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diversity, 95-96; difficulties with generational
diversity, 110; during executive transition
management, 213; plan for new executives, 290;
skills needed for search committees, 137-138;
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class, and ethnicity, 84-85; lack of lcacership,
13—14; leaders for addressing raciei disparities,
86—-87; making organizational priority, 167; in
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270-271; practices supporting, 262—-263;
stakeholders role in, 271; support for, 263-265
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Leadership Challenge, The (Kouzes and Posner),
224

Leadership Learning Community, 225

Leadership Lost (CompassPoint Nonprofit
Services), 11

“Let it begin with me” principle, 47

“Live in the day” principle, 47

Loehr, Jim, 49

Lominger Interrauoral, 224, 227

Lore, Nicholas. 224-225

M

Mciing Leadership Change (Gilmore), 153

Ieragance Consulting, 133-134

Ianagement teams, 67-68

Managers: attitudes about diversity, 319-320;
emergency backups for key, 98-99; facilitating
diversity, 101-102; how to use this book,
23-24; performance reviews by, 233-234,
268-269; talent development for, 245

Managing Executive Transitions (Wolfred), 293

Mayer, J. D., 42

Mclntosh, Peggy, 85

McLaughlin, T. A., 58, 59

Meditation, 46

Mentors, 225-226, 266, 282

Millennials, 105, 106

Mission: achieving with staff and volunteers,
246-248; clarifying, 248-249; developing
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ethnic diversity and, 91; time needed by search
committees, 154

Spiritual practices, 45-46

Srivastva, Suresh, 40

St. Onge, Patricia, 83—-84

Staff: aligning, 144145, 201; attitudes about
diversity, 319-320; clarifying mission-strategy-
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founder succession, 67; for racial and ethnic
diversity, 94-95
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components of succession plans, 187; consultant
help in, 293-294; defined, 17, 173; departure-
defined, 69-70; developing succession policy,
185-186, 207-208; developing younger leaders,
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114-118; factors in successful departure-
defined, 192—194; founder’s ambivalence to,
61-62, 133; generational differences and,
113-114; leader development and talent
management for, 70, 101-102; for leaders, 1-8;
letting go of leaders, 62—65; management teams
for, 67-68; need for, 171-172; preparing the
way for, 63, 64-65; questions for sustainability
audit, 305-308; reducing anxiety during,
175-177; reflection questions for, 188,
215-216; risks and benefits of, 178—181;
sabbaticals and, 68; sample sustainability audit,
297-304; steps in, 174; terms for, 174-175;
time required for, 173; tips for leaders succeed-
ing founders, 72-73; types of, 172. See also
Departure-defined succession planning;
Emergency backup plans

Succession policy: completing, 177-178, 231-232,
265; as component of succession plan, 187;
developing with consultants, 293-294; writing,
185-186, 207-208

Superkeepers, 243, 251, 252

Support Center of New York, 284, 294

Surrender, 47

Sustainability audits: developing, 69, 206-207;
example of, 297-304; questions for, 305-:303

Sustainability reviews: about, 69; as componcnt of
succession plan, 187; creating, 203—2.05;
outcome of, 209-210

Sustainability strategy sessions, 208-210

Sustained Success transitions:about, 127,
128; examples of Prepare phase in, 146; Pivot
phase examples for 176, Thrive phase examples

for, 164

T

Talent, 218

Talent management: assessing current leader
capacity, 250; balancing focus of, 245; bench
strength and talent review process, 250-252,
267; clarifying mission-strategy-people
connection, 248-249; comparative matrix for,
312-313; as component of succession plan, 187;
consulting assistance in, 294; defined, 174, 175,
218; empowering work groups for, 249-250,
266; examples of, 219-221, 240-243; facilitat-
ing diversity in, 101-102; finalizing ongoing
plans for, 256-257; generational diversity in,
114-118; importance in succession planning,
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70; initiating, 229, 236-237; launching
program for, 248-252, 254-257; making people
competitive advantage, 243—244; questions for
focusing, 244; reflection questions for, 258-259;
relevance of, 237-240; report format for, 254;
training emerging leaders and staff, 236-237;
volunteers and, 246

Talent Management Handbook (Berger), 116-117,
251, 257

Tebbe, Don, 127, 128-129, 133, 137, 152-153,
285-287, 288-291

Teegarden, Paige Hill, 134

Third Sector New England, 294

Thrive phase: about, 142; examples of transitions
in, 164-166; illustrated, 276; steps in,
279-280; transiticas o generational diversity
and, 113

Time-debting, 48

Time requi‘einents: budgeting for leadership
develcon ent, 268-269; for social networking,
154; for succession planning, 173

Tinelines: for new executives, 288—291; transition,
285-287

Transition committees, 150, 151-152. See also
Search committees

TransitionGuides, 91, 133-134, 140, 196, 276,
285-287, 295, 297-304, 305, 309-322

Transitions: announcing, 143; board planning for
founder, 67; change vs., 135; determining help
leaders need for, 141-142; developing leaders
during, 166-168; diversity strategies for,
95-102; emotions about, 33-35, 46-49, 61-62,
133, 135; ensuring successful founder, 74-75;
executive coaching for, 67, 162; facilitating
positive beginnings, 135, 159-161; focusing on
search and, 141; frustration and anger during,
38-39; grieving and, 37-38, 44—45; hiring
consultants for, 293; involuntary founder, 56;
key decisions in, 134-136; managing executive,
70-71; modeling leader development in, 168;
opportunities in, 16—17; phases in, 34; planning
for inclusiveness with, 96-97; process decisions
about, 140—142; retaining new executives, 140;
risks during, 158-159; sample timeline for,
285-287; selecting search committees for,
137-138; successful, 132-134; types of, 127,
128-129. See also Pivot phase; Prepare phase;
Thrive phase

Tropman Report, 112
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Turnaround transitions: about, 127, 129; examples
of, 130-131; founder-like qualities of executives
in, 59; involuntary transitions and, 56; Pivot
phase examples for, 157; Prepare phase examples
for, 147; Thrive phase examples for, 165

Twelve Step wisdom, 46-49

U

Underperforming Organization transitions:
example of, 130; executive transitions for, 127,
129; Pivot phase examples for, 156—157; Prepare
phase examples for, 146-147; Thrive phase
examples for, 164-165

Up Next (Kim and Kunreuther), 106

Urban Institute, 14

U.S. Census Bureau, 85

\'

Vergara-Lobo, A., 83

Vickers, D., 63

Vision of founders, 59

Volunteers: generational diversity in, 118; as part
of talent system, 246

Index

w

“We the Leaders”, 14

Welch, Jack, 172

Welcoming new executives, 139

“White Privilege” (Mclntosh), 85

W.K. Kellogg Foundation, 125, 132

Wolfred, T., 281, 293

Work groups, 249-250, 266

Workforce Diversity and Inclusion Compact
(Nonprofit Workforce Coalition), 111

Working Across Generations (Kim, Kunreuther, and

Rodriquez), 106, 114

Y

Younger leaders: attracting and developing,
110-111; factors deterrerito to age-diverse
leadership, 109-110; 1edcfining nonprofit
executives for, 120; salaries for, 120. See also
Generational divers'ty
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