of AASLH, with special attention paid to committees or task forces where the CEO acts as staff liaison (e.g., Leadership Development Committee, Finance Committee, Federal-State Partnerships Coalition, etc.).

Financial Responsibilities to be Addressed
· As appropriate to the situation, a severance package may be negotiated, subject to approval by the Executive Committee and included as a revision in the current budget, in consultation with the Finance Committee Chair.

· A budget for the search process, if needed, should be developed by the AASLH Chair and included as a revision in the current budget, with the Finance Committee Chair consulted.

· All financial institutions where AASLH holds assets (investments, cash, etc.) will be notified, with the current CEO removed as an authority or signatory, at the appropriate time given the circumstances involved.

· Credit institutions (e.g., credit cards, automobile loan, etc.) will be notified, with the current CEO removed as an authority or signatory, at the appropriate time given the circumstances involved.

Annual Calendar Responsibilities to be Addressed
AASLH’s President & CEO participates, at a minimum, in the following annual events.  Volunteer leaders for those events should be contacted as appropriate:

· AASLH Annual Meeting

· AAM Annual Meeting

· State Historical Administrators Meeting, November or December of each year.

· Outdoor History Museum Forum meeting, spring of each year.

· Any agreed upon speaking engagements

· Any boards or advisory committees where AASLH is represented by the President & CEO

· Annual staff reviews

· Committee meetings where the President & CEO acts as staff liaison (e.g., Leadership Development Committee, Finance Committee, Federal-State Partnership Coalition, etc.)

The Executive Committee will review and update this plan 

in the first quarter of each year.
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JOB DESCRIPTION

For AASLH

PRESIDENT & CEO

Revised 6/09

Appointed by and reporting to the AASLH Council, AASLH’s President & CEO serves at the pleasure of the Council and must possess the following core competencies and be held accountable for these responsibilities:

· Carry out a mission-driven agenda for AASLH and the field at large.

· Be an evangelist for the field of state and local history, and for AASLH specifically.

· Serve as AASLH’s principal spokesperson and interface with organizations in the field and related to the field, including but not limited to AASLH members, the media, foundations, government agencies, etc.

· Enthusiastically lead and expand fundraising and other revenue centers for the association.

· Oversee budgeting, finance, and operations in order to meet established goals.

· Be fiscally responsible, understanding the budget and all of its implications.

· Be an inspiring leader that empowers staff and volunteers.

· Build strategic alliances where appropriate and possible.

· Develop and communicate a vision for AASLH.

· Conduct strategic and operational planning and evaluation for the association at large, and delegate and manage strategic and operational planning and evaluation of programs and services.

· Hire, manage, and motivate a professional staff.

· Act as staff liaison to the Leadership Development Committee and Finance Committee, at a minimum.

· Manage a complex organization, delegating authority and managing results.

· Command the respect of stakeholders (e.g., donors, members, other associations)

· Make available professional development and advancement for the AASLH staff.

# # #

PAGE  
6

