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Abstract 

On average, nonprofit organizations have fewer resources to compete with the private 

sector for effective leaders who are a vital factor in organizational performance and 

success.  The purpose of this quantitative study was to examine the relationship between 

succession planning and Executive Director turnover at Boys & Girls Clubs of America 

(BGCA) Clubs.  The aim of the study was to identify practical solutions for reducing 

leadership turnover at BGCA Clubs.  Understanding how to better develop and retain 

leaders could help BGCA Clubs improve their performance and success.  Leaders from 

149 BGCA Clubs representing all five BGCA regions anonymously responded to an 

electronic survey, which focused on Club demographics, leadership turnover, and 

succession planning.  The studying findings support the hypothesis that the use of 

succession planning has an effect on Executive Director turnover.  Using analysis of 

variance (ANOVA) test with logarithmic transformation the study found a relationship 

between the use of succession planning and Executive Director turnover, as well as a 

strong relationship between Executive Director turnover and gaps in leadership.  

Furthermore, to address retaining and strengthening Club leadership, four practical 

solutions and areas of future research with qualitative methods were identified that the 

researcher suggest could serve as the foundation for strategic plans to enhance leadership 

development and reduce Executive Director turnover. 

Keywords: Boys & Girls Clubs of America, leadership, nonprofit, succession 

planning, turnover 
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Running head: SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF 
AMERICA 

CHAPTER ONE: INTRODUCTION 

Introduction and Background 

On a national scale, the BGCA (2018) annually serves nearly 4 million young 

people ages 6 to 18, through membership and community outreach, in over 4,300 Club 

locations throughout the country and through BGCA-affiliated Youth Centers on U.S. 

military installations worldwide.  “On a typical day, 433,000 children and teens attend a 

Boys & Girls Club” (BGCA, 2017a).  In 2009, the BGCA had the largest budget of any 

nonprofit organization in the United States of American (henceforth referred to as the 

United States).  Over 1,140 Clubs govern their own resource development, strategic 

planning, programming, and fundraising for more than 4,300 locations across the United 

States (BGCA, 2018; Cermak & McGurk, 2010).  “Overall, Clubs are estimated to 

generate $13.8 billion in benefits in comparison to the $1.4 billion in annual operating 

costs. . . . [T]he benefits to just the members themselves are expected to exceed $3.4 

billion over their lifetimes” (Eisenberg & Hutton, 2016).  Cermak & McGurk’s (2010) 

study found: 

The Clubs faced a common problem: a lack of capabilities in a core area—

leadership.  A wave of retirements among senior managers had magnified the 

problem, which was further accentuated by a growth strategy aimed at expanding 

the number of Club locations.  BGCA leaders had to overcome an additional 

obstacle: donors were far more interested in supporting programs that benefited 

children directly rather than overhead. (p. 1) 

Leaders are ultimately responsible for the success and future of the organization 

(Herman & Heimovics, 2010; Herman, Heimovics, & Coughlin, 1993).  Executive 
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Directors are the leaders for local Clubs of the Boys & Girls Clubs of America 

(henceforth referred to as BGCA).  Executive Directors are responsible for: 

 Safety of all Club members, staff, and volunteers

 Provision of programs and services that support the BGCA mission and core

values

 Adherence to appropriate laws and regulations

 Board members are engaged and informed

 Sustainability of the Club (BGCA, 2015)

Despite the importance of this leadership role at local Clubs within the national 

BGCA network, little is known about the consistency of succession planning processes 

across the local Clubs in the United States.  The researcher’s experience as a board 

member and inquiries did not confirm any official requirements that board of directors 

must use tools or resources, such as the BGCA Executive Search Tool Kit (henceforth 

referred to as the Search Kit), the BGCA Managing Executive Transition Guide 

(henceforth referred to as Transition Guide), professional headhunters, or any other tool 

or resource that may subsequently impact leadership turnover.  Research has shown that 

succession planning increases consistency in the selection process, ensures a minimum 

level of due diligence, and helps focus the specific leadership characteristics and skills 

needed at an organization (Annie E. Casey Foundation, 2004;	Carman, Leland, & Wilson, 

2010;	Chapman & Vogelsang, 2005;	Froelich, McKee, & Rathge, 2011;	Santora, 2010, 

2012;	Tierney, 2006).  Despite the well-documented research on succession planning, 

many organizations do not engage in it (Björnberg & Feser, 2015; Charan, 2005; Froelich 

et al., 2011).  This is not to say that succession planning can guarantee that each Club, or 
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any other organization, will achieve its definition of a successful hire (Rosenwald, 2011).  

However, at a minimum, succession planning tools and resources could create a baseline 

expectation for all Clubs to adhere to during the selection process and help leaders 

prepare successors for future challenges and responsibilities.  The experience and means 

of each board of directors may still influence additional components in the selection 

process.  Ultimately, it is the responsibility of the board of directors to identify an 

effective candidate and make the transition is as smooth as possible given the situation 

(Biggs, 2004).  This can be a challenge for Clubs as boards of directors in the nonprofit 

sector have shown a lack of formal or informal succession planning development 

(Björnberg & Feser, 2015). 

Executive Directors of 572 Clubs nationally were contacted to participate in a 

survey that gathered data on the use of succession planning and Executive Director 

turnover, and 149 clubs returned the survey.  There are over 1,140 Clubs, each led by an 

Executive Director responsible for the operation of the more than 4,300 facilities (BGCA, 

2016).  Small Clubs may have one facility and operate on less than $500,000 annually, 

while other Clubs may have many locations and larger budgets; for example, the BGCA 

of Lawrence, Kansas, where the researcher serves as a board member, operates at 16 

different facilities on a budget of over $2 million.  

Statement of the Problem  

Succession planning provides structure and direction that could reduce and avoid 

organizational chaos that can arise during transitions and periods without a permanent 

leader (Conger & Fulmer, 2003; Garman & Glawe, 2004; Shen & Cannella, 2003; Zhang 

& Rajagopalan, 2010).  The benefits of effective succession planning are well researched 
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and documented (Annie E. Casey Foundation, 2004;	Carman et al., 2010;	Chapman & 

Vogelsang, 2005;	Froelich et al., 2011;	Hall, 2006;	Santora, 2010, 2012;	Tierney, 2006).   

The national organization provides guidance, but whether this guidance is 

followed at the local level was unclear.  A lack of succession planning or reliance on 

inadequate succession planning could lead to operational problems and missed 

opportunities, and threaten long-term sustainability.  Allison (2002), Carman et al. (2010) 

and Tierney (2006) project a leadership gap, potentially in the millions for nonprofit 

organizations as Baby Boomers exit the labor force or transition to part-time 

employment.  This large shift in the labor force highlights the importance of succession 

planning for organizations, especially those that have limited resources to attract highly 

qualified external candidates.  This becomes increasingly challenging for organizations 

seeking an external candidate for “different leadership style, knowledge, skills, and 

perspective” (Karaevli, 2007).  In addition, Avanesh (2011) and Zajac (1990) found 

relationships between succession planning and organization performance in growth and 

profits. 

Purpose of the Study 

The purpose of this quantitative study was to investigate the relationship between 

the use of (or failure to use) succession planning and Executive Director turnover 

controlling for the years 2006 through 2016 at randomly selected BGCA Clubs across the 

United States of America.  The independent variable is defined as the use of (or failure to 

use) succession planning.  The dependent variable is defined as the rate at which Clubs 

change Executive Directors between the years 2006 and 2016.  The moderating variable 

is defined as the use of either documented or informal succession planning. 
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Research Question 

This study was guided by the following research question:  

Is the use of succession planning by BGCA Clubs related to turnover of Executive 

Directors? 

Hypothesis 

The following hypothesis was investigated for this study: 

BGCA Clubs that use succession plans will tend to experience a lower Executive 

Director turnover rate than BGCA Clubs that do not use succession plans. 

Aim of the Study 

The aim of this study was to reduce leadership turnover at BGCA Clubs by 

identifying variables that could impact leadership turnover.   

Methodology Overview 

The purpose of this quantitative study was to determine how succession planning 

impacted Executive Director turnover.  An electronic survey was distributed to a random 

sample population of 572, which represented approximately 50% of the total population.  

Completed surveys from 149 clubs were returned.  The survey included both open- and 

closed-ended questions that focused on succession planning and resources, 

demographics, and Executive Director turnover.  Only broad identifying information was 

used in the study to protect the anonymity of participants and Clubs, but also allowed for 

demographic grouping and descriptive statistics.  The chi-square test was applied the 

descriptive statistics to test relationships between the categorical variables in the sample 

population.  Due to the small size of the categories, Fisher’s Exact Test was applied to 

test the statistical significance of relationships.  This study was based on a quantitative 
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methodology to test the researcher’s hypothesis by examining the relationship between 

succession planning and Executive Director turnover.  This was done using a 

correlational design, a nonexperimental form of research (survey) using correlational 

statistics to describe and measure the relationship (Creswell, 2012).  Analysis of Variance 

(ANOVA) was used to test the hypothesis by comparing the dependent variable to the 

independent variable to determine whether a statistically significant relationship existed 

between them.  Additionally, logarithmic (log) transformation was applied to test the 

hypothesis because the ANOVA assumptions of normal distribution and 

homoscedasticity of variance were not met.  This transformed the data to meet the 

ANOVA assumptions.  The survey provided a quantitative description of trends and 

opinions from the sample population.  This single data collection allows for generalizing 

cross-sectional analysis for the sample population (Fowler, 2002).  Additionally, the 

study sought to determine trends based on Club demographics and the type of succession 

plan, documented or informal, being used by the Clubs engaged in succession planning. 

The researcher’s position as a board member of the Boys & Girls Clubs of 

Lawrence, Kansas, provided him a level of access and knowledge that was valuable in 

understanding the important variables to examine and structure of the BGCA.  

Definition of Relevant Terms 

The following terms were used operationally within this study:   

Baby Boomers: Individuals born in the United States between mid-1946 and mid-1964 

(United States Census, n.d.). 
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Board: Board of directors.  The group responsible for stewarding an organization toward 

sustainability through ethical, legal, financial, and other policies (Council of 

Nonprofits, n.d.). 

Boys & Girls Club of America (BGCA): A nonprofit organization that offers “a safe place 

to learn and grow—all while having fun” (Boys & Girls Clubs of America 

[BGCA], 2016).  This is accomplished through programs and services that 

promote and enhance the development of boys and girls by instilling a sense of 

competence, usefulness, belonging, and influence. (BGCA, 2016) 

Club, BGCA Club, or local Club: An independent BGCA organization governed locally 

within the United States authorized under the BGCA’s U.S.  Congressional 

Charter to offer youth programs. 

Club leader: the highest-paid staff position who is responsible for operations and strategy 

(Herman et al., 1993).  This position title may also be referred to as chief 

executive officer, president, executive officer, or executive director. 

Documented succession planning: The conscious effort to use any written tool or 

resource, such as the homegrown succession plan, Search Kit, or Transition 

Guide, to develop an employee so he or she may be better prepared to assume the 

responsibilities of	jobs considered to be at the core of the organization (Garman & 

Glawe, 2004). 

Electronic survey:  The use of email and web-based software to ask questions and gather 

responses.  
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Executive Director: the highest-paid staff position who is responsible for operations and 

strategy (Herman et al., 1993).  This position title may also be referred to as chief 

executive officer, club leader, president, or executive officer.  

Executive Director turnover: The rate at which Clubs change Executive Directors within 

a given period.  Executive Director turnover is the dependent variable. 

Executive Search Tool Kit: A collection of processes and tools designed by the BGCA to 

help boards of directors implement a strategic, well-thought-out process for 

transitioning and successfully orienting a talented Executive Director.  

Executive transition: Both voluntary and involuntary departure of the organization’s 

leader followed by the promotion of a successor or onboarding of an external 

replacement.  This transition period may also include interim leaders and gaps in 

leadership (Adams, 2017).  The event of leadership turnover can be viewed as a 

process that includes the “before,” “during,” and “after” stages, and is far more 

complex than a simple transition of authority from one individual to another 

(Gothard & Austin, 2013; Kesner & Sebora, 1994; Le Breton-Miller, Miller, & 

Steier, 2003; Lundberg, 1986; Rosenwald, 2011).   

Executive Transition Guide: A collection of processes and tools designed by the BGCA 

to help boards of directors strategically manage executive transition events. 

Informal succession planning: The conscious effort to develop an employee so he/she 

may be better prepared to assume the responsibilities of jobs considered to be at 

the core of the organization. 

Lawrence BGCA: The Boys & Girls Club of Lawrence, Kansas.  
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Succession planning: The process of identifying those jobs considered to be at the core of 

the organization—too critical to be left vacant or filled by any but the best 

qualified persons—and then creating a strategic plan to fill them with experienced 

and capable employees (United States Office of Personal Management, 2016).  

The intention is to protect the organization’s ability to perform essential 

operations and meet commitments during periods of executive transition.  The use 

of succession planning is the independent variable.  

Survey participant or respondent: The Executive Director for a single BGCA Club. 

Delimitations and Limitations 

Executive Directors for Clubs across the United States were solicited to 

participate in an electronic survey that included information for the years 2006 through 

2016.  Several survey questions required historical knowledge, which may not have been 

known by each participant.  A list of information needed to complete the survey was 

provided to participants before they were able to access the survey.  Additionally, the 

survey allowed the participants to save and continue, in case any issues arise that require 

information not available at the moment to accurately complete the survey.  This may 

have reduced the study delimitations, but it cannot eliminate them all.  There may have 

been participants who did not have the historical knowledge necessary to answer all the 

survey questions.  

The limitations of this study are the use of a research tool that has not been 

validated, the potential to identify false relationships, and the short timeline for 

participants to complete the survey.  The researcher was unable to find research on 

succession planning or Executive Director turnover at the BGCA or individual Clubs, so 
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the researcher created an original survey to gather data.  Using a regression analysis 

methodology without caution can lead to identifying false relations.  Therefore, due 

diligence and objectivity was vital to ensure validity.  Additionally, participants may not 

have known all the historical information dating back to 2006, or may not have had time 

to gather the information before the survey completion deadline.   

Leader’s Role and Responsibility in Relation to the Problem 

Froelich et al. (2011) notes, “The key role of executive leadership in nonprofit 

organizations has been recognized for many decades” (p. 4).  This study focused on 

leadership succession planning, which has been demonstrated by research to impact 

organizational success, but its use within BGCA Clubs was unknown prior to this study.  

The BGCA has provided free guidance and resources to Clubs to help them identify and 

develop leaders, so it was of interest to the researcher if and how Clubs engage in 

succession planning.  According to Bell, Moyers, and Wolfred’s (2006) national study on 

nonprofit leadership, funding for leadership development is viewed favorably by funders 

because it is seen as a worthwhile investment toward the long-term success of the 

organization.  Jones (2008) found that organizations face consequences in both the short 

and the long term when they do not continually develop leaders.  Allen, Smith, & Da 

Silva (2013) and Collins (2001) assert that without leadership, organizational 

sustainability is vulnerable in the long term.  Skilled executive direction can directly 

impact the success of nonprofit organizations (Peters & Wolfred, 2001).  Additionally, 

identifying leaders of nonprofit organizations has been presented as the factor most 

critical to an organization’s effectiveness (Hailey & James, 2004; Herman & Heimovics, 

1990).  Therefore, increasing Clubs’ engagement could impact their sustainability. 
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The BGCA was the only organization included in this quantitative study.  

However, the researcher studied leadership for nonprofit organizations as a population 

when identifying dilemmas and challenges that are commonly faced by leaders of such 

organizations.  Dilemmas and challenges faced by nonprofit organizations that are tasked 

with attracting, developing, and retaining leaders were also examined.  

Significance of the Study 

A change in leadership can equate to significant organizational change 

(Hutzschenreuter, Kleindienst, & Greger, 2012; Miller, 1993; Tushman, Virany, & 

Romanelli, 1985; Virany, Tushman, & Romanelli, 1992).  Therefore, leaders may help 

keep the BGCA thriving and achieving its mission by maximizing efficiencies, leading a 

culture of continuous quality and performance improvements, maintaining sustainability, 

and developing operational strategies.   

Summary 

This quantitative study was intended to aid the BGCA (2018), which serves over 

4 million young people at over 4,300 Club locations across the United States every year.  

Club leadership is a vital component of the BGCA, which includes over 1,140 self-

governing Clubs, each led by an Executive Director.  However, no research was found 

that explores succession planning or leadership turnover at the BGCA at the national, 

regional, or local level.  Therefore, leadership turnover and the role of leadership are at 

the core of this unique study.  An electronic survey was used for this study; 149 (26%) 

responses were collected that allowed the researcher to gather data primarily on 

succession planning and Executive Director turnover at Clubs.  The next chapter includes 

a literature review that provides in-depth look at the BGCA to illustrate the significant 
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impact this study could have on an international organization.  Additionally, succession 

planning, leadership, and turnover are examined to address the multifaceted variables 

associated with this study. 
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CHAPTER TWO: LITERATURE REVIEW 

     Introduction 

 The literature on leadership turnover and succession planning is extensive.  

However, literature that focuses on nonprofit leadership turnover and succession 

planning, which is the aim of this study, is scarce in comparison (Allison, 2002; Ritchie 

& Eastwood, 2006; Santora, Caro, & Sarros, 2007).  The researcher was able to find 

limited research on the BGCA organization, none of which addressed the areas of 

leadership turnover or succession planning.  Therefore, this study is intended to provide 

the first scholarly research focused on leadership turnover and succession planning at the 

BGCA with the intent to provide practical solutions that could support growth and 

sustainability.  Increased research on nonprofit organizations that are “a critical national 

value emphasizing individual initiative in the public interest, as well as serving important 

service delivery, advocacy, and community-building functions” (Salamon, 1999, p. 6) 

will support the growth and sustainability of nonprofit organizations.  The following 

literature review applies broad research and literature on leadership, succession planning, 

and turnover in the context of the BGCA. 

Nonprofit organizations are growing in number and size during a time in which 

Baby Boomers, the largest generation, are exiting the labor force (Kim & Bradach, 2012).  

Between 2003 and 2008 there was a 40% increase in nonprofit organizations reaching 

over $50 million in annual revenue (Kim & Bradach, 2012).  The total number of 

nonprofits registered with the Internal Revenue Service (IRS) increased 10.4% between 

2005 and 2015 to a total of 1.56 million (McKeever, 2019).  As reported by McKeever 

(2015) of the Urban Institute, in 2013, approximately 1.41 million nonprofits were 
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registered with the IRS in the United States; they contributed approximately $905.9 

billion to the economy, which represents 5.4% of the gross domestic product.  McKeever 

(2015) also found that in 2014, “total private giving from individuals, foundations, and 

businesses totaled $358.38 billion” (p. 1) and over 25% of adults volunteered with at least 

one nonprofit organization; the total volunteer hours and value are estimated at $8.7 

billion and $179.2 billion, respectively.  These figures are expected to continue to 

increase as the number and size of nonprofit organizations continue to grow.   

These nonprofit organizations’ missions, boards of directors, and leaders are 

responsible for the operations and strategy that guide the utilization of billions of dollars 

in resources on an annual basis.  Stakeholders expect leaders of nonprofit organizations to 

fulfill the organizations’ missions by using resources responsibly, and criticize inefficient 

and ineffective nonprofit organizations (Fredrickson,	Hambrick, & Baumrin, 1988; Geer, 

Maher, & Cole, 2008; Moxham, 2010; Stewart & Diebold, 2017).  Leaders of nonprofits 

are therefore of substantial importance (Quigley, Crossland, & Campbell, 2016; Quigley 

& Hambrick, 2014) to their respective stakeholders and communities, and as leaders of a 

sector to the United States economy.  Therefore, planning for leadership succession and 

turnover is vital (Cohn, Khurana, & Reeves, 2005; Conger & Fulmer, 2003).   

If the number of annual separations for nonprofit leaders matched the 3.6% 

national average as reported in November of 2017 by the Bureau of Labor Statistics 

(BLS), then 56,556 new leaders would be needed for the 1.571 million nonprofit 

organizations (National Center for Charitable Statistics, 2015).  These statistics illustrate 

the magnitude of nonprofit leadership.  Efforts that focus on succession planning for 
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leaders could impact a significant component of the United States labor market and 

society as a whole.   

Research on succession planning with internal managers or transition processes 

has been limited across the nonprofit sector, despite the recognition that nonprofit 

leadership is important, and leadership vacancies may expose organizations to a variety 

of risks during and after a leadership transition.  Several studies have been conducted to 

illustrate the lack of succession planning in the nonprofit sector.  The Society for Human 

Resource Management (SHRM) (Fegley, 2006) found that 42% of organizations did not 

have a succession plan.  Garman & Glawe (2004) estimated that between 35% and 60% 

of organizations did not have a succession plan.  Bernthal & Willens (2006) conducted a 

survey of 900 organizations that resulted in similar findings that 45% of organizations did 

not have a succession plan.  

The following literature review describes the BGCA organization and presents 

findings about the use of succession planning, including challenges with resources, 

benefits of succession planning, and executive succession.  Additionally, the literature 

review discusses the importance of leadership, specifically how it impacts organizational 

strategy and performance, as well as inevitable executive transitions that all sustainable 

organizations will face.  

Boys & Girls Clubs of America 

The mission of the BGCA is “to enable all young people, especially those who 

need us most, to reach their full potential as productive, caring, responsible citizens” 

(BGCA, 2017a).  Additionally, the BGCA Core Beliefs (BGCA, 2017a) are to provide:  

 A safe place to learn and grow
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 Ongoing relationships with caring, adult professionals

 Life-enhancing programs and character development experiences

 Hope and opportunity

For more than 150 years (BGCA, 2017a), the BGCA has provided programs and services 

to help put youth on a path to great futures.  This path includes better school attendance 

and grades, more physical activity, and reduced delinquent behaviors as compared with 

non-Club youth (Arbreton, Sheldon, & Herrera, 2005; BGCA, 2017a; Eisenberg & 

Hutton, 2016).  The BGCA (2017a) categorizes the programs and services into five 

categories (1) character and leadership; (2) education and career; (3) health and life skills; 

(4) the arts; and (5) sports, fitness, and recreation.  These programs and services align

with studies that have shown increased family engagement, academic performance, and 

improved relationships between families and schools (BGCA, 2018; Harris & Wimer, 

2004; Horowitz & Bronte-Tinkew, 2007; Intercultural Center for Research in Education, 

2005; Kakli, Kreider, Little, Buck, & Coffey, 2006; Robinson & Fenwick, 2007). 

Character and leadership programs help youth become responsible and caring 

citizens by encouraging skill development and participation in the democratic process, 

promoting contributions to their community and Clubs, and celebrating diversity and 

heritage (BGCA, 2017b).  Four primary BGCA (2017a) programs are aligned with 

character and leadership: 

1. Million Members, Million Hours of Service: This program encourages BGCA

members to participate in volunteer and service projects for at least one hour

each year.  The annual goal is to reach 1 million service hours.
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2. Torch Clubs: These small-group leadership and service Clubs focus on special

character development needs for members between the ages of 11 and 13.

Members elect officers and work together in the areas of Club and

community, education, health and fitness, and social recreation.

3. Keystone: This program is often referred to within the BGCA as the “ultimate

teen program.”  Keystone offers leadership development opportunities for

members between the ages of 14 and 18.  Activities inside and outside of the

Club focus on the areas of academic success, career preparation, and

community service.  The BGCA hosts the annual National Keystone

Conference for members from all around the world to socialize, develop

leadership skills, and explore relevant issues such as how to enhance programs

and services at Clubs and communities.

4. Youth of the Year (YOY): This program is the premier recognition program

within the BGCA.  YOY candidates must embody the BGCA values of

leadership and character, service, academic success, and healthy lifestyle.

Each year, one extraordinary BGCA member completes the journey required

to earn the title of National YOY.  The arduous journey begins at every Club

and then progresses to the state and regional levels until a select few earn a

spot on the national stage.  Substantial college scholarship prizes are awarded

along the journey to winners at the Club, state, region, and national levels.  In

2018 the scholarships reported were $5,000 for each State YOY, $10,000

renewable for four years up to $40,000 for each Regional YOY, and $25,000

renewable each year up to $100,000 for the National YOY.  Scholarships for



SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA 18

the 1,140 Club winners vary and were not found.  However, the researcher can 

report as a board member of the BGCA of Lawrence, Kansas, that our Club’s 

annual YOY scholarship prize has exceeded $10,000 with renewable amounts 

up to four years. 

The goal of the education and career programs are to ensure all BGCA members 

graduate high school and are prepared for postsecondary education and a career.  The 

“Every Member, Every Year” strategy includes 11 programs designed to support three 

critical approaches: (1) academic enrichment and school engagement, (2) targeted 

dropout prevention, and (3) intensive intervention and case management.   

Health and life skills initiatives develop each Club member’s capacity to engage 

in behaviors that positively affect their well-being.  There are six programs, but not all 

are designed for ages 6 to 18.  The cumulative efforts of the programs teach responsibility 

and educate members on issues such as peer pressure, drugs and alcohol, violence and 

abuse, internet usage, nutrition, physical activity, and other healthy habits. 

The six arts programs are educational opportunities for Club members to explore 

the disciplines of music, dance, theatre, and visual arts.  The activities promote 

teamwork, self-confidence, and creativity through experiential learning.  Additionally, 

many program participants are able to enter their work in competitions and festivals. 

The six sports, fitness, and recreation programs promote fitness, stress 

management, socialization, teamwork, interpersonal skills, and positive use of leisure 

time.  The programs range from individual sports to a comprehensive health and wellness 

program, developed in collaboration with the U.S. Department of Health and Human 

Services; all intend to promote physical education and well-being.  Major League 
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Baseball (MLB) designated the BGCA as an official charitable partner and endorsed 

three of the sports, fitness, and recreation programs designed to increase interest and 

participation in youth baseball and softball.  The Professional Golfers’ Association of 

America and the United States Golf Association have also endorsed one of the programs 

with a mission similar to the MLB.   

The BGCA programs and services illustrate how the BGCA mission statement is 

a true guiding light for the organization.  Additionally, the BGCA Core Beliefs are 

engrained in the programs and services offered at every level of the organization.  While 

the consistency is strong in programs and services, there appears to be inconsistency with 

leadership, succession planning, and the use of BGCA resources designed to aid in the 

search and selection process for Club leaders.  Despite being a part of a national 

organization, Clubs may struggle with finding a qualified leader, often referred to as an 

Executive Director.  This is a potential risk for Clubs because Executive Directors are the 

central figure and authority responsible for guiding their Club to deliver the BGCA 

mission and core beliefs.  An organization’s leader is at the center, and is responsible for 

operations, strategy, and success (Boeker & Goodstein, 1993; Fiegener, Brown, Prince, & 

File, 1996; Herman & Heimovics, 2010; Herman et al., 1993).  This center position and 

authority creates an opportunity for new leadership to explore a new or realigned strategy 

that improves growth and productivity (Baker, 2004; Giambatista, Rowe, & Riaz, 2005; 

Hambrick & Fukutomi, 1991; Hill, 2005; Oswald, Proto, & Sgroi, 2012; Sakano & 

Lewin, 1999; Shen & Cho, 2005). 
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Boys & Girls Clubs of America Executive Directors 

Each of the more than 1,140 Clubs has unique challenges and needs as they 

cumulatively serve nearly 4 million youth per year at 4,300 locations (BGCA, 2018).  

The Club leaders must address these challenges and needs effectively and efficiently in 

order to sustain Clubs and continue to serve youth.   

The importance of the Executive Director role at every Club is clear when 

considering an overview of general responsibilities listed in the job description (BGCA, 

2015). The Executive Director: 

 Guides, supports and serves the board of directors in establishing goals and

developing policies, procedures, budgets and programs that fulfill the mission

of the BGCA.

 Provides leadership to Club staff through the establishment of goals,

objectives, and procedures; develops administrative and operational standards

by which goals will be met.

 Ensures management and attainment of resources necessary to ensure the

financial operations of the agency are conducted in accordance with

applicable laws.  Also, in compliance with membership and other

requirements or standards of the BGCA, United Way, and other affiliated and

regulatory agencies.

 Oversees staffing activities of the organization, including recruiting, selecting,

training, supervising, and evaluating of both paid and volunteer staff.

 Monitors and approves the organization’s program services and ensures

achievement of its mission and goals.



SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA 21

 Promotes BGCA services to individuals, other service organizations, and the

local community.

 Directs and participates in public relations and fundraising activities.

 Provides professional leadership to the board of directors to ensure

development of an effective and motivated board, including identification,

recruitment, training and involvement of members in meeting the goals of the

organization.

Additionally, the job summary published in the Search Kit (BGCA, 2015) states 

that the Executive Director is “responsible for the overall planning and operation of the 

organization, in accordance with the mission and goals of the organization.  He or she 

provides leadership, direction and support to the Board of Directors in developing 

organizational goals, attaining/allocating resources, and establishing policies” (p. 6).  As 

the proceeding sections will explain, losing a leader can be problematic for an 

organization for a variety of reasons. 

Succession Planning 

The existing literature on succession planning is broad, encompassing the many 

sectors and industries that have been researched over time.  Succession planning for 

leadership includes more than filling a position vacancy.  It can be a complex process, 

spanning pre-succession activities and post-succession activities (Comini & Fischer, 

2009; Gothard & Austin, 2013; Handler & Kram, 1988; Lansberg, 1988; Rosenwald, 

2011).  Succession planning can promote growth and positive performance within an 

organization (Avanesh, 2011; Charan, 2005; Corso, 2003; Zajac, 1990).  This is more 

critical with organizational leaders.		Common themes include the lack of best practices 



SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA     22

despite acknowledged importance, challenges with resources, consequences associated 

with absent or weak succession planning, and the benefits of proper succession planning.  

These themes are all directly applicable to the BGCA at both the national and local level.	

Although the interest in succession planning at nonprofits has increased, the vast 

majority of literature focuses on the private sector, specifically Chief Executive Officers 

(CEOs) when organizational leadership is the topic (Allison, 2002; Bell et al., 2006; 

McKee & Froelich, 2016; Ritchie & Eastwood, 2006; Santora et al., 2007; Santora & 

Sarros, 2001).  The majority of literature the researcher was able to find that explored 

succession planning at nonprofit organizations focused on healthcare organizations.   

The quality of a succession plan is a key element.  Having a succession plan in 

place does not guarantee that the benefits identified by referenced studies in this literature 

review will be realized.  An inadequate succession plan may make achieving benefits less 

likely.  Studies have shown that leaders have concerns and lack confidence in their own 

organization’s succession plans.  The Corporate Leadership Council (2003) found that 

approximately 75% of executives rated their organization’s succession planning as less 

than moderately successful.  Bernthal & Wellins (2006) surveyed over 900 organizations, 

and found that 34% rated their organization’s succession planning as ineffective.  This 

research highlights the need for quality succession plans that meet organizational needs to 

address the constant force of turnover, especially at the executive level (Allison, 2002; 

Cavanaugh, 2017).  

A leadership gap in the nonprofit sector has been projected for decades due to the 

aging Baby Boomer generation, the largest generation in the labor force (Allison, 2002; 

Bell et al., 2006; Carman et al. 2010; Cornelius, Moyers, & Bell, 2011; Dohm, 2000; 
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“Lack of leadership,” 2016; Tierney, 2006).  Lacey, Toossi, Dubina, and Gensler (2017) 

note, “Changing demographics in the population will have far-reaching effects on the 

labor force, the economy, and employment over the 2016–26 decade” (para. 1).  

Approximately, 76 million Baby Boomers were born between 1946 and 1964, 

which means they will reach a retirement rate of approximately 10,000 per day (Dohm, 

2000; “Lack of leadership,” 2016).  Dohm (2000), Fullerton and Toossi (2001), and 

Toossi (2012) found that as the Baby Boomer generation continues to age, their 

participation in the labor force will naturally decline.  For example, between 1980 and 

2020, the 55-and-older age group has lower participation projections than the 25–54 age 

group.  The BLS (2017) projects a large number of Baby Boomers will leave the labor 

force between 2016 and 2026 while the number of jobs is projected to increase in almost 

all industries, which aligns with the trends previously explained.  The BGCA is in the 

community and social service occupational group, which is projected to add over 371,000 

jobs between 2016 and 2026 (Lacey et al., 2017).  While projections and actual figures 

are likely to vary, the natural trend of the figures do not appear to change. 

After 20 years of relative stability, a sharp increase in population of people 55 and 

older occurred in the year 2000, when Baby Boomers began aging out of the 36–54 

(prime-age) population.  The BLS (2017) projects the 55 and older population will 

continue to increase in size until the year 2020.  In 2021, the 55 and older population will 

account for approximately 37% of the civilian noninstitutional population.  This 

movement of the largest generation into an older age range where labor force 

participation is approximately half the rate of the prime-age population will likely lead to 
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a significant decline in the overall labor force participation rate between 2000 and 2020 

(Munnell, 2014). 

Researchers at RHR (2004) found that 25% of companies were highly confident 

there was sufficient talent within the organization to meet future leadership needs.  

Balaguer, Cheese, and Marchetti (2006) found that over 80% viewed their organization’s 

talent management strategies as less than highly effective.  These reports highlight the 

projected leadership gap.  A top priority and struggle for organizations is attracting and 

retaining the talented leaders needed to accomplish strategy goals and realize their 

missions (Laohanan, 2017).  Struggles may loom as nearly 80 million Baby Boomers 

turned 60 in 2007.  The Internal Revenue Service (2018) notes, “The normal retirement 

age (NRA) is the age at which retirement benefits (before rounding) are equal to the 

primary insurance amount.”  The NRA for people born between 1943 and 1959 is 66 

years old, and 67 years old for people born after 1959 (IRS, 2018).  Tierney (2006, p. 28) 

notes, “Between 1980 and 2000, the pool of men and women aged 34 to 54 years in the 

United States expanded by 35 million.  From 2000 to 2020, the number of people in this 

traditional senior-executive age bracket will grow by only 3 million.”  

The projected leadership gap and demand reinforces the need for effective 

succession planning that can help reduce the amount of time organizations operate 

without a leader.  The Bridgespan Group (Tierney, 2006) conducted an extensive study 

on leadership requirements of nonprofit organizations with revenues greater than 

$250,000; hospitals and institutions of higher education were excluded from the study.  

They found that: 
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 Over the next decade, these organizations will need to attract and develop

some 640,000 new senior managers—the equivalent of 2.4 times the number

currently employed.

 If the sector were to experience significant consolidation and lower-than-

forecast turnover rates, this number might fall as low as 330,000.  On the

other hand, given historic trends, the total need could well increase to more

than 1 million.

 By 2016, these organizations will need almost 80,000 new senior managers

per year.

An update has not been conducted on the study to compare the projected data with the 

actual data.  However, the Table 1 illustrates the growth over the last 10 years in social 

security benefits claimed by retired workers and disabled workers (Social Security 

Administration, 2019).  These statistics could reflect an increase in Baby Boomers 

leaving the labor force or at least their full-time positions, which could align with project 

leadership gaps.  The total number of individuals (retired and disabled) claiming social 

security benefits has increased 26.5% over the past 10 years, which equals an annual 

claim increase of 10,956,756.  Retired workers are defined by the Social Security 

Administration (2019) as “beneficiary who worked in covered employment long enough 

to be insured and who is at least 62 years old (benefits equal to the "primary insurance 

amount" are payable at the normal retirement age; maximum benefits are payable at age 

70)”.  Disabled workers are defined by the Social Security Administration (2019) as 

“beneficiary who worked in covered employment long enough to be insured and who had 

been working recently in covered employment prior to disability onset.” 
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Table 1 

Social Security Benefits 2009 – 2018 
Year Retired Workers Disabled Workers Total Workers 
2009 33,512,913 7,789,113 41,302,026 
2010 34,592,322 8,204,710 42,797,032 
2011 35,599,046 8,576,067 44,175,113 
2012 36,719,288 8,827,795 45,547,083 
2013 37,891,025 8,942,584 46,833,609 
2014 39,008,771 8,954,518 47,963,289 
2015 40,089,061 8,909,430 48,998,491 
2016 41,233,126 8,808,736 50,041,862 
2017 42,446,992 8,695,475 51,142,467 
2018 43,721,450 8,537,332 52,258,782 

Social Security Administration, 2019 

The primary obstacles associated with developing, implementing, and maintaining 

proper succession planning do not revolve around the value or return on investment 

(Carman et al., 2010; Froelich et al., 2011).  The obstacles most nonprofit organizations 

struggle to overcome are associated with impediments to support quality succession 

planning, such as expertise, money, time, and inadequate candidate pools (Carman et al., 

2010; Froelich et al., 2011; Kim & Stoner, 2008).  These valuable resources have 

opportunity costs associated with daily operations and limited funding that may have a 

direct impact on the organization, whereas the benefits of succession planning are in the 

uncertain future.  This may make it easier to put succession planning aside, but, just like 

insurance, when an exposure becomes a reality, the value of coverage can significantly 

impact the organization’s sustainability.  Additionally, research has shown the 

sustainability and performance of an organization is connected to high-performing 

leadership, which succession planning can support (Allen et al., 2013; Collins, 2001; 

Hills, 2008; Howe, 2009; Lynn, 2001; Shen & Cannella, 2003; Zhang & Rajagopalan, 
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2010).  This literature review supports the positive impacts when boards and leadership 

integrate succession planning into an organization’s routine operations. 

GuideStar (2016) and “Lack of leadership” (2016) report that the majority of 

nonprofit organizations do not have a succession plan.  Surveys from 2013 show that 

only 30% of participants confirmed they had a formal succession plan, and that number 

has increased by 11% over the last four years as more and more nonprofits are adopting 

formal plans (GuideStar, 2016).  There may be multiple factors at play, such as an aging 

Baby Boomer generation, increased educational programs, and ease of access to 

information in the digital age. 

Risk management is at the core of succession planning.  Given that the aging 

Baby Boomer generation represents the largest percentage of the labor force, leading to a 

projected leadership gap (Allison, 2002; Bell et al., 2006; Carman et al., 2010; Cornelius 

et al. 2011; Dohm, 2000; “Lack of leadership,” 2016; Tierney, 2006), the importance of 

succession planning could increase substantially.  Further identifying and examining both 

opportunities and challenges associated with succession planning will better prepare 

organizations for current and potential risks.  Therefore, the availability of free resources 

from the BGCA to Clubs could be a significant benefit.  The projected leadership gap in 

the labor force, direct and indirect cost of employee turnover, and limited resources are a 

common theme across nonprofit organizations.  

Succession Planning in the Boys & Girls Clubs of America 

The BGCA Board Transformation Services team states: 

One of the most important responsibilities of a Boys & Girls Club’s professional 

and Board leadership is that it continuously plans for its future professional 
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leadership needs.  However, Board and professionals sometimes neglect this 

responsibility by spending too little time or effort thinking about how to ensure 

the professional leadership in a way that matches the Club’s future needs and 

strategic direction.  Succession planning is a multi-step process that begins with 

understanding your Boys & Girls Club’s vision for the future and its leadership 

requirements. . . . 	By developing and implementing an organizational succession 

plan for professionals, the Boys & Girls Club will prepare itself for change and 

will implement an action plan that best fits the needs of the organization. . . .  

Clubs who spend time and have strategies for organizational succession planning 

for professionals are positively positioned for success and continuity. (BGCA, 

n.d.)

Staff turnover is naturally a challenge, given all the factors involved with working 

in social services, such as pay lower than the private sector, limited resources and 

support, and the need to deal with at-risk populations; staff turnover could lead to 

neglecting development and succession (Froelich et al., 2011; Keating & Frumkin, 2018; 

Kim & Stoner, 2008; Randall & Mass, 2004; Stewart & Diebold, 2017).  Challenges were 

researched by Arbreton et al. (2005) who found, “This was a particularly troublesome 

area for many of the programs, as high levels of staff turnover often diminished a Club’s 

capacity to provide quality programming and forge lasting relationships” (p. 3).  The 20-

year study went on to report that staff retention, recruiting staff with special skills, and 

promoting staff from within are critical (Arbreton et al., 2005).   

In 2015 the Organizational and Executive Development Services Department 

(OESD), formerly the Field Services Department, of the BGCA developed the Search 
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Kit.  The primary role of the OESD is to help Clubs become stronger by providing high-

quality services and resources that focus on strategic planning, leadership development, 

resource development, governance, financial management, human resources, and other 

administrative functions (BGCA, 2016).  The OESD states, “Recognizing that the single 

most important factor in determining an organization’s success is the quality of 

leadership at the local level, executive development is also a core function of the service” 

(BGCA, 2016, p. 3).  Therefore, the OESD prescribes processes and tools such as the 

Search Kit that are intended to provide a strong framework that will produce consistency 

and quality among Club executive directors without prohibiting autonomy.  The Search 

Kit can be broken down into eight primary components.  They are as follows: 

1. Timetable and selection schedule

2. Leadership models with preferred traits and skills

3. Vacancy notice samples

4. Résumé screening criteria

5. Behavioral and experiential interview questions

6. Competency/skill rating grid

7. Offer letter

8. Transition protocol

The primary components of the Search Kit provide a support for Clubs that do not have a 

succession plan.   

Studies show the majority of nonprofit organizations in the United States do not 

plan for executive succession (Looking Glass Institute, 2009; Santora, 2012).  Froelich et 

al. (2011) found a disconnect when looking at planning and preparation for executive 
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succession and, although replacing leaders is known to be difficult, few resources are 

applied to succession planning.  This disconnect highlights the need for further research 

and strategy development to support nonprofit organizations that are unlikely to reap the 

benefits of succession planning.  Santora (2010) identifies and outlines four steps to help 

nonprofit organizations prepare for turnover by succession planning.  The steps are: 

1. Assess—This is the foundation step.  Determine three or four key skills that

are vital to executing the organizations strategic plan and upholding the

mission.

2. Identify—Evaluate potential future leaders.  Begin with multiple candidates to

ensure the right individuals are groomed.

3. Develop—Expose candidates to opportunities that will allow them to

showcase how their abilities, skills, and knowledge align with the leadership

role.

4. Execute—When steps 1–3 are performed well, less time is necessary to

introduce a successor.  Additionally, the less time the leadership position is

vacant, the more seamless that transition is likely to be.

These four steps provide a broad overview and insight into the processes, resources, and 

tools needed for quality succession planning that have a positive effect on organizational 

performance and strategy.  The logic behind the four steps also aligns with themes found 

throughout the literature review for both private and nonprofit organizations.  However, 

the challenges associated with inadequate or limited resources are rarely addressed in any 

depth when approaches to developing, implementing, and maintaining succession 

planning are discussed.  This is an area of serious concern because poorly managed 



SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA     31

succession events can have a negative influence on the organization and potentially 

sustainability (Beatty & Zajac, 1987; Worrell & Davidson, 1987). 

Leadership within the Boys & Girls Clubs of America 

Leadership is foregrounded in this study, which explores the use of succession 

planning and a subsequent relationship with Executive Director turnover at BGCA Clubs.  

There are challenges associated with determining required skills and recommended traits 

for leaders of over 1,140 self-governing Clubs spread across the United States.  Each 

Club has different resources, while also serving different demographics with unique 

challenges and needs.  It is vital that each Club attract and retain high-quality leaders 

because research has shown inadequate staffing, poor funding, and disgruntled staff can 

negatively influence the Club’s ability to attract members (Balfour & Neff, 1993; 

Intercultural Center for Research Education, 2005; Mor Barak, Nissly, & Levin, 2001; 

Robinson & Fenwick, 2007).  Bordum (2010) noted that the alignment of strategy, 

structure, and management systems is essential for organizations in both coordinating 

activities and motivating employees.   

The following sections illustrate common leadership skills and characteristics 

identified by the BGCA in the CEO Model section of the Search Kit that could help 

Clubs focus on common skills and traits for leadership candidates and succession 

planning.  The common skills and traits highlighted in the Search Kit can be linked to 

two recognized leadership styles: (1) servant leadership and (2) transformational 

leadership.  The most common themes across the skills highlighted in the Search Kit and 

the two leadership theories involve effective communication, problem solving, managing 

resources, and relationships. 
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Boys & Girls Clubs of America Search Kit 

The purpose of the Search Kit is to identify individuals who possess specific skills 

and traits identified by the BGCA.  Leadership skills including a strong ability to problem 

solve, make decisions, delegate, and manage resources are highlighted as of high value in 

the Search Kit.  Additionally, effective communication skills that allow an individual to 

persuade others and build relationships with stakeholders and community groups are also 

of high value (Arbreton et al., 2005; Dimaggio & Powell, 1985; Johnson, Daily, & 

Ellstrand, 1996).  Other important skills such as the ability to organize, direct, plan, and 

coordinate operations at multiunit organizations could be more valuable to Clubs with 

multiple facilities.   

Leadership Styles and Theories 

A particular leadership style is not specifically identified as required or 

recommended in the Search Kit.  However, there are clear links to both servant and 

transformational leadership theories throughout the Search Kit.  The links between the 

two leadership styles are highlighted in five categories listed in the CEO leadership 

model component of the Search Kit, which is designed to emphasize desirable leadership 

characteristics and skills.  The five categories are (1) future focus, (2) relationship 

development, (3) business results, (4) organization capability and impact, and (5) 

personnel effectiveness (see Appendix 2).  

The 10 characteristics of servant leadership identified by Spears (2010), rooted in 

Robert Greenleaf’s (Greenleaf, 1970; Greenleaf & Spears, 2002) work that coined the 

term servant leadership, are: 



SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA 33

1. Listening—Servant leaders communicate by listening first.  Through listening,

servant leaders acknowledge the viewpoint of followers and validate these

perspectives.

2. Empathy—Empathetic servant leaders demonstrate that they truly understand

what followers are thinking and feeling.  When a servant leader shows

empathy, it is confirming and validating for the follower.  It makes the

follower feel unique.

3. Healing—Servant leaders care about the personal well-being of their

followers.  They support followers by helping them overcome personal

problems.

4. Awareness—With awareness, servant leaders are able to step aside and view

themselves and their own perspectives in the greater context of the situation.

5. Persuasion—Persuasion is clear and persistent communication that convinces

others to change.

6. Conceptualization—Conceptualization also equips servant leaders to respond

to complex organizational problems in creative ways, enabling them to deal

with the intricacies of the organization in relationship to its long-term goals.

7. Foresight—Foresight has an ethical dimension; Greenleaf believes leaders

should be held accountable for any failures to anticipate what reasonably

could be foreseen and to act on that understanding.

8. Stewardship—Stewardship is about taking responsibility for the leadership

role entrusted to the leader.  Servant leaders accept the responsibility to
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carefully manage the people and organization they have been given to lead.  In 

addition, they hold the organization in trust for the greater good of society.   

9. Commitment to the growth of people—Servant leaders are committed to

helping each person in the organization grow personally and professionally.

10. Building community—Servant leaders build community to provide a place

where people can feel safe and connected with others, but are still allowed to

express their own individuality.

Additionally, there strong connections to the four factors of transformational leadership 

identified by Avolio (1999), Bass & Avolio (1993), Judge and Piccolo, (2004) and 

Kuhnert (1994): 

1. Idealized influence—Idealized influence describes leaders who act as strong

role models for followers; followers identify with these leaders and want very

much to emulate them.  These leaders usually have high standards of moral

and ethical conduct and can be counted on to do the right thing.  They are

deeply respected by followers, who usually place a great deal of trust in them.

They provide followers with a vision and a sense of mission.

2. Inspirational motivation—This factor is descriptive of leaders who

communicate high expectations to followers, inspiring them through

motivation to become committed to and a part of the shared vision in the

organization.

3. Intellectual stimulation—This factor includes leadership that stimulates

followers to be creative and innovative and to challenge their own beliefs and

values as well as those of the leader and the organization.
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4. Individualized consideration—This factor is representative of leaders who

provide a supportive climate in which they listen carefully to the individual

needs of followers.  Leaders act as coaches and advisers while trying to help

followers become fully actualized.  These leaders may delegate to help

followers grow through challenges.

The following explanations and tables illustrate the connections between the five 

leadership characteristic categories in the CEO leadership model, and both servant and 

transformational leadership theories. 

“Future focus” is defined by the BGCA (2015) as “thinking beyond the walls and 

partnering beyond the walls,” and includes three subcategories—strategic thinking, 

partnering astuteness, and diverse perspective—that highlight leadership characteristics 

and skills.  Table 2 illustrates five of the 10 characteristics of servant leadership and two 

of the four factors of transformational leadership that are connected to the BGCA future 

focus leadership characteristic. 

Table 2 

Future Focus 
Servant 

 Conceptualization
 Foresight
 Stewardship
 Commitment to the growth of

people
 Building community

Transformational 
 Intellectual stimulation
 Individualized consideration

“Relationship development” is defined by the BGCA (2015) as “cultivating 

connections and building public trust,” and includes three subcategories—board 

development, community engagement, and image building—that highlight leadership 
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characteristics and skills.  Table 3 illustrates five of the 10 the characteristics of servant 

leadership and one of the four factors of transformational leadership that are connected to 

the BGCA relationship development leadership characteristic. 

Table 3 

Relationship Development 
Servant 

 Empathy
 Persuasion
 Foresight
 Stewardship
 Building community

Transformational 
 Inspirational motivation

“Business results” is defined by the BGCA (2015) as “raising and managing the 

money,” and includes three subcategories—investor focus, funding savvy, and execution 

and accountability—that highlight leadership characteristics and skills.  Table 4 

illustrates four of the five the characteristics of servant leadership and two of the four 

factors of transformational leadership that are connected to the BGCA business results 

leadership characteristic. 

Table 4 

Business Results 
Servant 

 Persuasion
 Conceptualization
 Foresight
 Stewardship

Transformational 
 Inspirational motivation
 Intellectual stimulation

“Organization capability and impact” is defined by the BGCA (2015) as “setting 

direction and finding [and] developing talent,” and includes three subcategories—

compelling vision, strong leadership teams, and staffing for high performance—that 

highlight leadership characteristics and skills.  Table 5 illustrates five of the 10 
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characteristics of servant leadership and three of the three factors of transformational 

leadership that are connected to the BGCA organization capability and influence the 

leadership characteristic. 

Table 5 

Organization Capability and Impact
Servant 

 Listening
 Awareness
 Persuasion
 Stewardship
 Commitment to the growth of

people

Transformational 
 Idealized influence
 Inspirational motivation
 Individualized consideration

“Personnel effectiveness” is defined by the BGCA (2015) as “demonstrating 

critical traits,” and includes three subcategories—passionate communication, tenacity and 

persistence, and character—that highlight leadership characteristics and skills.  Table 6 

illustrates four of the 10 the characteristics of servant leadership and two of the four 

factors of transformational leadership that are connected to the BGCA personnel 

effectiveness leadership characteristic. 

Table 6 

Personnel Effectiveness 
Servant 

 Persuasion
 Awareness
 Stewardship
 Building community

Transformational 
 Idealized influence
 Inspirational motivation

The links to servant and transformational leadership theories are also woven into 

interview questions on leadership, team building, and collaboration that allow candidates 

to articulate leadership traits and skills they have drawn upon in their professional lives.  
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Leadership questions focus on working with board members to strengthen relationships 

and advance the organization’s draw upon the idealized influence and inspirational 

motivation factors of transformational leadership, while also drawing on empathy, 

persuasion, foresight, stewardship, and community building characteristics of servant 

leadership.  Team-building and collaboration questions focus on staffing, problem 

solving, and training while drawing on the idealized influence, inspirational motivation, 

and individualized consideration factors of transformational leadership.  Similarly, the 

questions draw on listening, empathy, persuasion, conceptualization, foresight, 

stewardship, and commitment to the growth of people, which are characteristics of 

servant leadership.   

The aforementioned leadership styles share similarities with upper echelon theory 

(UET) developed by Hambrick and Mason (1984).  UET is built on leaders’ 

characteristics and experience influencing strategic decisions (Finkelstein & Hambrick, 

1990; Hambrick & Mason, 1984; Wang, Holmes, Oh, & Zhu, 2016).  Several studies in 

support of UET report that leaders’ actions, operating process, expectations, and 

decision-making directly influence the organization’s culture, operations, and strategy 

(Clayton, Hartzell, & Rosenberg, 2005; Hambrick & Mason, 1984; Kaplan, 2005; Pfeffer 

& Davis-Blake, 1986; Wang et al., 2016; Zhang, Mendez-Mediavilla, & Hong, 2016).  

Some research has gone as far to report that organizations’ strategic actions are 

reflections of their leaders’ personalities, which also influence organizational 

performance (Carpenter, Geletkanycz, & Sanders, 2004; Gupta & Govindarajan, 1984; 

Hermann & Datta, 2002; Miller, Kets De Vries, & Toulouse, 1982; Pfeffer & Davis-

Blake, 1986; Smith, Carson, & Alexander, 1984). 
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Leadership Skills 

The literature reviewed on leadership and succession planning identified the 

importance of skillful leaders and leadership development programs, as well as the 

numerous challenges nonprofits face when the time comes for leadership succession.  

Additionally, it is suggested that understanding and preparing for these challenges will 

increase the likelihood of long-term success.  Studies identified leadership as the first and 

most important element in helping organizations achieve higher profitability, 

productivity, and customer satisfaction, and reduce turnover (Allen et al., 2013; 

Balsmeier, Buchwald, & Zimmerman, 2011; Bloom, Dorgan, Dowdy, Van Reeen, & 

Rippin, 2005; DiMaggio & Powell, 1985; Garman & Glawe, 2004; Huselid & Becker, 

1997; Zenger & Folkman, 2002).  Freeborough and Patterson (2015) report, “Nonprofit 

organizations that hire and develop effective leaders responsible for guiding the efforts of 

employees and volunteers are more likely to sustain long-term effectiveness and endure 

economic downturns” (p. 50).  This statement is also supported by research presented 

earlier in this paper.   

Leadership is an invaluable skill that equates to a social influence process, which 

has been extensively researched.  Kim and Thompson (2012) note that “effective 

leadership has been described as a means to achieve competitive advantage” (p. 113).  

Influential leaders can use their skills to impact both economic and political systems by 

motivating individuals to work diligently and collectively toward achieving 

organizational goals.  Additionally, great leaders outperform average leaders and have 

significant influence over organizational ethics and culture, which impacts employee 

engagement, client relationships, turnover, working relationships, morale, and turnover 
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(Giles, 2016; Looking Glass Institute, 2009).  Great leaders create a vision for their 

organizations, articulate it to their followers, create buy-in, craft a path to achievement, 

and guide their organizations in new directions (Christensen, 1997; Lucier, Wheeler, & 

Habbel, 2007; Parris & Peachey, 2013).  Developing, identifying, and attracting great 

leaders can prove to be challenging, especially for nonprofit organizations that may not 

be able to offer compensation, organizational resources, and other incentives equivalent 

to that available in the private sector (Bebchuk & Fried, 2002; Bebchuk & Grinstein, 

2005; Keating & Frumkin, 2018).  The Corporate Leadership Council (2005) reported 

that over 80% of employees have less than a 50% chance of advancing to the next level.  

Additionally, Hogan and Kaiser (2005) report discouraging rates of perceived managerial 

incompetence.  While these reports do not apply solely to executive leadership, they do 

highlight challenges with developing middle management into executive level successors. 

Leadership Development 

The strategic need for leadership development has been crucial for decades as 

retained employees develop into effective leaders who provide competitive advantages 

(Christensen, 1997; Fernandez, Noble, Jensen, & Steffen, 2014; Freeborough & 

Patterson, 2015; Froelich et al., 2011).  The Bridgespan Group (2011) surveyed leaders 

from over 150 nonprofit organizations on weaknesses facing their sector; leadership 

development and succession planning were identified as the greatest weakness, and were 

identified more than twice as often than the next greatest challenge identified. 

Redman (2006) notes, “The role of organizations in planning for leadership needs 

has been identified as critical to both organizations and their members” (292).  

Leadership development programs are a means to hedge the risk of depending on the 
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open market to attract external leaders.  The value for nonprofit organizations to grow 

employees into future leaders is clear considering that nonprofits fill approximately 33% 

of vacant positions with internal candidates as compared to approximately 60% in the 

private sector (Deaton, Wilkes, & Douglas, 2013).  Charan (2005) reported similar 

findings, indicating that 30% to 40% of nonprofit organizations promote internal 

candidates to senior leader positions, which is 30% to 35% lower than the private sector.  

Interestingly, the likelihood of an internal candidate replacing a departing nonprofit 

leader increases when the departing leader does so voluntarily (Brickley, 2003).  

Furthermore, institutional knowledge and flatter learning curves can reduce 

organizational disruptions (Boecker & Goodstein, 1993; Datta & Guthrie, 1994; Zhang & 

Rajagopalan, 2004). 

Leadership development programs require resources, time, and know-how that 

may be scarce at nonprofit organizations (Hailey & James, 2004; Laohanan, 2017; 

Looking Glass Institute, 2009).  This challenge could be magnified depending on how the 

program is prioritization and the size of the organization.  Leadership development 

program activities are more likely at larger organizations than smaller organizations, but 

smaller organizations are not incapable of implementing creative methods and techniques 

to accomplish effective leadership development activities and programs (Hailey & James, 

2004; Kim & Thompson, 2012; Looking Glass Institute, 2009).  A report by the Looking 

Glass Institute (2009) reports, “Most nonprofits have not budgeted adequately or 

intentionally for professional development of their staff or laid out individual potential 

career paths” (p. 6).   
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Unlike larger organizations with deep management benches, this can be 

problematic for small nonprofits such as BGCA Clubs because they are less likely to 

have management levels with the capacity to allow the absorption of duties and 

responsibilities during a leadership gap, or to allow potential successors to take time 

away from regular duties to engage in leadership development activities (Fiegener et al., 

1996; Fletcher, 1992; Froelich et al., 2011; Herman & Heimovics, 2010; Renz, 2010; 

Sherlock & Nathan, 2007; Stewart & Diebold, 2017).  The lack of attention has led to the 

growth of higher education programs in nonprofit management.  Tierney (2006) reports 

that in 2005 there were 17 graduate programs in nonprofit management, and this number 

has grown to over 90.  This is another sign that recognition of the demand for effective 

nonprofit leaders is accelerating. 

This section of the literature review explains how effective leadership is a 

growing need in the nonprofit sector, and how the use of a quality succession planning 

and a development program can address this issue.  Competition for effective leaders 

demands more resources from organizations looking to avoid leadership gaps, increase 

smooth successions, and retain effective leaders. 

Turnover 

Leadership turnover is a disruptive event that has long been an important research 

topic, and is a major component of this study.  Leadership turnover can be viewed as a 

process that includes before, during, and after stages and is far more complex than a 

simple transition of authority from one individual to another (BGCA Executive 

Transition Guide, n.d.; Gothard & Austin, 2013; Kesner & Sebora, 1994; Le Breton-

Miller et al., 2003; Lundberg, 1986; Rosenwald, 2011).  There may not be a more critical 
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reoccurring event for organizations than leadership turnover as shown by organizations 

continuing to struggle when facing challenges associated with leadership turnover 

(Boeker & Goodstein, 1993; Boyne, James, John, & Petrovsky, 2011; Favaro, Karlsson, 

& Neilson, 2014; Fiegener et al., 1996; Finkelstein, Hambrick, & Cannella, 2009; 

Hannan & Freeman, 1984; Huson, Malatesta, & Parrino, 2004; Kesner & Sebora, 1994; 

Khurana, 2001, 2002; Rosenwald, 2011).   

Charan (2005) reported that two out of every five new CEOs fail within 18 

months, and Gilmore and Ronchi (1995) found it was not uncommon for new Executive 

Directors to depart within 12 months.  Additionally, Kaplan and Minton (2012) found 

that CEO turnover increased by 16.8% from 2000 to 2007, which reduced the average 

CEO tenure from seven years to six years.  Another study on rapid leadership turnover 

indicates that only 16.35% of CEOs who were in place in 2000 remained CEO in 2007 

(Kaplan & Minton, 2012).  This issue has further compounded since 2007; Challenger, 

Gray, and Christmas (2019) reported that 2018 CEO turnover was 25.2% higher than it 

was in 2017, and is 33 departures short of the highest turnover total since they began 

reporting on CEO turnover in 2002.  The study also shows that the government/nonprofit 

industry leads all industries with 276 departures in 2018, which is a 44.5% increase in 

CEO turnover rate from 2017 (Challenger et al., 2019).  These alarming statistics are 

directly associated with operational disruption and turnover costs. 

Indirect costs of turnover may include decreased effectiveness, disrupted 

operations, and lost relationships (Adams, 2017; Ballinger & Marcel, 2010; Boeker, 

1992; Cavanaugh, 2017; Favaro et al., 2015; Finkelstein & Hambrick, 1990; Greiner, 

Cummings, & Bhambri, 2003; Grusky, 1963; Mor Barak et al., 2001; Peterson, 
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Walumbwa, Byron, & Myrowitz, 2007; Ryu & Lee, 2013; Walsh & Seward, 1990), in 

addition to the impact on culture and job satisfaction.  Direct costs of turnover may 

include recruitment, productivity, increased consultant and lawyer expenses, and 

emergency board meetings (Adams, 2017; Bolton & Roy, 2004; Favaro et al. 2015; 

Fegley, 2006; Peterson et al., 2007; Redman, 2003; Ryu & Lee, 2013).  These costs may 

increase when an organization does not have a suitable interim replacement who can 

maintain core operational functions while a permanent replacement is brought on board 

(Parrino, 1997).  This risk is amplified in the nonprofit sector as most organizations lack 

qualified internal managers who are ready to serve as the interim leader (Adams, 2017).  

Rosenwald (2011, p.22-23) identifies key responsibilities for external interim directors to 

help boards for at least three months while a successor is sought: 

 “Keep the day-to-day operations of the organization moving forward.”

 “Provide leadership for staff.  Keep morale high.”

 “Assess financial stability, financial controls, and financial practices.”

 “Evaluate the organizational structure and all internal management practices.”

 “Analyze program strengths and weaknesses.”

 “Provide consulting guidance to the board.”

 “Stabilize operations and the organization’s reputation to help attract good

candidates for the new executive director position.”

Table 7 illustrates GuideStar’s (2016) annual survey of challenges faced by nonprofits.  

This challenge is compounded when the qualified staff positions are at the executive 

level.  Nonprofit organizations commonly attract one to three qualified candidates for 
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executive job postings; this is less than half of what private sector companies typically 

attract for comparable positions (Tierney, 2006). 

Table 7 

Top Three Challenges with Hiring Qualified Staff 
2012 2013 2014 2015 2016 

1 

2 

3 

Hiring qualified 
staff within 
limited budget 
constraints 

Maintaining 
salary budget 
against market 
pressures 

Finding time to 
recruit and 
interview in 
conjunction with 
other duties 

Hiring qualified 
staff within 
limited budget 
constraints 

Finding time to 
recruit and 
interview in 
conjunction with 
other duties 

Maintaining 
salary budget 
against market 
pressures 

Hiring qualified 
staff within 
limited budget 
constraints 

Finding qualified 
staff 

Finding time to 
recruit and 
interview in 
conjunction with 
other duties 

Hiring qualified 
staff within 
limited budget 
constraints 

Finding qualified 
staff 

Maintaining 
salary budget 
against market 
pressures 

Hiring qualified 
staff within 
limited budget 
constraints 

Finding qualified 
staff 

Maintaining 
salary budget 
against market 
pressures 

Table 7: Top Staffing Challenges Faced by Nonprofit Organizations, 2012–2016.  

Randall and Mass’s (2004) survey outlines decreased effectiveness and lost 

relationships in five possible negative impacts during a time of leadership turnover.  The 

participants were allowed one choice and the results showed a fairly even distribution of 

the five choices having the most negative impact on the organization: 

1. Decline in productivity—18.3%

2. Decrease in funding—19.4%

3. Decline in staff morale—20.4%

4. Lost board members—17.2%

5. Lost staff—18.9%
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Additionally, Randall and Mass’s (2004) survey addressed obstacles that may be 

considered very or extremely significant to attracting and retaining executive leadership 

at nonprofit organizations: 

 Difficulty raising operating support—76.6%

 Compensation—68.5%

 Relationship with the board of directors—63.6%

 Type and level of benefits—62.9%

 Support staff—51.6%

 Length of workday—41.9%

 Conflicting personal politics in the board—41.8%

 Lack of a peer network—32.8%

 Organizational awareness and appreciation of diversity—30.5%

A leader may depart for any number of reasons (Cotton & Tuttle, 1986; 

GuideStar, 2016; He & Sommer, 2011; Mobley, Griffeth, Hand, & Meglino, 1979; 

Parrino, 1997; Randall, 2004).  However, variances in total turnover, voluntary turnover, 

and involuntary turnover in the nonprofit sector have remained relatively consistent over 

the past four years (GuideStar, 2016).  Leadership turnover is bound to occur for 

sustained organizations, but succession planning for the turnover is not common 

(Bernthal & Willens, 2006; Fegley, 2006; Garman & Glawe, 2004; Valentine, 2012).  

GuideStar (2016) researched the differences in both involuntary and voluntary turnover 

rates from 2012 to 2015; they found the difference in voluntary turnover ranged from a 

1% decrease to a 4% increase.  The difference in voluntary turnover either decreased 1% 

or held steady with no change. 



SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA 47

Nonprofit organizations are at least as likely to experience leadership problems 

that lead to turnover as private-sector companies (Stewart, 2016; Tropman & Shaefer, 

2004).  Negative aspects of nonprofit leadership roles include but are not limited to (Kim 

& Stoner, 2008; Randall, 2004; Stewart & Diebold, 2017): 

 The need for continual, extensive fundraising

 Capacity to attract and retain qualified staff

 Difficulty in changing the organization because of established budgetary and

structural environments

 Unsatisfactory compensation or benefits packages

 Too many job responsibilities

 Spending more time than anticipated on clerical duties rather than on the

program objectives of the organization

 Political issues within the organization

 Various conflicts and uncertainty with the board of directors

 High stress and long hours

 Dealing with government funders or program requirements

 Managing personnel problems

 Lack of colleague network

Executive turnover is a constant, with associated costs and challenges and 

disruptions that require strategic management (Adams, 2017; Boland et al., 2005; 

Cavanaugh, 2017; Cotton & Tuttle, 1986; Hannan & Freeman, 1984; Teegarden, 2004; 

Walsh & Seward, 1990).  The impact of leadership turnover may be more severe at 

nonprofit organizations that generally have lean management and operational staff 
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responsible for a wide array of activities and duties (Fletcher, 1992; Sherlock & Nathan, 

2007; Renz, 2010).  However, if managed well, executive turnover also offers 

organizational benefits that can be leveraged into a transition that yields both 

performance and process improvements that ultimately strengthen the organization 

internally and externally (Adams, 2017; Boland, Jensen, & Meyers, 2005; Bond & 

Naughton, 2011; Chapman & Vogelsang, 2005; Denis & Denis, 1995; Teegarden, 2004).  

Provided with appropriate resource support, a new leader can take advantage of internal 

opportunities such as reengaging the board of directors, expanding diversity, revising 

fiduciary responsibilities, and evaluating policies and procedures, while also pursuing 

external opportunities such as creating new strategic partnerships with the community 

and other organizations (Chapman & Vogelsang, 2005; Denis & Denis, 1995; Teegarden, 

2004).  This transition period is a strategic opportunity, but the new leader and 

organization should be prepared to deal with stakeholder concerns about the transition, 

which likely are connected with the incumbent’s departure, search process, events of the 

interregnum, and the new executive’s entry (Farquhar, 1991).  Stakeholder concerns can 

be associated with the correlation between the complexity of the leader’s departure and 

the capacity of a succession plan (Farquhar, 1996).   

 Routine departures are characterized by high preparedness and order, since the

succession system governs the transition.  Complexity is low, with the focus

largely on the transfer of title between executives.

 Traumatic exits involve shock and loss, and often occur suddenly.  They

include those caused by merger, acquisition, and restructuring.  Such
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departures require sustaining operations while responding to the impact on 

morale and productivity. 

 Some exits relate to performance problems involving the CEO’s or the

organization’s performance.  These exits presume that the CEO is responsible

for the organization’s performance.  Performance-based dismissals may

present more complex circumstances than traumatic exits.  There is a

mismatch between the CEO and agency, and a resultant chance that

stakeholders hold unrealistic expectations of the successor.  In most such

dismissals, the exit may have been preceded by damaging press speculation,

stimulating attributions as observers and stakeholders seek to place blame.

 Conflict-based departures often signal unresolved issues around mission,

style, and priorities.  These exits raise the need to repair schisms, refocus the

organization, and handle chronic dissenters.  Controversies behind conflict-

based exits may bias the search for and selection of a successor.

 Exits resulting from scandals or wrongdoing involve high levels of

complexity; arrests or suspicions, revelations of problems, malfeasance, or

ethical lapses may exist.  The common element is taint: of individuals, the

organization, or the system.  Key here is the locus of wrongdoing: the

executive or the agency or something else.  Executive transitions are

significant events that may strengthen or weaken organizational performance

during perilous times (Adams, 2017; Farquhar, 1991; Hughes, Hughes,

Mellahi, & Guermat, 2010).  The more frequent and numerous are executive

transitions, the greater the threat to weaken and interfere with organizational
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performance (Adams, 2017; Denis & Denis, 1995; Farquhar, 1991).  The 

concern of inhibited organizational performance resulting from executive 

departures spreads across organizations, as employees speculate about their 

job security and may even experience grief, anxiety, anger, uncertainty, or 

hope (Farquhar, 1991).  Lessening an executive transition period can be 

achieved if organizations are prepared with emergency and long-term 

succession plans (Chapman & Vogelsang, 2005).   

Figure 1 illustrates the aforementioned research that has shown the less routine the 

departure, the less capacity there is in the succession system (Farquhar, 1996). 

Low 

Capacity of 
Succession 
System 

           High 

    Low                Complexity of Departure Circumstances                High 

Figure 1. Turnover chart. Adapted from “Management Challenges of Nonroutine 

Departures: Succession System Capacity and Situational Complexity,” by K. Farquhar, 

1996, Academy of Management Proceedings, p. 328–332 

Routine

Trauma

Performance

Conflict, 
Controversy

Scandal, 
Wrongdoing
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Additional research reports: 

 Of executives hired through an executive transition process, 85% to 90%

remained in their position for three years or more (Adams, 2017).

 The average tenure of executives increased from 4.3 to 5.7 years (Annie E.

Casey Foundation, 2004).

 Organizations ranked as “healthy” based on an organizational review

increased from 67% to 89% (Annie E. Casey Foundation, 2004).

 Executive transition consultants may provide valuable support:

o A recent study by Third Sector New England (TSNE) found that 92%

of executive transition clients reported overall client satisfaction with

the executive transition process facilitated by TSNE (n.d.).

Additionally, they found 91% of executives placed by TSNE remained

in their position for at least five years (TSNE, n.d.).

o Adams (2017) found that:

[E]xecutive transitions supported by experienced consultants from

CompassPoint, The Foraker Group (the state nonprofit association 

for Alaska), and Raffa, P.C. show that the executive transition 

approach sustains and fortifies already-strong organizations; 

addresses critical challenges in board governance, strategy, 

finance, management, and staffing of stable organizations; when an 

organization is in crisis, addresses issues of viability that must be 

resolved prior to onboarding a new executive; and helps 
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organizations facing a challenging founder transition reach closure 

and prepare for a successor. (p. 13) 

Field research supported by the W. K. Kellogg Foundation, Annie E. Casey 

Foundation, and other funders has led to the development of a three-phased approach that 

can be tailored to the uniqueness of each transition and organization (Adams, 2017).  The 

three phases as presented by Adams (2017) are: 

1. Prepare: The first phase requires a review of the organizational strategic

direction, key transition issues and potential threats, and the development of

an executive profile and recruitment strategy.  Depending on the results from

the board, staff, and key stakeholders, an exploration of a merger, partnership,

other strategic alliance, or even ceasing all operations may be included.

2. Search or pivot: The second phase focuses on internal succession possibilities,

as well as an external search.  During this phase, the board of directors should

select members to lead the search process, as well as ensure that transition

issues are managed to reduce the challenges awaiting the new executive.

3. Onboarding or thrive:  The final phase focuses on setting the new executive

up for success.  This begins with appropriate welcome and orientation.  After

the onboarding, the focus shifts toward supporting the executive as he or she

builds internal and external relationships.  The final component of the final

phase is the creation of 90- and 180-day performance goals that includes clear

mechanisms for feedback and review to foster a positive working relationship

between the board, the executive, and the staff.



SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA 53

Executive transition is a pivotal moment that provides challenges and 

opportunities for both leaders and organizations (Adams, 2017; Chapman & Vogelsang, 

2005; Teegarden, 2004).  The prospect of executive transitions is ever-present in the 

current economic climate (Bond & Naughton, 2011; Teegarden, 2004).  The transitions 

may prove to be traumatic or fortunate depending on the nature of the executive departure 

and preparedness of the organization (Adams, 2017; Farquhar, 1991; Teegarden, 2004).  

Organizations that discount or ignore the challenges and opportunities associated with 

executive transition may increase their financial risk and opportunity cost (Allison, 2002; 

Bond & Naughton, 2011).  Preparing for executive transitions with internal measures, 

such as succession planning, informed board members, leadership coaching, and staff 

properly trained to serve for an interim basis are measures that support positive 

transitions.  Externally, organizations may hire experienced consultants with a proven 

track record of identifying long-term replacement executives.  Investing in internal and 

external measures and services are important strategic moves that support a positive 

executive transition and organizational sustainability (Allison, 2002; Chapman & 

Vogelsang, 2005; Farquhar, 1995; Teegarden, 2004).  

Summary 

The lack of literature addressing succession planning in the BGCA required the 

use of literature broadly focused on challenges facing nonprofit organizations, turnover, 

succession planning, and leadership, which may be applied to this study on succession 

planning and Executive Director turnover at BGCA Clubs.  

As previously shown, nonprofit organizations represent 5.4% of the gross 

domestic product and continue to grow in both size and number.  Additionally, studies 
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have shown the need for talented leaders and have projected a leadership gap that 

continues to grow as more and more Baby Boomers exit the labor force.  The burden of 

leadership supply and demand is compounded by three general challenges facing 

nonprofit organizations when compared to the private sector.  First, the average 

compensation at nonprofit organizations is often lower than compensation available in 

the private sector.  Second, nonprofit organizations attract approximately half as many 

external candidates for leadership positions as companies in the private sector.  Finally, 

nonprofit organizations are unlikely to engage in succession planning.  This burden may 

be reduced for organizations that engage in succession planning.  

Organizations that engage in succession planning have shown greater growth and 

performance than peers that did not engage in succession planning.  Organizations 

without leaders may be at greater risk of not sustaining long-term success.  Limited 

resources are often a constraint of organizations, especially nonprofit organizations.  

However, the literature on the potential advantages of succession planning and volatility 

associated with the absence of succession planning show why it can be worthwhile for 

organizations, such as Clubs to engage in succession planning. 

Historically, the cumulative turnover rates for the nonprofit and private sectors 

have been relatively comparable.  Several common factors may affect executive turnover 

in both sectors.  The financial and opportunity costs associated with turnover at the 

executive level can also be experienced by all organizations in both the short and long 

term.  The ability to operate with an interim leader or quickly fill an executive vacancy 

may reduce these costs, which reinforces the value of succession planning that may allow 

organizations to rely on internal candidates to serve in an interim capacity or permanently 
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fill leadership positions.  In the proceeding sections, the study uses quantitative 

methodology to explain the use of succession planning, documented or informal, at Clubs 

and examines the relationship between succession planning and executive turnover. 
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CHAPTER THREE: PROJECT METHODOLOGY 

     Introduction 

 The purpose of this quantitative study was to examine succession planning and 

Executive Director turnover at local BGCA Clubs by surveying a random sample of 572 

current Executive Directors representing all 50 states, which equates to approximately 

50% of the total population.  A regression analysis was used to determine whether or not 

a relationship exists between the use of succession planning and Executive Director 

turnover.  The independent variable is defined as the use of succession planning.  The 

dependent variable is defined as Executive Director turnover.  The moderating variable is 

the use of either documented or informal succession planning, as the type of succession 

planning used may have an amplifying or weakening effect between the independent and 

dependent variables.   

Succession planning provides structure and direction to reduce and avoid 

organizational chaos that can arise during transitions and periods without a permanent 

leader (Conger & Fulmer, 2003; Garman & Glawe, 2004; Shen & Cannella, 2003; Zhang 

& Rajagopalan, 2010).  Therefore, this study was aimed at the use of succession planning 

and Executive Director turnover at Clubs from 2006 through 2016.  The significance of 

the Executive Director role and the benefits of succession planning were what led the 

researcher to identify a problem that was examined and analyzed throughout this study.   

Research Question 

This study was guided by the following research question:  

Is the use of succession planning by BGCA Clubs related to turnover of Executive 

Directors? 
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Hypothesis 

The following hypothesis was investigated for this study: 

BGCA Clubs that use succession plans will tend to experience a lower Executive 

Director turnover rate than BGCA Clubs that do not use succession plans. 

Research Design 

For this quantitative study, several approaches were considered based on 

practicality and the impact on both the BGCA and local Clubs.  A mixed-methods 

approach would have allowed the inclusion of clear opinions, reasoning, and perceptions 

of participants.  However, including a qualitative component to the study would have 

impacted the sample size and added the need for interviews.  This may have also 

negatively influenced participants’ confidence in anonymity.  Additionally, the electronic 

survey provided significant cost and time savings that could not be achieved by using 

other tools (Andrews et al., 2003).  After considering these factors, a cross-sectional 

electronic survey was designed with three variables to gather quantitative data primarily 

on the use of succession planning, BGCA resources, Executive Director turnover, and 

Club demographics.   

First, Executive Director turnover measured from 2006 – 2016 is the dependent 

variable.  The dependent variable is continuous, based on the number of individuals that 

held the Executive Director position.  Second, the use of (or failure to use) succession 

planning is the independent variable.  The independent variable is nominal, based on the 

response categories of yes or no to the use of succession planning.  The third and final 

variable is moderating and also nominal.  The two categories in the moderating variable 
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are documented or informal succession plans.  All three variables were measured at the 

time the respondent participated in the study.   

Participants/Data Sources 

The population studied were Executive Directors of BGCA Clubs.  The researcher 

was not able to obtain contact information for the total population, which exceeds 1,140.  

However, a sample population of 572 Clubs representing all five BGCA regions, all 50 

states, and approximately 50% of the total population was achieved.  The 149 survey 

results did not allow the researcher to confirm all 50 states were represented in the study.  

However, due to the survey question that asked the Club’s BGCA region, the researcher 

can confirm that all five BGCA regions were well-represented.  A difference of 6.1% 

separated the BGCA regions with the highest and lowest participation rate.   

The Qualtrics Sample Size Calculator (BlueQ, n.d.) indicated that 149 responses 

from a sample population of 572 provides a 90% confidence level with a 6% margin of 

error.  While consensus has not been reached on a minimum acceptable response rate 

(American Educational Research Association, 2006; Fowler, 2002; Lynn, Beerten, Laiho, 

& Martin, 2001), the survey response rate of 26% fell short of the researcher’s 35% 

response rate goal.  The researcher projected a minimum response rate of 35% based on 

the combination of his role as a board member for the BGCA of Lawrence, Kansas, and 

response rate research conducted by the University of Texas at Austin Center for 

Teaching and Learning (2007).  The reasons for failing to reach the projected response 

rate are unknown.  However, extending the survey timeframe, sending personalized 

reminders instead of generic reminders, and calling Executive Directors to ask for their 

participation are tactics that may have increased the response rate. 
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A request letter attached as Appendix 2 was emailed to the sample population 

prior to distributing the survey to inform participants about the purpose of this study and 

the researcher’s relationship with the BGCA, as well as encourage participation.  The use 

of the researcher’s Creighton University email address and provision of the Creighton 

University Research Participants’ Rights and Responsibilities document were intended to 

further validate the legitimacy of the study and encourage participation.  A list of 

information that would expedite completing the survey and the Creighton University Bill 

of Rights for Research Participants was included with the request letter.  The purpose of 

this was to help participants be better prepared to complete the survey in a single sitting 

and in a timely manner.  The request letter and survey were reviewed by a Club 

Executive Director and two Club board members who have also served as president of 

their board of directors.  

The combination of being a board member of the BGCA of Lawrence, Kansas, 

using an electronic format, and using the survey results for an academic purpose may 

have been factors that helped achieve the 26% response rate.  Additionally, guidelines 

created by the University of Texas at Austin (2007) were followed to help maximize the 

response rate: 

 Request participation from participants in advance and provide information

about the purpose of the survey, how the results will be used, and the terms of

anonymity and confidentiality.

 Give participants a sufficient amount of time to complete the survey.

o For electronic surveys, 7–10 days is sufficient.

 Provide clear instructions on how to complete and submit the survey.
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 Design the survey so it is easy to read and follow.

 Send reminders during the survey period thanking the participants who have

completed the survey, while reminding others about the deadline.  For

electronic surveys, always provide a link to the survey.

Data Collection Tools 

The data collection tool used in this quantitative study was an electronic survey 

(Appendix 1) that allowed for anonymity and confidentiality.  The four main reasons an 

electronic survey was used instead of a traditional paper survey were (1) increased 

response rates, (2) efficiency of data analysis, (3) faster responses, and (4) ease of 

covering great geographic distances (Andrews et al., 2003; Lazar & Preece, 1999; Luo, 

2009; Oppermann, 1995; Schmidt, 1997).  Overall, there have been mixed reviews, but 

most research supports the benefits of electronic surveys (Kiesler & Sproull, 1986; Mehta 

& Sivadas, 1995; Sproull, 1986). 

Reminders were scheduled in BlueQ to be sent to participants who had not 

completed the survey by certain dates.  The survey contained only deliberate and concise 

questions to promote responses that clearly focused on the research questions.  The 

questions focused primarily on succession planning, BGCA resources, Club 

demographics, and Executive Director turnover from 2006 – 2016.  This time period 

aligns with common BLS review periods and increases the likelihood that the sample 

population will have served as Executive Directors during the time period.  The vast 

majority (20) of the questions were multiple choice, some of which include open text 

boxes that allowed for additional information and insights that may not have been 

identified by the multiple-choice options.  Such textboxes were supported by research 
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that finds that “the use of a text box in an internet-based survey is very valuable, because 

it provides all types of feedback” (Roztocki, 2001, p. 4).   

Roztocki (2001) identified a potential negative impact of internet-based surveys, 

such as incorrect results if participants submit: 

 multiple responses

 empty (blank) responses

 incomplete responses

 invalid responses

These issues are also possible with any type of survey, but Roztocki (2001) argues that 

the issues are amplified by the special conditions of the internet.  The web-based 

statistical software Intellectus Statistics (2018) was used to aggregate and analyze the 

data using various tests and tools.  BlueQ stored and secured the survey, participant 

information, and survey responses.   

Data Collection Procedures 

The researcher was solely responsible for all data collection in this study.  The 

sample population was identified because they held the position of Executive Directors at 

a BGCA Club.  There are over 1,140 Clubs in the total population; the researcher utilized 

his professional network to collect email address for Clubs in the state of Kansas.  For the 

remaining 49 states, the researcher searched the internet for BGCA Clubs by state in 

order to find the email address for the Club’s Executive Director.  These efforts led to a 

random sample representing approximately 50% of the total population.  

Clubs were divided into two groups: (1) those who use succession planning and 

(2) those who do not use succession planning.  Showing how Clubs perceive and use
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succession planning may lead to the BGCA better understanding Club needs and revising 

or developing new tools and resources that better meet Club needs. 

The phenomenon at the core of the researcher’s purpose was the desire to deliver 

relevant data that could lead to solutions for the BGCA to better support Clubs.  

Analyzing Executive Director turnover of both Clubs that use succession planning and 

those that do not requires data that cannot be collected by qualitative tools, such as 

interviews and observations.  While the qualitative tools and data do have value, and may 

speak to underlying reasons, opinions, and motivations for Executive Director turnover, 

they do not allow for a statistical analysis of potential variable relationships in the same 

way as the quantitative method. 

Analysis of variance (ANOVA), a parametric test was used to test the hypothesis 

and answer the research question.  Three ANOVA assumptions must be met for the 

ANOVA test be properly used (University of Arkansas–Little Rock, n.d.).  The three 

ANOVA assumptions are:  

1. Normal distribution of the dependent variable

2. Homoskedasticity of variance

3. Randomly selected participants who are independent of each other

There were notable deviations from normality when initially conducting the analysis, 

exhibited as a positive skew.  The assumption of homoskedasticity was met, though this 

assumption is independent of normality being met.  Based on the degree of skew seen in 

the dependent variable, a transformation was considered to better meet the assumption of 

normality for use in the ANOVA.  The log transformation is best suited to correct 

positive skews, and was performed on the dependent variable value. In this procedure, the 
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log base 10 of each value is calculated, and these data are used as the new dependent 

variable (Field, 2013).  Following this transformation, the data did not violate any of the 

three ANOVA assumptions that were violated when the raw value of the dependent 

variable was used.  This application was appropriate because the standard deviation is 

proportional to the mean and the data values were less than 10 (North Dakota State 

University, n.d.).  Additionally, the number of Executive Directors does not differ 

between the groups; the standard deviations (SD) are proportional to the mean (M) 

validating the use of a log transformation.   

This approach also resulted in equivalent variances between the three groups: 

those who use documented succession planning, those who use informal succession 

planning, and those who do not use succession planning.  Finally, the data confirmed to 

exhibit normality and equivalent variance was used to test statistical significance of the 

relationship between the use of (or failure to use) succession planning (independent 

variable) and Executive Director turnover (dependent variable).  Confirmation of the 

assumptions of the ANOVA ensured that the results could be interpreted without concern 

for the internal validity of the analysis (Field, 2013).  Finally, post-hoc testing using the 

Tukey pairwise comparison was then done to determine if turnover differences existed 

between the three succession planning groups (Stevens, 1999; UCLA Institute of Digital 

Research, n.d.).   

Ethical Considerations 

The primary ethical considerations were the anonymity of the sample population 

and past Executive Directors, and confidentiality of the survey results.  No noteworthy 

challenges associated with protecting the anonymity of the participants, past Executive 
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Directors, or Clubs arose.  Nor were there any challenges related to confidentiality of the 

survey results.  The sample population was selected randomly.  Therefore, all BGCA 

Clubs may be assumed to be a part of the sample population and respondents.  The 

combination of the total population size, secure web-based software, and the use of an 

anonymous electronic survey make it highly unlikely that participants, past Executive 

Directors, or Clubs can be identified by the results presented in the study.  A study 

proposal was submitted to and approved (IRB 1217423-1) by Creighton University’s 

Institutional Research Board (IRB).  The official IRB approval letter is attached as 

Appendix 3.   

Summary 

This quantitative study used an electronic survey to gather data on the use of 

succession plans and Executive Director turnover at BGCA Clubs.  The researcher was 

unable to find existing literature or research focused on succession planning or leadership 

turnover at the BGCA.  Therefore, this study provides foundational research on 

succession planning and leadership turnover in the BGCA Clubs.  

A request letter and invitation to participate in the study by completing the survey 

were also emailed to the sample population, which represented approximately 50% of the 

total population.  The single research question and single research hypothesis focused on 

the relationship between Executive Director turnover and the use of succession plans at 

BGCA Clubs.  An ANOVA test and log transformation were used to analyze the 

relationship between the independent variable (succession planning) and dependent 

variable (Executive Director turnover) between 2006 and 2016.  Additionally, the 

moderating variable (type of succession plan) was included to focus on how the use of 
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documented succession plans impacted the relationship compared to the use of informal 

succession plans.  

As a former Club volunteer and current Club board member, the researcher was 

committed to conducting a study that could offer practical applications to help improve 

the stability and success of BGCA Clubs.  Additionally, the researcher’s involvement 

with the BGCA could have a positive impact on the ethical considerations and response 

rate, leading to a higher confidence level.  Chapter four will present findings from the 

statistical analysis and tests conducted to test the study hypothesis and answer the 

research question.  
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CHAPTER FOUR: FINDINGS 

Introduction 

The purpose of this quantitative study was to determine if a relationship existed 

between the use of (or failure to use) succession planning and Executive Director 

turnover at BGCA Clubs.  Data were collected from 149 participants resulting in a 26% 

survey response rate to address the following research question and hypothesis: 

Research Question:  Is the use of succession planning by BGCA Clubs related to turnover 

of Executive Directors? 

Hypothesis:  BGCA Clubs that use succession plans will tend to experience a lower 

Executive Director turnover rate than BGCA Clubs that do not use succession plans. 

While the BGCA has experienced great success and growth since its inception in 

1860, organizations must be zealous about continuous improvement to remain 

sustainable.  This study was aimed at factors that directly impact sustainability.  The 

researcher was not able to find existing research on the BGCA pertaining to succession 

planning, leadership turnover, use of BGCA leadership resources, or other associated 

variables.  Therefore, this study was used to gather data on the use of succession 

planning, use of BGCA leadership resources, and Executive Director turnover at BGCA 

Clubs in order to explore this previously uncharted topic.   

Presentation of Findings 

I used Intellectus Statistics, a secure web-based platform for the statistical 

analysis and tests.  Methods were applied that allowed for the use of parametric tests, 

such as ANOVA and Tukey Pairwise Comparison on the research hypothesis.  This was 

beneficial because parametric tests are statistically more powerful than nonparametric 
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tests because they are more likely to detect a significant effect when one truly exists.  The 

ANOVA results showed a .057 p-value existed between the Executive Director turnover 

(dependent variable) and the use of (or failure to use) succession planning (independent 

variable).  Which indicate a high probability of an effect between the independent and 

dependent variables.  Additionally, ANOVA results between Executive Director turnover 

and gaps in leadership showed a < .001 p-value. It is also worth noting that both positive 

and negative themes about Executive Director transitions were discovered in the survey 

responses.  A detailed profile of Clubs is also provided using descriptive statistics to 

illustrate the population representation and associated demographic variables. 

Descriptive Statistics 

Participants in the study fully represented the demographic areas included in part 

one of the survey, such as BGCA region, budget size, number of full-time staff, 

populations served, number of program locations, Club history, and organizational 

partnerships.  This demographic data summarized the sample population and break down 

central tendencies and measures of variability into descriptive statistics.   

Club Demographics 

The Club demographic information was gathered to build Club profiles that were 

used to analyze and compare data, as shown in Table 8.  This distribution shows a tight 

grouping with the lowest four represented regions, and a mere 6.1% representation 

difference between the most and least represented regions.  The 149 participants report 

offering programs and services at 939 locations across the five BGCA regions.  This 

provides an average of 6 locations per Club with one location being the lowest number 

reported and the mode, while 38 was the highest number of locations reported.   
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Five budget ranges were created by the researcher to categorize the Clubs within 

the sample population based on his experience as a BGCA board member.  Of the 

participants that responded, 19.5% operate on an annual budget of less than $600,000 

with an average of five full-time employees and two locations; 18.1% operate on an 

annual budget between $600,000 and $999,999 with an average of seven full-time 

employees and three locations; 22.1% operate on an annual budget between $1,000,000 

and $1,499,000 with an average of nine full-time employees and four locations; 7.4% 

operate on an annual budget between $1,500,000 and $1,999,999 with an average of 17 

full-time employees and 7 locations; 32.9% operate on an annual budget of $2,000,000 or 

more with an average of 42 full-time employees and 12 locations.  The lowest budget 

category was set based on the “$500,000 Club” category known within the BGCA.  

These are Clubs with operating budgets of $500,000 or less.  The researcher increased the 

amount to $599,999 for the survey so Clubs with operating budgets slightly over 

$500,000, but that are categorized as a $500,000 Club within the BGCA would remain 

grouped with Clubs that have operating budgets of exactly $500,000 or less.  The three 

categories between $600,000 and $1,999,999 were set to keep Clubs of comparable 

financial resources grouped together.  The last budget category was set to capture Clubs 

that are considered very large within the BGCA.  In retrospect, the researcher would keep 

the $599,999 or less and $600,000 and $999,999 budget ranges the same.  The remaining 

three categories would be adjusted to $1,000,000–$1,749,999, $1,750,000–$2,499,999, 

and $2,500,000 or higher in an attempt to produce a more uniform distribution.  

However, the researcher acknowledges that this adjustment may not have proven to be 

significant enough to provide a more uniform distribution across the budget category.  
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The 148 participants report employing 2,823 full-time employees.  This provides an 

average of 19 full-time employees per Club; the lowest number of employees reported 

was 1, the highest number reported was 280, and the mode was 4.  The mode or fewer 

full-time employees was reported by 21% of Clubs while the top 21% averaged 31 full-

time staff per Club, with only three Clubs reporting more than 100 full-time employees.  

The study participants’ diverse partnerships and populations served are also 

representative of the BGCA’s mission.  The Club member populations are categorized 

into three primary categories: rural, suburban, and urban.  Data collected in this study 

shows the 149 participants serve all three primary categories, as well as combination 

categories of at least two of the three primary categories, 31.5% of participants served 

primarily (two-thirds or more) a rural population; 28.2% of participants served primarily 

(two-thirds or more) an urban population; 18.8% of participants served primarily (two-

thirds or more) a suburban population.  Additionally, 14.8% of participants served a 

combination of two populations representing a combined total of at least 80% (each of 

the two represented at least 40%) of total membership; 6.7% of participants served a 

combination (each population representing at least 20% of total membership) of all three 

primary populations. 

Table 8 also shows partnerships; 72.8% of Clubs had at least one partnership.  An 

in-depth look shows 45.5% of Clubs had a partnership with public schools, which was by 

far the most common partnership.  The second highest reported partnership was 12.2% 

with public housing followed by 7.5% with municipal (city- or county-owned community 

or recreation centers or park districts) organizations.  The remaining six organization 

types (military bases, Native American services, private school, churches and other faith-
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based organizations, other nonprofits, and private organizations) had partnerships with 

16% of Clubs while 18.8% of participants represented no partnerships.   

Table 8 

Profile of Clubs 
Responses N % Mean Mode

BGCA Region 149 149 100 – – 
Northeast 30 30 20.1 – – 
Southeast 28 28 18.8 – 
Midwest 36 36 24.2 – – 
Southwest 27 27 18.1 – – 
Pacific 28 28 18.8 – – 

Budget Size 149 149 100 – – 
$599,999 or less 29 29 19.5 – – 
$600,000–$999,999 27 27 18.1 – 
$1,000,000–$1,499,999 33 33 22.1 – – 
$1,500,000–$1,999,999 11 11 7.4 – – 
$2,000,000 or more 49 49 32.9 – – 

Population Served 149 149 100 – – 
Rural 47 47 31.5 – – 
Urban 42 42 28.2 – – 
Suburban 28 28 18.8 – – 
Combination of two populations 22 22 14.8 – – 
Combination of three populations 10 10 6.7 – – 

Club Establishment Date 149 149 100 1969 1947 

Number of Full-time Staff 148 2,823 100 19 4 

Number of Locations 149 939 100 6 1 

Operating Partnerships 147 213 100 1 2 
Municipal – 16 7.5 – 
Public housing – 26 12.2 – – 
Public school – 97 45.5 – – 
Other – 34 16.0 – – 
None – 40 18.8 – – 

Number of Executive Directors 148 332 100 2 1 

Leadership Gaps (measure in months) 120 120 100 3 0 
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Executive Director Turnover 

Executive tenure was approached from two directions for the years 2006 through 

2016.  First, the number of individuals who held the title of Executive Director in either a 

permanent or interim capacity at each Club was analyzed.  The rounded average was two 

for individuals with a standard deviation of one; eight was the highest response, one was 

the mode, and 32.4% of the 148 Clubs had more than two Executive Directors.  The 

standard error mean of 0.12 is a strong indication that the sample population mean is 

close to the total population mean.  Further demographic analysis of the eight (5.4% of 

respondents) Clubs who experienced at least triple the average turnover rate revealed: 

 Primarily suburban populations were not represented.

 Of those, 62.5% do not have succession plans.

 One Club has more facilities that the sample population average of six.

Second, gaps in leadership were measured in the number of months between 

individuals permanently holding the Executive Director title; interim leaders were 

excluded.  Of the participants, 45.8% reported gaps of at least one month between 

Executive Directors.  Every Club that reported at least a one-month gap in leadership had 

more than one Executive Director between 2006 and 2016.  Only 44.1% of Clubs that 

reported no leadership gap had more than one Executive Director for the same time 

period.  More than half (51%) of these Clubs reported a total gap time of 6 months or 

longer and 18% of the reported gaps of 12 months or longer.  Table 9 illustrates negative 

trends identified as the amount of gap time increases.  The most significant trend is 

increased Executive Director turnover with the total amount of gaps in leadership, which 

exceed the sample population average of two Executive Directors if a gap of one month 
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or greater was experienced.  As explained in the literature review, increased leadership 

turnover and gaps without leadership can have severe and long-lasting consequences on 

organizations of all sizes.   

Table 9 

Leadership Gaps and Turnover 

Data Points 
Sample 

Population 
No 

Gaps 
1 or More 
Months 

6 or More 
Months 

12 or More 
Months 

N 120 65 55 28 10 

N and Average 
number of Executive 
Directors 

2 1  3  3  4  

% Higher average 
than the sample 
population 

N/A 7.7% 67.3% 75% 100% 

% Double the sample 
population average 

N/A 0% 29.1% 28.6% 40% 

% More than double 
the sample 
population average 

N/A 0% 14.5% 17.9% 30% 

Club Succession plan 
in use 

50.4% 54.7% 45.5% 42.9% 50% 

Club Transition plan 
in use 

49.1% 51.6% 46.2% 44% 42.9% 

Aware of BGCA 
Search Kit 

20.2% 20.3% 20% 14.3% 10% 

Aware of BGCA 
Transition Guide 

7.6% 9.5% 5.5% 3.6% 10% 

A staff member is 
capable of serving as 
interim Executive 
Director 

71.1% 74.2% 67.3% 64% 42.9% 
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Test Results 

Table 10 shows the results from the Chi-square Test of Independence (chi-square) 

conducted to examine whether or not a statistically significant relationship existed 

between gaps in leadership and other five nominal variables (Succession Planning Usage, 

Search Kit Awareness, Transition Guide Usage, Transition Guide Awareness, Interim 

Executive Director).  In order to conduct a chi-square, the gaps in leadership data had to 

be recategorized from a scale variable using the specific number of months as reported 

above in Table 9 to a nominal variable with responses categorized in the following four 

ranges: 

1. 0 months

2. 1–5 months

3. 6–11 months

4. 12 or more months

Changes were not made to the variables being examined with the gaps in leadership 

variable.  The Fisher’s Exact Test (Fisher) was applied and included in Table 10 to 

address the small data set issue (Hae Young, 2017).  This caused increases and decreases 

to p-values, but all the results are far from being below the 0.05 p-value required for 

statistical significance.  Therefore, the results overwhelmingly show no statistically 

significant relationship exist between gaps in leadership and the five nominal variables 

(Succession Planning Usage, Search Kit Awareness, Transition Guide Usage, Transition 

Guide Awareness, Interim Executive Director). 
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Table 10 

Gaps in Leadership – Variable Comparison p-values
Variable Chi-square p-value Fisher p-value 
Succession Planning Usage .415 .354 
Search Kit Awareness .429 .440 
Transition Guide Usage .974 .999 
Transition Guide Awareness .669 .903 
Interim Executive Director .608 .451 

Table 11 shows the results from the chi-square conducted to examine whether or not a 

statistically significant relationship existed between Executive Director turnover and 

other nominal variables.  Specifically, succession planning usage, Transition Guide 

usage, awareness of the Transition Guide, awareness of the Search Kit, and internal 

candidates for interim Executive Director roles.  In order to conduct chi-square, the 

Executive Director turnover data had to be recategorized from a scale variable using the 

specific number of Executive Directors between 2006 – 2016 to a nominal variable the 

average number of Executive Directors between 2006 – 2016 for the following three gaps 

in leadership ranges: 

1. 0 months

2. 1–11 months

3. 12 or more months

The one to five months and six to 11 months ranges were combined into the single range 

of one to 11 months because the average number of Executive Directors was three for 

both ranges as shown in Table 9.  Changes were not made to the variables being 

examined with the Executive Director turnover variable.  The Fisher test was applied and 

included in Table 11 to address the small data set issue (Hae Young, 2017).  Applying 

Fisher to chi-square caused an increase in three p-values and a decrease in two p-values.  
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These changes did not change the ultimate result because all the p-value results are far 

from being below the 0.05 p-value which is necessary to confirm a statistically significant 

relationship.  Therefore, the results in Table 11 overwhelmingly show no statistically 

significant relationships exist between Executive Director turnover and the other five 

nominal variables (Succession Planning Usage, Search Kit Awareness, Transition Guide 

Usage, Transition Guide Awareness, Interim Executive Director). 

Table 11 
 
Executive Director Turnover – Variable Comparison p-values
Variable Chi-square p-value Fisher p-value 
Succession Planning Usage .334 .303 
Search Kit Awareness .254 .298 
Transition Guide Usage .887 .980 
Transition Guide Awareness .485 .648 
Interim Executive Director .664 .497 

 

Succession Planning 

Over 82% of respondents attested that succession planning is relevant at least 

sometimes based on their individual Club needs, 54% attested that it was more relevant 

than not, and 24.5% attested it was always relevant.  Additionally, 53% responded that a 

documented succession plan was most appropriate for their Club, while 37% responded 

that an informal succession plan was most appropriate for their Club, 9% were 

undecided, and only one participate responded that a succession plan, documented or 

informal, was not appropriate for their Club.  Despite the strong positive response to the 

relevance and need of succession planning, less than half (49%) of participating Clubs 

have a succession plan (21.8% documented or 27.2% informal) in place.  These results 

correlate with the literature review, which showed that, although the vast majority of 

organizations have positive views of and are in need of succession planning, they do not 
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engage in it formally (documented) or informally.  The impact can be seen in the 

Executive Director turnover; 60% of Clubs without a succession plan experienced an 

Executive Director turnover rate of at least double the sample population.  These rates are 

also greater than the nonprofit sector averages previously reported throughout the 

literature review.  

The implementation of succession planning is relatively new to the BGCA, which 

has been in existence for over 150 years.  Not surprisingly, the more recently a Club was 

established the more likely the Club is to have implemented a succession plan closer to 

their establishment date than older Clubs.  However, there are still Clubs that were 

established across the participant population 148-year timeline that reported they do not 

have a documented or informal succession plan.  On average, the succession plans 

reported have been in place for 7 years and were implemented 46 years after the Club 

was established.  The majority (95%) of the reported succession plans were not 

implemented until 2003 or later; no succession plan implementations occurred prior to 

1993.  Table 12 illustrates these findings with the Club establishment date (grouped by 

decade), the number of succession plans implemented per decade, and the average 

number of years the Clubs operated without a succession plan.  The results also show 

2008 was the mode year compared to the Club establishment year mode of 1947 and 

2011 was the mean year implementing succession plans compared to the mean Club 

establishment year of 1969. 
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Table 12  

Club Establishment 
Decade Implemented succession plans Years without a succession plan 
2010s – – 
2000s 5 8 
1990s 9 16 
1980s 3 23 
1970s 7 38 
1960s 10 47 
1950s 11 55 
1940s 6 64 
1930s 2 69 
1920s 2 80 
1910s – – 
1900s 3 113 
1890s 1 125 

1860s-1880s – – 

Five major themes were identified in the literature review as reasonable 

challenges and obstacles that prevent organizations from developing and implementing 

documented succession plans.  The five themes were used as multiple-choice answers in 

a survey question that allowed participants who responded no to having a documented 

succession plan to select any and all of the themes that applied to their Club.  Figure 2 is 

a pie chart that illustrates the challenges and/or obstacles identified by respondents as to 

why they have not yet developed a documented succession plan. 

An “Other” category with an open text box was also an option for the survey 

question, which was selected by 9% of respondents.  The explanations in the text box can 

be divided into two groups.  In the first group, respondents indicated a lack of interest 

from the board or Club leadership.  In the second group, respondents indicated that their 

Club has tentative plans to create a documented succession plan.  
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Figure 2. Challenges and Obstacles. 

Fortunately for respondents, 73.4% of them reported that a current employee is 

capable of serving as interim Executive Director to avoid a leadership gap, which could 

negatively impact Club performance.  However, 45% of these Clubs do not have a 

succession plan, 54% do not have a transition guide, and 29.4% have neither resource to 

help prepare or transition potential successors into the Executive Director role.   

32%

26%

13%

11%

9%

Challenges and Obstacles

More pressing items require attention and resources before we address succession planning

Lack of time

Lack of succession planning knowledge

Lack of financial resources for external assistance

An informal succession plan is best
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Boys & Girls Club of America Resources 

The knowledge of BGCA resources, specifically the Search Kit (Appendix 4) and 

Transition Guide (Appendix 4) are lower than the percentage of respondents that view 

succession and transition plans as relevant.  Only 7.6% of participants had reviewed of 

the Transition Guide and 17.7% had reviewed of the Search Kit prior to this study.  After 

reviewing the Search Kit, 95% of the Clubs reported that they would at least possibly 

utilize the Search Kit in future leadership searches.  After reviewing the Transition 

Guide, 88.9% of the Clubs reported they would at least possibly utilize the Transition 

Guide in future leadership transitions.  Once again, the responses show how Clubs value 

the succession planning and transition plans, but as shown above in Figure 2 there are 

challenges and obstacles preventing them from developing and implementing the plans. 

These findings point directly toward opportunities for Clubs to take proactive 

measures with succession planning and transition guides.  The recognized value and need 

currently exceed the action, but by utilizing free BGCA resources and staff services 

intended for these plans, initiating a development plan, and committing sufficient 

resources, each Club could be in a better position to develop future leaders from within 

and shield their Club from severe direct costs and indirect costs that can be associated 

with leadership turnover. 

Executive Director Transitions 

Participants were asked in open-ended questions to describe their personal 

transition into the Executive Director role.  The responses were divided into three 

categories: (1) positive comments, (2) negative comments, and (3) neutral comments that 

could not be distinctly categorized as positive or critical.  Four major themes were 
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identified based on multiple responses that specifically identified or referenced the 

themes as having a positive or negative impact during the participant’s Executive 

Director transition period.  Most of the themes are represented in both the positive and 

negative categories.  In some cases, a single response included both positive and negative 

comments that were categorized accordingly.  Responses that were too generic or vague 

to identify noteworthy themes or categorize comments as either positive or negative were 

excluded by being categorized as a neutral comment with no further investigation.   

The four major themes identified in the positive comments’ category regarding 

Executive Director transition in were (1) BGCA work experience, (2) BGCA support and 

resources, (3) Club preparation for the transition, and (4) Club Board of Directors.  Prior 

BGCA work experience was the most common theme, specific roles were commonly 

mentioned, such as board member, executive team member, and Executive Director.  

Support from Directors of Development, New Executive Officer training, and general 

guidance and resources from the national BGCA were mentioned as having significant 

impact on transition experiences throughout the positive comments.  Club preparedness 

comments emphasized a coordinated succession and/or transition, which often involved 

hands-on training from the departing Executive Director.  Positive comments about the 

Board of Directors focused on their level of engagement, involvement, and support 

shown to the incoming Executive Director.  

The three major themes regarding Executive Director transition identified in the 

negative comments were (1) difficulty of the transition and of the Executive Director 

role, (2) Club preparation or lack of preparation for the transition, and (3) uninvolved or 

unsupportive Club Board of Directors.  Comments that were categorized as critical 
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highlight how organizational disruption can be amplified with difficult leadership 

transition.  Examples of negative comments include, “Here are the keys.  Good luck,” 

“Unpleasant,” “Not good,” “Nonexistent, challenging and unsupported,” “Unplanned and 

uncoordinated,” and “It was awful, nobody knew what was going on”.  This could also be 

amplified by the frequency of transitions that replicate the negative comments and 

experiences.  Along similar lines, the lack of preparedness for leadership transition 

comments represented the impact on performance.  Board of Directors was also the 

lowest ranking theme in the negative comments.  The responses concentrated on poor or 

low amounts of communication, engagement, guidance, involvement, knowledge, and 

support from Club boards. 

Analysis and Synthesis of Findings 

This study sought to answer the research question: Is the use of succession 

planning by BGCA Clubs related to turnover of Executive Directors?  The researcher 

used analysis of variance (ANOVA) with a log transformation to answer the research 

question and test the hypothesis that BGCA Clubs using succession plans will tend to 

experience a lower Executive Director turnover rate than BGCA Clubs that do not use 

succession planning.  The p-value decreased notably from .145 to .057 after the log 

transformation was applied, but still fell short of reaching a statistical significance at the 

.05 level.  However, despite exceeding  the commonly accepted benchmark of .05 or less 

p-value for statistical significance , the result of .057 indicates a high probability that a

relationship may exist between the use of succession planning and reduced leadership 

turnover at BGCA Clubs.  Statistical analysis does not allow for certainty of any result, 

regardless of the benchmark used for significance.  A low p-value suggests a trend in the 
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data that is less likely to occur; the .05 or less p-value is no more than a commonly used 

benchmark.  Therefore, the findings provide evidence that the observed differences in 

turnover between Clubs with documented plans, informal plans, or no plan would only 

occur 4.3% of the time unless there were truly differences in turnover based on 

succession planning.  For this reason, the researcher provides these results as supporting 

the study hypothesis and answering “yes” to the research question.  Furthermore, the 

study sought to identify additional variables associated with leadership turnover at Clubs. 

Post-hoc testing was then conducted to understand where the differences in 

turnover existed by comparing each of the three succession planning groups to one 

another (Stevens, 1999).  Tukey pairwise comparisons were conducted for this purpose 

(UCLA Institute of Digital Research, n.d.).  On average, the log transformation turnover 

value for Clubs with a documented plan succession plan (M = 0.95, SD = 0.39) was 

significantly lower than Clubs without a succession plan (M = 1.15, SD = 0.38) at the p-

value = .045 level.  No other significant effects were found (i.e., p-value less than .05).  

This finding suggests that the amount of turnover depends on succession planning, in that 

Clubs with documented succession plans had significantly less leadership turnover than 

Clubs without a succession plan.  An average of 0.6 fewer instances of leadership 

turnover occurred at Clubs with a documented succession plan than Clubs without a 

succession plan, potentially highlighting the ease at which new Executive Directors 

transition into their leadership position when there is a documented succession plan in 

place.  This also suggest that succession planning helps retain Executive Directors for 

longer durations (i.e., lowering turnover). 
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The ANOVA results are shown in Tables 13 and 14.  Additionally, Tables 15 and 

16 show the results after the log transformation was applied, and Table 17 includes the 

Tukey pairwise comparisons.   

Table 13 

ANOVA for Turnover by Succession Planning 
Term SS Df F p-value np

2 

Succession Planning 8.25 2 1.96 .145 0.03 
Residuals 301.37 143 

Table 14 

Mean, Standard Deviation, and Sample Size for Succession Planning  
Combination M SD n 
Documented plan 1.81 1.31 32 
Informal plan 2.31 1.62 39 
No plan 2.41 1.42 75 

Table 15 

ANOVA for Turnover by Succession Planning with Log Transformation 
Term SS Df F p-value np

2 

Succession Planning 0.90 2 2.92 .057 0.04 
Residuals 22.07 143 

Table 16 

Mean, Standard Deviation, and Sample Size for Succession Planning with Log 
Transformation 
Combination M SD n 
Documented plan 0.95 0.39 32 
Informal plan 1.10 0.42 39 
No plan 1.15 0.38 75 
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Table 17 
 
Tukey Pairwise Comparisons for Log Turnover by Succession Planning Group  
(I)  
 
Succession 
Planning 

(J)  
 
Succession 
Planning 

(I-J) 
 

Mean 
Difference 

 
 
 

p-value 

95%  
Confidence Interval 

 
Lower  

 
Upper  

Documented Informal -0.15 0.248 -0.372 0.0718 
Documented No plan -0.20 0.045 -0.3966 -0.0037 
Informal No plan -0.05 0.795 -0.2337 0.1336 

 

As shown in Tables 18 and 19, the ANOVA test was also used to measure the 

relationship between Executive Director turnover and gaps in leadership; the resulting p-

value of <.001 shows strong evidence of a relationship between the two variables.  In 

other words, it is highly probable that the variations in turnover between Clubs with no 

gaps, 1–5 month gaps, 6–11 month gaps, and 12 or more month gaps in leadership were 

not a chance occurrence.  These findings suggest that groups with longer cumulative time 

spent without an Executive Director tend to have greater leadership turnover.  Further 

exploration of this trend was conducted with Tukey post-hoc comparisons as shown in 

Table 20.  The results indicated that no gaps and 1–5 months (p < .001), no gaps and 6–

11 months (p < .001), no gaps and 12 or more months (p < .001), 1–5 months and 12 or 

more months (p = .021), and 6–11 months and 12 or more months (p = .030) were all 

significantly different from one another. However, there was no evidence for a difference 

in turnover between Clubs that experienced 1–5 month gaps and Clubs that experienced 

6–11 month gaps (p = .999).  This supports the researcher’s idea that greater time without 

an Executive Director corresponds with more leadership turnover.  

The cross-sectional data collection method and research design of this study are 

not truly experimental, and thus do not allow for a detailed root cause analysis that could 
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identify which variable causes or affects the other.  Additionally, because the time spent 

without a leader in place can be controlled, Clubs could consider reducing this length in 

the gap to reduce turnover.  This finding also brings to light a need for future research 

using a different research design to investigate whether gaps in leadership cause turnover 

to increase or vice versa; such a study could produce findings that identify means to 

reduce both.  The next step in the research could also advance the identification of the 

symptoms provided by this study to the curing of the condition. 

Table 18 

ANOVA for Turnover by Gaps in Leadership 
Term SS Df F p-value np

2 

Gaps in Leadership 91.49 3 28.12 <.001 0.46 
Residuals 107.38 99 

Table 19 

Mean, Standard Deviation, and Sample Size for Turnover by Gaps in Leadership  
Combination M SD n 
No gaps 1.46 0.65 48 
1–5 months 3.04 1.15 26 
6–11 months 3.05 1.10 20 
12 or more months 4.22 1.99 9 

Table 20 

Tukey Pairwise Comparisons for Turnover by Gaps in Leadership Group 
(I) 

Succession 
Planning 

(J) 

Succession 
Planning 

(I-J) 

Mean 
Difference p-value

95%  
Confidence 

Interval 
Lower  Upper  

No gaps 1–5 months -1.58 < .001 -2.24 -0.92
No gaps 6–11 months -1.59 < .001 -2.32 -0.87
No gaps 12 or more months -2.76 < .001 -3.75 -1.78
1–5 months 6–11 months -0.01 0.999 -0.82 0.80
1–5 months 12 or more months -1.18 0.021 -2.24 -0.13
6–11 months 12 or more months -1.17 0.030 -2.26 -0.08
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In addition to the statistical test results, four positive themes (BGCA work 

experience, BGCA support and resources, Club preparation for the transition, and Club 

Board of Directors) and three negative themes (difficulty of the transition and Executive 

Director role, lack of Club preparation for leadership transition, and Club Board of 

Directors) associated with Executive Director transition experiences were identified and 

warrant attention.  As shown in the literature review, leadership turnover may be the most 

critical reoccurring event for organizations with associated costs and disruptions (Adams, 

2017; Boland et al., 2005; Cavanaugh, 2017; Cotton & Tuttle, 1986; Hannan & Freeman, 

1984; Teegarden, 2004; Walsh & Seward, 1990).  Therefore, it behooves Clubs to be 

prepared to onboard leaders to make transition periods efficient, effective, and positive 

experiences.    

Summary 

The analysis and synthesis of findings presented in Chapter Four provided a 

comprehensive description of the study.  First, an explanation of the research design and 

methods, as well as study participation set a framework of the description.  Next, 

descriptive statistics summarized and illustrated demographic characteristics of the 

participants’ work environment and associated variables.  The use of ANOVA and log 

transformation showed that a statistical significance of .05 or less p-value did not exist 

between the Executive Director turnover (dependent variable) and the use of (or failure to 

use) succession planning (independent variable).  However, the .057 p-value does 

indicate there is a high probability the independent variable has an effect on the 

dependent variable.  Applying the Tukey pairwise comparison revealed a significant 

difference in turnover between Clubs with documented succession plans and Clubs 
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without a succession plan.  Finally, a p-value of less than .001 showed strong evidence of 

a statistically significant relationship between Executive Director turnover and gaps in 

leadership was discovered, explored, and confirmed as the primary focus for future 

research.  Chapter Five will provide conclusions and proposed solutions, as well as 

implications for future research.  
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CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS 

Introduction 

The conclusions, implications, and recommendations described in Chapter Five 

are the result of a research study that examined the relationship between Executive 

Director turnover and succession planning at the Boys & Girls Clubs of America 

(BGCA).  A search for existing literature on succession planning, leadership, and 

turnover produced extensive sources.  However, the search did not uncover any literature 

or research focused on the BGCA.  Therefore, this study was designed specifically to 

create foundational knowledge and research on the relationship between leadership 

turnover and succession planning at BGCAs.  The study also adds valuable research to 

the limited literature focused on leadership, turnover, and succession planning at non-

healthcare organizations in the nonprofit sector.  

This Dissertation in Practice sought to identify practical solutions to help BGCA 

Clubs utilize BGCA resources to support succession planning and reduce leadership 

turnover and organizational disruptions during inevitable leadership transitions.  The 

survey results led the researcher to develop four solutions to reduce leadership turnover 

and organizational disruptions that will be presented in the coming sections.   

Purpose of the Study 

The purpose of this survey study was to investigate the relationship between the 

use of succession planning and Executive Director turnover controlling for the years 2006 

through 2016 at randomly selected BGCA Clubs.  The independent variable was defined 

as the use of (or failure to use) succession planning.  The dependent variable was defined 

as the rate at which Clubs change Executive Directors between the years 2006 and 2016.  
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Aim of the Study 

The aim of this study was to reduce leadership turnover at BGCA Clubs by 

identifying contributing variables.  Leadership turnover is inevitable.  However, 

organizations can still be well-prepared for and effectively manage leadership turnover to 

mitigate disruptions that can negatively impact organizational performance and 

sustainability.     

Proposed Solutions 

  Four proposed solutions are were built upon prior research, data from this study, 

and needs identified by Club leaders.   

1. Root cause analysis of leadership gaps and turnover

2. Succession plan documentation

3. Engagement with Board members

4. Increased communication between boards and clubs

Addressing them could have a significant impact on Clubs and the BGCA that will help 

the organization continue to improve and achieve its mission. 

Support for the Solution 

The four proposed solutions all revolve around strengthening Club leaders and 

performance.   

1. A root cause analysis of the relationship between leadership gaps and

turnover.  Clubs that did not have a gap in leadership experienced less

turnover than Clubs that operated for at least one month without an

Executive Director.  The data also showed that the more total time Clubs

operated without leaders, the greater the leadership turnover was between
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2006-2016.  This solution is proposed because as shared in the literature 

review leadership turnover may be the most critical reoccurring event that 

organizations face. 

2. Documented succession plans.  The majority of Clubs reported that they

currently have a staff member capable of serving as the interim Executive

Director, but only a small percentage of these Clubs also reported having a

succession plan or transition plan in place to develop the potential

successors and execute an effective and efficient transition.  The findings

showed that there was significantly less turnover at Clubs with

documented succession plans compared to Clubs without succession

plans.  Therefore, this solution may help Clubs with the difficult task

identified in the literature review of developing and retaining effective

leaders.

3. Increasing meaningful engagement and support from board members.

This expectation is made clear by the BGCA.  Both positive and negative

comments from Executive Directors made it evident that engagement and

support from board members played an important role in their transitions.

This solution does not have an end date or timeline; it is an ongoing effort.

4. Improve the knowledge exchange and communication between the

BGCA and Clubs.  The survey results highlighted the lack of knowledge

Clubs have of two BGCA resources created specifically to support

leadership succession plans and transitions.  Also, Executive Directors

frequently mentioned BGCA resources and support staff, such as the New
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Executive Orientation and Directors of Development as positive 

components of their transitions.  These examples highlight the significance 

of knowledge exchanges and communication between the BGCA and 

Clubs. 

Factors and Stakeholders Related to the Solutions 

A statistical analysis based on the reported use of succession plans and Executive 

Director turnover from 2006 through 2016 at BGCA Clubs was conducted to investigate 

the relationship between succession planning and Executive Director turnover, as well as 

identify other variables associated with leadership turnover.  

Using ANOVA and log transformation produced p-value results of .057 that 

exceeded the commonly accepted benchmark of <.05 p-value for statistical significance.  

However, the results do not dismiss the existence of a relationship between the 

independent and dependent variables.  In fact, the p-value results show a high probability 

that an effect exists between success planning use and Executive Director turnover.  The 

results from the Tukey pairwise comparison suggest the amount of leadership turnover is 

directly related to documented succession planning, as Clubs with documented 

succession plans had significantly less leadership turnover than Clubs without succession 

plans.  A statistically significant relationship between leadership turnover and gaps in 

leadership was also discovered.  This discovery merits future research to identify the root 

cause(s) of leadership turnover at BGCA Clubs.  Using qualitative tools, such as 

interviews with board members and departed Executive Directors, could provide findings 

directly related to the root cause(s). 
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Implementation of the Proposed Solutions 

Establishing high-quality leadership has been recognized as a significant 

component of organizational success and competitive advantages (Kim and Thompson, 

2012).  The four proposed solutions all revolve around retaining and strengthening Club 

leadership, which is vital to organizational performance (Adams, 2017; Farquhar, 1991; 

Hughes et al., 2010).  The solutions are based primarily on well-established research 

presented in the literature review as well as survey responses to open-ended questions on 

succession planning and leadership transition experience within this study. 

Factors and Stakeholders Related to the Implementation of the Solutions 

The first proposed solution is addressing the strong relationship between gaps in 

leadership and Executive Director turnover rate.  Clubs that did not experience a gap in 

leadership had significantly less turnover than Clubs that operated for at least one month 

without an Executive Director.  The data showed that the more total time Clubs were 

without leaders, the greater the Executive Director turnover rate.  Addressing the root 

causes of leadership gaps and developing strategies to prevent leadership gaps could help 

reduce the frequency of Executive Director turnover and the associated costs and 

organizational disruption.  Conducting further research using a qualitative method, such 

as interviewing board members and previous Executive Directors from Clubs could help 

identify root causes and potential methods to combat leadership turnover.  Exploring 

specific reasons for departures given by Executive Directors and board members could 

provide insights that cannot be obtained with quantitative tools.  This solution is proposed 

because leadership turnover and the associated challenges may be the most critical 

reoccurring event all organizations face (Boeker & Goodstein, 1993; Boyne et al., 2011; 
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Favaro et al., 2014; Fiegener et al., 1996; Finkelstein et al., 2009; Hannan & Freeman, 

1984; Huson et al., 2004; Kesner & Sebora, 1994; Khurana, 2001, 2002; Rosenwald, 

2011).   

The second proposed solution is to develop and implement appropriate 

documented plans for succession, which includes developing both current staff and 

leadership transition processes.  A large majority of Clubs reported that they currently 

have staff capable of serving as the interim Executive Director, but only a small 

percentage of these Clubs also reported having a succession plan or transition plan in 

place to develop the potential successors and execute an effective and efficient transition.  

Further investigating the survey responses for the five major themes addressing the 

reasons why organizations have not developed a documented succession plan may lead to 

better understanding of the resources and support Clubs need to overcome the challenges 

and obstacles preventing them from implementing quality plans.  Although a statistical 

significance of .05 was not confirmed between succession planning and leadership 

turnover with the ANOVA test, the Tukey pairwise comparison did find a difference in 

leadership turnover between Clubs with documented succession plans and Clubs without 

a succession plan.  These findings could justify taking reasonable measures to leverage 

documented succession planning to reduce leadership turnover at BGCA Clubs.  

Furthermore, survey responses to open-ended questions revealed challenges and 

frustrations that could be reduced with proper planning.  The process is involved and 

requires a long-term approach, but previous research has shown it can impact growth and 

performance (Avanesh, 2011; Charan, 2005; Comini & Fischer, 2009; Corso, 2003; 

Gothard & Austin, 2013; Handler & Kram, 1988; Lansberg, 1988; Rosenwald, 2011; 
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Zajac, 1990).  A proposed starting point for Clubs without a documented succession plan 

could be to leverage free BGCA resources, such as the Search Kit and Transition Guide, 

as well as to request assistance from their regional BGCA support staff. 

The third proposal is to increase engagement and support from a Club’s Board of 

Directors. Both positive and negative comments were given by Executive Directors when 

asked to describe their transition into the Executive Director role.  The responses make it 

evident that engagement and support of the Board plays a significant role in the transition 

experience.  Examples of responses to the open-ended survey question included: 

 “Great, the Board hired a transition consultant.  She was great and continues

to work with me and the Board.”

 “Had a great Chair of Board, transition was good.”

 “Stressful and lack of communication with board members.”

 “BGCA was very helpful, but my Board was not knowledgeable enough at

that time to adequately support my onboarding.”

Developing a plan with assigned duties and tasks for specific board members and 

subcommittees to take responsibility for before, during, and after leadership transitions 

could make a positive impact on the experiences and tenure of new Executive Directors 

(BGCA, 2015; Biggs, 2004).  As seen in the negative comments shared above, a lack of 

engagement and support can lead to prolonged frustration and opportunity costs that 

could be associated with leadership turnover and organizational performance.  The 

BGCA have regional support staff that focus on board development who could play a 

significant role in this solution at no cost to the Club. 
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The fourth and final proposed solution is to identify communication methods to 

improve the flow of information between the national BGCA and Clubs.  The survey 

results highlighted the lack of knowledge Clubs have of two BGCA resources that are 

relevant to leadership succession planning and transition.  Of the 145 responses to the 

two survey questions about previously reviewing the Search Kit and Transition Guide 

18% had reviewed the Search Kit, 8% had reviewed the Transition Guide, and 8% had 

reviewed both.  Also, Executive Directors frequently mentioned BGCA resources and 

support, such as the New Executive Orientation and Directors of Development as positive 

components of their transition.  The combination of these two areas of opportunity 

highlight the significance of consistent and quality communication between the BGCA 

and Clubs.  Again, starting with free BGCA resources could serve as a starting point for 

this proposed solution.  

Strategic implementation of the proposed solutions in this Dissertation in Practice 

requires sustained commitment, communication, engagement, and resources from 

leadership at both the national BGCA level and individual Clubs.  Executive Directors 

and Boards of Directors at each Club must be committed to embedding activities and 

processes into their regular duties and responsibilities, which include allocating sufficient 

time and resources.  The BGCA has committed resources and created national staff 

positions to developing quality resources, but the survey results show there are great 

opportunities to increase awareness and usage of BGCA resources to support Clubs 

before, during, and after leadership their transitions. 
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Implications 

Implementing the four proposed solutions has the potential to positively impact 

both the national BGCA and local Clubs by producing practical implications that reduce 

cost and organizational disruption, and lead to future research in related areas, such as 

turnover rate, gaps in leadership, organizational disruption and performance, board 

engagement, organizational communication, and leadership development, specifically for 

the BGCA and Clubs. 

Practical Implications 

As identified in the literature review, leadership turnover may be the most critical 

reoccurring event for organizations as shown by organizations that struggle with 

challenges, such as organizational disruption associated with leadership turnover (Boeker 

& Goodstein, 1993; Boyne, James, John, & Petrovsky, 2011; Favaro, Karlsson, & 

Neilson, 2014; Fiegener et al., 1996; Finkelstein, Hambrick, & Cannella, 2009; Hannan 

& Freeman, 1984; Huson, Malatesta, & Parrino, 2004; Kesner & Sebora, 1994; Khurana, 

2001, 2002; Rosenwald, 2011).  Therefore, reducing turnover and organizational 

disruption are proposed as the most significant practical implications in this study.  

Implementing strategies that reduce leadership turnover can shield limited resources from 

direct turnover costs so the resources may be applied toward other expenses that support 

programs, staff, and services to better serve members and deliver the BGCA mission.  

Consequently, associated cost, such as organizational disruptions associated with 

leadership turnover, could reduce negative impacts on organizational performance and 

allow Clubs to prioritize operations and strategies needed to sustain meaningful 

performance.  
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The quantitative findings from this study identified opportunities, but by the 

nature of the methods are not able to point to specific strategies to reduce leadership 

turnover and/or the associated challenges and costs.  The study identifies the use of 

qualitative methods to investigate the root cause(s) for relationships between leadership 

turnover and gaps in leadership and failure to use succession planning as legitimate 

opportunity.  Findings from qualitative tools such as interviews could lead to measures 

for implementing detailed strategic plans. 

Implications for Future Research 

This researcher could not find previous studies that focused on the relationship 

between Executive Director turnover and succession planning within BGCA Clubs, so 

this study helps to fill that gap.  The foundational data and knowledge obtained in this 

study provide a broad overview of the above relationship, suggesting four specific areas 

for future research with practical implications.   

The first area for future research is the strong relationship between leadership 

gaps and Executive Director turnover rate.  The ANOVA	testing revealed a relationship 

between turnover and extended leadership gaps – this is worthy of further research, 

potentially with the use of qualitative means.  Developing a research design to confirm 

whether turnover causes extended leadership gaps or vice versa could lead to a better 

understanding of how to reduce or eliminate both, which could have a direct impact on 

organizational disruption and performance.   

Specifically, using quantitative methods root causes of the relationship between 

Executive Director turnover and gaps in leadership could lead to practical implications 

and solutions.  This process could also lead to applying qualitative methods, such as 
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observations and interviews to flesh out and investigate underlying reasons, problems, 

and challenges that cannot be detected with quantitative methods.  Additional and 

meaningful areas of research could also focus on how other influences, such as staff 

turnover and financial strength impact Executive Director turnover and gaps in 

leadership. 

Second, the development and advancement of the potential successors is another 

area worthy of future research.  Nearly 75% of respondents reported that a current 

employee is capable of serving as interim Executive Director.  However, less than 25% of 

these Clubs have a succession plan in place.  This shows a significant opportunity for 

Clubs to implement leadership development programs which have helped retain and 

develop into effective leaders who provide competitive advantages for their organizations 

(Christensen, 1997; Fernandez, Noble, Jensen, & Steffen, 2014; Freeborough & 

Patterson, 2015; Froelich et al., 2011).  The leadership programs could help develop a 

pipeline of successors for Club leadership.  In the private sector where leadership 

development programs are more common, organizations fill vacant positions with 

internal candidates at nearly double the rate as nonprofit organizations (Charan, 2005; 

Deaton et al., 2013).   Further research aimed at determining how potential successors are 

identified, how they acquired the knowledge and skills necessary to be considered 

potential successors, and what actions were taken to support their growth and 

development would all serve as valuable areas of research.  The findings from this 

additional research could serve as the foundation for leadership develop programs and 

succession plans.  
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Third, the methods and strategies used by the Boards of Directors of local Clubs 

to support documented succession planning and leadership transitions were examined.  

The engagement of the board was a common theme in both the positive and negative 

comments shared by Executive Directors who described their transition experiences into 

their current role.  Therefore, better understanding of how developing and assigning tasks 

to specific board members or board subcommittees can promote engagement in 

succession planning and leadership transitions before, during, and after the transition 

would serve as a valuable research.  Additionally, taking advantage of regional and 

national BGCA support staff that support board development is an area of opportunity for 

these Clubs.   

The fourth and final area for further research is communication between the 

national BGCA and local Clubs about BGCA resources and support.  Effective 

communication can add value to operations and influence relationships between the 

BGCA and Clubs (Arbreton et al., 2005; Dimaggio & Powell, 1985; Johnson et al., 

1996).  This opportunity is highlighted by two findings in the survey results.  First, only a 

small percentage of Clubs were aware of the BGCA Search Kit or Transition Guide prior 

to the study, despite the majority of Clubs also reporting that such resources are relevant 

to their individual Clubs.  Second, BGCA resources and support, such as the New 

Executive Orientation and Director of Development positions, were mentioned 

throughout the positive comments from Executive Directors who described their 

onboarding experience.  Understanding how to effectively and efficiently communicate 

resources and support from the BGCA to Clubs, as well as how Clubs can keep the 

BGCA abreast of needs and trends, would serve as valuable areas of research.  
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Summary of the Study 

This quantitative study was designed to focus on succession planning and 

leadership at BGCA Clubs.  Although research exists supporting the positive impact of 

succession planning (Avanesh, 2011; Charan, 2005; Corso, 2003; Zajac, 1990) and the 

important role leadership plays in organizational success (Allen et al., 2013; Balsmeier et 

al., 2011; Bloom et al., 2005; DiMaggio & Powell, 1985; Garman & Glawe, 2004; 

Huselid & Becker, 1997; Zenger & Folkman, 2002), no research was found that 

addressed either topic specifically for the BGCA.  Therefore, the study was framed 

around the importance leadership plays in organizational performance and how the use of 

succession planning could help BGCA Clubs develop and retain leaders.   

 The results from the ANOVA and Tukey pairwise comparison tests were 

important discoveries made in this study.  The ANOVA results indicated a high 

probability that an effect existed between the use of (or failure to use) succession 

planning and Executive Director turnover, despite not meeting the commonly accepted 

benchmark for statistical significance.  Additionally, ANOVA results showed strong 

evidence of an effect between Executive Director turnover and gaps in leadership at 

BGCA Clubs.  The findings also showed that on average, Clubs with more Executive 

Director turnover have also experienced greater gaps in leadership.  The Tukey pairwise 

comparison provided a deeper look into the ANOVA results for the study hypothesis.  

Strong evidence was discovered that showed Clubs with documented succession plans 

experienced far less leadership turnover than Clubs without succession plans.  The limits 

of the research design did not allow the researcher to identify root causes.  Therefore, the 

researcher recommends developing a new research design to pinpoint the root cause(s) of 
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this correlation to identify opportunities to reduce both variables, which is important 

because both variables have been shown to negatively impact organizational 

performance.  Using both board members and former Executive Directors as sample 

populations could provide valuable insight from both sides of the departures.  This 

discovery is a part of the foundational recommendation for areas of future research to 

address leadership turnover at BGCA Clubs.   

 This Dissertation in Practice contributes to the limited body of research on 

succession planning and leadership at nonprofit organizations and serves as the first 

research focused on these topics at the BGCA.  The proposed solutions based on the 

study findings and associated literature serve as a framework for the BGCA to advance 

the efforts to attract, support, and retain effective leaders who are vital components in the 

work required to achieve the BGCA’s invaluable organizational mission.  However, 

many opportunities remain to exhaustively study leadership turnover at BGCA Clubs.  

The four recommended areas of future research (leadership gaps and turnover, Board 

support and engagement, development of potential successors, and communication 

between the BGCA and Clubs) converge on retaining and strengthening Club leadership, 

and could serve as the next phases of research.  
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Appendix 1 
 
Demographic Questions 

 
1. What Boys & Girls Club of America (BGCA) region are you in? 

a. Northeast (CT, DE, MA, MD, ME, NJ, NY, PA, RI, VT)  
b. Southeast (AL, AR, DC, FL, GA, LA, MS, NC, SC, TN, VA) 
c. Midwest (IA, IL, IN, KY, MI, MN, MO, ND, NE, OH, SD, WI, WV) 
d. Southwest (AZ, CO, KS, OK, MT, NM, TX, WY)  
e. Pacific (AK, CA, HI, ID, NV, OR, UT, WA) 

 
2. What was size was your Clubs 2016 operating budget? 

a. $599,999 or less 
b. $600,000 - $999,999 
c. $1,000,000 - $1,499,999 
d. $1,500,000 - $1,999,999 
e. $2,000,000 or more 

 
3. How many (number) full-time staff work for your Club? Include all locations and 

vacant positions that you are actively seeking to fill. 
 

 
4. At how many facilities does your Club offer programs and/or services?  This 

number should include facilities at partner organizations, such as public schools, 
and other facility locations. 
 

 
5. Which population does your Club serve? 

a. Rural 
b. Urban 
c. Suburban 
d. A combination of two populations with each of the two populations 

representing at least 40% of the total Club population. The third 
population represents less than 20% of the total Club population for this 
answer. 

e. A combination of all three populations (rural, urban, and suburban) with 
each population representing more than 20% of the total Club population. 
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6. What year was your Club established?  If your Club has more than one facility, 
use the year of your oldest facility or program. 
 

 
7. Is your Club in operating in partnership with other organizations or services? 

a. Native American Services 
b. Military base 
c. Public housing 
d. Public school  
e. Private school 
f. No 
g. Other 

 

 

For the purposes of this survey, “Operating partnership” is defined as organizations 
that provide facilities and/or land for your Club to operate regularly (at least once 
per week) held programs. 

 
8. How many individuals have held the title Executive Director or interim Executive 

Director for your Club between 2006 – 2016?   
For the purpose of this survey, “Executive Direct” includes the titles of CEO, 
CPO, and President. 

 
 

9. If your Club operated for a month or more without a permanent Executive 
Director between 2006-2016, approximately how long was this vacancy period?  
List vacancy periods by number of years and months, and separately list the 
periods if there was more than one vacancy period.  Periods with interim 
Executive Directors should be considered vacancy periods for this question, even 
if the interim Executive Director was hired as the permanent Executive Director. 
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Executive Search Tool Kit Questions 
 

10. Have you reviewed the BGCA Executive Search Tool Kit prior to being contacted 
about this study?   

a. Yes 
b. No 

 
11. If you have reviewed the BGCA Executive Search Tool Kit, how likely is your 

Club to use it for future leadership searches? 
a. Definitely  
b. Possibly 
c. Possibly Not 
d. Definitely Not 
e. Have not reviewed the Executive Search Tool Kit 

 
12. Based on your Club needs, rate the relevance of the Executive Search Tool Kit?  

a. Not at all relevant 
b. Usually not relevant Indifferent 
c. Sometimes relevant  
d. More relevant than not 
e. Always relevant 

 
13. What one word best describes the Executive Search Tool Kit?   

 
Managing Executive Transition Guide Questions 

 
14. Have you reviewed the BGCA Managing Executive Transition Guide prior to 

being contacted about this study?   
a. Yes 
b. No 

 
15. If you have reviewed the BGCA Managing Executive Transition Guide, how 

likely is your Club to use it for future leadership transitions? If answer e is 
selected, skip to question 17. 

a. Definitely  
b. Possibly 
c. Possibly Not 
d. Definitely Not 
e. Have not reviewed the Managing Executive Transition Guide to make a 

decision 
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16. Based on your Club needs, rate the relevance of the Managing Executive 
Transition Guide? 

a. Not at all relevant 
b. Usually not relevant Indifferent 
c. Sometimes relevant  
d. More relevant than not 
e. Always relevant 

 
17. What one word best describes the Managing Executive Transition Guide?   

 
 
Succession Planning Questions 
The following definitions are to be used for the purpose of this survey: 

 Documented succession planning – the conscious effort to use any written tool or 
resource, such as the homegrown succession plan, Executive Search Tool Kit, or 
Management Transition Guide to develop capable employees so they may be 
better prepared to assume leadership responsibilities. 

 Informal succession planning – the conscious effort to develop capable employees 
so they may be better prepared to assume leadership responsibilities. 

 Succession Planning: the process of identifying those jobs considered to be at  
the core of the organization - too critical to be left vacant or filled by any but the 
best qualified persons—and then creating a strategic plan to fill them with 
experienced and capable employees. (United States Office of Personal 
Management, 2016) The use of succession planning is the independent variable. 

 
18. Does your Club use a succession plan for Club leadership?  If answer C is 

selected, skip to question 21. 
a. Yes, we use documented succession plan 
b. Yes, we use an informal succession plan 
c. No, we do not use a formal or informal succession plan 

 
19. Please briefly describe your succession plan. 

 
 

20. To the best of your knowledge, for how many years has the succession plan been 
used?  The succession plan may have changed over the years, so count all the 
years a succession plan has been used. 
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21. Were any components from the Executive Search Tool Kit incorporated into your 
succession planning?   

a. Yes 
b. No 
c. Unknown 

 
22. Does your Club staff have the appropriate knowledge and resources to develop a 

documented succession plan? 
 
For the purpose of this survey, “appropriate knowledge” is defined as 
information, skills, and/or expertise possessed by one or more board members 
that may be shared with the Board of Directors (BOD) to document succession 
planning processes and tools without external support (consultants, volunteers, 
etc.). 
 
For the purpose of this survey, “appropriate resources” is defined as staff with 
the necessary skills and time, finances, and technology that allows the club to 
implement and maintain documented succession planning processes and tools 
without external support (consultants, volunteers, etc.)       
 

a. Yes – we have the appropriate knowledge and resources 
b. Yes – we have the appropriate knowledge and resources, but our informal 

succession plan is best for our Club 
c. No – we have the appropriate knowledge, but lack appropriate resources 
d. No – we have the appropriate resources, but lack appropriate knowledge 
e. No – we lack both the appropriate knowledge and resources 
f. N/A – we have already developed our own succession plan (documented 

or informal) 

 
23. If your club does not use a documented succession plan, what may be preventing 

your Club from creating a documented succession plan?  Select all that apply. 
a. Lack of financial resources for external assistance 
b. Lack of time 
c. Lack of succession planning knowledge 
d. More pressing items require attention and resources before we address 

succession planning 
e. An informal succession plan that is best for our Club 
f. N/A – we use a formal succession plan 
g. Other (please explain in the box below) 
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24. Based on your Club needs, rate the relevance of a succession plan? 
a. Not at all relevant 
b. Usually not relevant Indifferent 
c. Sometimes relevant  
d. More relevant than not 
e. Always relevant 

 
25. Based on your Club needs, which type of succession plan is appropriate? 

a. Documented 
b. Informal 
c. None 
d. Undecided 

 
26. Is there a current employee at your Club capable of serving as an interim ED, if 

an interim ED were needed at your Club immediately? 
a. Yes, a current employee is capable of serving as interim Executive 

Director. 
b. No, a current employee has not demonstrated that they are capable of 

serving as an interim Executive Director.   
c. Undecided 

 
27. Does your Club use a transition plan for new Executive Directors? 

a. Yes, a documented transition plan is in place to prepare a new Executive 
Director for their duties and responsibilities.  

b. Yes, an informal plan exists to prepare a new Executive Director for their 
duties and responsibilities.   

c. No, neither a documented or informal transition plan exist. 
 

28. Based on your Club needs, rate the relevance of a transition plan to help train and 
onboard new Executive Directors? 

a. Not at all relevant 
b. Usually not relevant Indifferent 
c. Sometimes relevant  
d. More relevant than not 
e. Always relevant 

 
29. Based on your transition to the Executive Director role, how would you describe 

the experience?  Please also share anything you feel is relevant about the nature of 
executive transitions.? 
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Appendix 2 
May 7, 2017 

Re: BGCA Leadership Study 

Dear BGCA Club Leaders, 

My name is Julius Leary, I am a board member for the Boys & Girls Club of Lawrence, 
KS.  I am also a doctoral student studying in the EdD in Interdisciplinary Leadership 
program at Creighton University.  I am contacting you because I am writing my 
dissertation on the BGCA and need your help.  My proposal title is Succession Planning 
and the Usage of the Executive Search Tool Kit at the Boys & Girls Clubs of America.  
The purpose of my study is to identify relationships between the past use of the BGCA 
Executive Search Tool Kit (Search Kit) and succession planning, leadership turnover, 
budget growth, and membership growth.   

This email is just to say hello and introduce myself.  In the next 30 – 60 days, I will email 
you a web link to Qualtrics, which is the web service I will use to gather the data.  
Participants do not have to have a Qualtrics account to complete the survey.  Qualtrics 
will ensure all responses remain anonymous and confidential.  Groups of clubs may be 
categorized together based on demographic information, such as BGCA region, 
membership size, number of facilities, etc., but information that would identify individual 
Clubs will not be included in the study.   

Each Club counts as a single participant.  It will also be beneficial to work with the Club 
leadership staff to gather information prior to starting the survey.  I will attach a copy of 
the survey questions in my next email with the survey link to allow you to review the 
questions and gather information prior to starting the survey.   

I will be attending the national BGCA conference next week in Dallas, so if you are also 
attending there’s a chance will get to meet in person.  

If you have any questions or concerns, please do not hesitate to contact me via email at 
jleary@bgclk.org or phone at (785) 766-6628.  Additionally, my Club Executive 
Director, Colby Wilson has offered to confirm my position as board member for the Boys 
& Girls Club of Lawrence, KS.  He may be reached via email at cwilson@bgclk.org or 
phone at (785) 841-5672. 

Take care, 

Julius Leary 
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Appendix 3 

Institutional Review Board	

2500 California Plaza • Omaha, Nebraska 
68178 phone: 402.280.2126 • fax: 

402.280.4766 • email: irb@creighton.edu	

		
DATE: April 10, 2018 
    
TO: Julius Leary, EdD 
FROM: Creighton University IRB-02 Social Behavioral 
    
PROJECT TITLE: [1217423-1] Succession Planning at the Boys & Girls Clubs of America
SUBMISSION TYPE: New Project 
    
ACTION: DETERMINATION OF EXEMPT STATUS 
DECISION DATE: April 10, 2018 
    
REVIEW CATEGORY: Exemption category # 2 
    
Thank you for your submission of New Project materials for this project. The following 
items were reviewed in this submission: 

• Application Form - 402 Application for Determination of Exempt Status 
Observation_Julius Leary.doc (UPDATED: 04/2/2018) 

• Creighton - IRB Application Form - Creighton - IRB Application Form 
(UPDATED: 04/6/2018) 

• Letter - IRB_Request Letter_Julius Leary.docx (UPDATED: 04/2/2018) 

• Questionnaire/Survey - IRB_Survey Attachment_Julius Leary.docx (UPDATED: 
04/2/2018) 

This project has been determined to be exempt from Federal Policy for Protection of 
Human Subjects as per 45CFR46.101 (b) 2. 
All protocol amendments and changes are to be submitted to the IRB and may not be 
implemented until approved by the IRB. Please use the modification form when 
submitting changes. 
If you have any questions, please contact Christine Scheuring at 402-280-3364 or 
christinescheuring@creighton.edu. Please include your project title and reference 
number in all correspondence with this committee.  
This letter has been electronically signed in accordance with all applicable regulations, and a copy is retained within Creighton 
University IRB-02 Social Behavioral's records. 
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Date 
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Recommended Salary Ranges 
At XX% of Market Median 

(actual for XXXX, GA: XX.X%) 
 

Class “B” Organization - Income Range 
 

Class Income Title Minimum Midpoint Maximum 

B $XXXX - $XXXX Chief Executive Officer $XXXX  $XXXX $XXXX 

  Director of Development $XXXX $XXXX $XXXX 

  Asst Exec Dir/VP/Director of Operations $XXXX $XXXX $XXXX 

  Director of Finance/Accounting/CFO $XXXX $XXXX $XXXX 

  Unit/Branch Manager $XXXX $XXXX $XXXX 

  Accountant/Bookkeeper $XXXX $XXXX $XXXX 

  Facilities Management Director $XXXX $XXXX $XXXX 

  Human Resources Director/Manager 1 $XXXX $XXXX $XXXX 

  Office Manager $XXXX $XXXX $XXXX 

  Development Coordinator $XXXX $XXXX $XXXX 

  Education Director $XXXX $XXXX $XXXX 

  Program Director $XXXX $XXXX $XXXX 

  Special Events Coordinator $XXXX $XXXX $XXXX 

  Teen Director $XXXX $XXXX $XXXX 

  Volunteer Coordinator $XXXX $XXXX $XXXX 

  Program Administrator/Manager * $XXXX $XXXX $XXXX 

  Program Aide * $XXXX $XXXX $XXXX 

  Secretary * $XXXX $XXXX $XXXX 

Please note that these ranges reflect full-time salaries based on a 40-hour work week.  If your Club has positions that 
work a schedule less than 40 hours, divide the range minimums, midpoints and maximums by 2080 (40 hours x 52 
weeks) to determine the hourly rate.  Multiply the hourly rate by the annual number of hours worked by the position(s) 
in your Club. 

* When adjusting the ranges for geographic differentials, be sure they comply with state and local minimum wage laws. 
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Boys & Girls Clubs of Anytown XXX 
CEO Selection Schedule-Project Management 

 Task 
Person 

Responsible 
Date 

 Set Search Committee Meeting   
 Analysis of job requirements (Notice of Vacancy)   
 Discussion of competitive/attractive compensation   
 Develop selection budget   
 Complete Recruitment Plan of Action –What Skills Are Needed to Drive the 

Organization (Link to CEO Compt. Model and Interview Guide) 
  

 Develop public notice of CEO opening for local media Committee (if 
needed?) 

 

 Notice of CEO opening posted on the Web and in local newspaper (if 
needed) 

BGCA Job Listing  
Service & 
Committee 

 

 Deadline to receive applications (receipt acknowledgement letters sent 
automatically)  

  

 Behavior Based Interview and Selection Toolkit Orientation   
The Screening Phase   
 Notice of Vacancy ends, resumes sent to Committee Chair  BGCA/CLS  
 Resume screening-Narrow to Top 5 Committee- See 

Template 
 

 1st REJECTION DECISION - Phone screening of Top 5 candidates Committee- See 
Phone Interview 
Guide 

 

 2nd REJECTION DECISION-Select top 2-3 candidates Committee  
On-Site Interview Phase   
 Check personal and professional references Committee  
 Secure lodging and travel arrangements for top candidates Committee  
 Secure location to hold interviews-Interview Method Committee  
 Secure location for social/dinner to meet board/community Committee  
 Determine Who Needs to Meet and Greet Candidates Committee  
 Interview schedule sent to top candidates-Assign Board Member Shadow 

from Search Team 
Committee  

 Assignments for selection interview team made Committee  
 Conduct interviews-Determine Method Committee - Share 

Best Practice 
Methods 

 

 Data integration/decision/Approvals     
Selection/Offer Phase   
 FINAL REJECTION CALL & DECISION - Selection of top candidate Committee and 

Exec Committee 
 

 Job offer in writing - Date to begin employment; Contingent on 
Background, Credit, and Motor Vehicle Check 

Committee Chair 
and Board Chair - 
See Letter of 
Employment 

 

 Written Notification to Full Board and Stakeholders Committee Chair 
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Upon Arrival   
 Media informed of new CEO Board Chair   
 New CEO begins employment Board Chair   
 On-Boarding Plan Finalized with DOD (See sample-link to Letter of 

Employment) 
Board Chair  

 Board presents CEO to the media (press conference or reception) Board Chair    
 Board develops Performance Standards for CEO-90 Day and 1 Year 

Targets (Intergrade SOE and KPI’s) 
Board Chair   

 New Executive Orientation   
 Executive Coach Assigned   
 90-day Performance Review Completed Board Chair  
 Required New Executive Orientation training TBD  
 1 Year Review Completed 

Metrics Established for 2016 
Board Chair & 
Selected Team 

 

 

Notes Actions & Follow Up  Who  By When 
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General Job Description for a Chief Executive Officer 
TITLE:  Chief Executive Officer, President, Executive Officer 

REPORTS TO:  Board of Directors 

JOB SUMMARY: 

Responsible for the overall planning and operation of the organization, in accordance 
with the mission and goals of the organization.  Provides leadership, direction and 
support to the Board of Directors in developing organizational goals, attaining/allocating 
resources, and establishing policies. 

MAJOR RESPONSIBILITIES: 

 Guides, supports and serves the Board of Directors in establishing goals and 
developing policies, procedures, budgets and programs that fulfill the mission of the 
Boys & Girls Club. 

 Provides leadership to Club staff through the establishment of goals, objectives, and 
procedures; develops administrative and operational standards by which goals will 
be met. 

 Assures management and attainment of resources necessary to ensure the financial 
operations of the agency are conducted in accordance with applicable laws.  Assures 
that the organization is in compliance with membership and other requirements or 
standards of Boys & Girls Clubs of America, United Way and other affiliated and 
regulatory agencies. 

 Oversees staffing activities of the organization, including recruiting, selecting, 
training, supervising, and evaluation of both paid and volunteer staff. 

 Monitors and approves the organization's program services and assures 
achievement of its mission and goals. 

 Promotes Boys & Girls Club services to individuals, other service organizations, and 
the local community. 

 Directs and participates in public relations and fundraising activities.  

 Provides professional leadership to the Board of Directors to assure development of 
an effective and motivated board, including identification, recruitment, training and 
involvement of members in meeting the goals of the organization. 

ADDITIONAL RESPONSIBILITIES: 

 May be assigned special projects periodically by the Board of Directors. 

RELATIONSHIPS: 

Internal:  Maintains close contact with Board of Directors, Club Staff, and volunteers. 

External:  Maintains contact with potential and current donors, external community 
groups. 
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Recommended 2014 Compensation Ranges 

Chief Executive Officer $_______ to $_________ 

 

SKILLS/KNOWLEDGE REQUIRED: 

 Bachelor's degree from an accredited college or university preferred. 

 A minimum of eight years work experience in a non-profit agency or Boys & Girls 
Club which included management and supervision, with at least two years in a 
leadership capacity; or an equivalent combination of experience.  

 Demonstrated skills and competency in the following areas:  the mission, objectives, 
policies, programs and procedures of Boys & Girls Clubs; of the principles and 
practices of non-profit organizations and of management; and resource development 
activities and sources of funding. 

 Demonstrated ability to organize, direct, plan and coordinate operations in a multi-
unit organization. 

 Leadership skills, including negotiation, problem solving, decision making, 
delegation. 

 Strong communication skills, both oral and written; ability to speak effectively and 
persuasively to groups and individuals. 

 Demonstrated competency and ability in establishing and maintaining effective 
working relationships with the Board of Directors, staff, community groups, and other 
related agencies. 

 Demonstrated ability to supervise professionals and other staff/volunteers that may 
be in distant subunits of the organization. 

 Advanced knowledge and expertise in asset management including financial 
resources and property. 

 Demonstrated ability to supervise professionals and other staff. 

DISCLAIMER: 

The information presented indicates the general nature and level of work expected of 
employees in this classification.  It is not designed to contain, nor to be interpreted as, a 
comprehensive inventory of all duties, responsibilities, qualifications and objectives 
required of employees assigned to this job. 

 

Signed by:            
 Candidate Date 

Approved by:              
 Board Chair Date 
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CEO LEADERSHIP MODEL

FUTURE FOCUS 

Thinking Beyond the Walls and 
Partnering Beyond the Walls 

RELATIONSHIP DEVELOPMENT 

Cultivating Connections and 
Building Public Trust 

BUSINESS RESULTS 

Raising and Managing the 
Money 

ORGANIZATION CAPABILITY AND 
IMPACT  

Setting Direction and 
Finding/Developing Talent 

PERSONAL EFFECTIVENESS 

Demonstrating Critical Traits 

 

Strategic Thinking 

 Pushes to find new ways of 
partnering  

 Thinks creatively to bring new or 
additional value to the 
community  

 Anticipates potential partnering 
opportunities that could create 
impact  

 

Board Effectiveness 

 Works with the Board as a 
partner and collaborator  

 Works actively to show 
appreciation for contributions 
made by the Board  

 Translates growth objectives 
into real impact on children  

 Builds and maintains an 
effective Board 

 

“Investor Focus” 

 Effectively manages growth 
and long-term sustainability  

 Grows capacity to raise 
money in tandem with 
expansion  

 Strives to meet donor 
expectations for outcome 
evidence  

 

Compelling Vision 

 Creates and shares a 
compelling vision for making a 
difference in the lives of youths 
and communities  

 Develops organizational 
support for the direction and 
priorities of the BGCA 
Movement  

 Inspires others to higher levels 
of aspiration and performance  

 

Passionate Communication 

 Tells a compelling story of 
how the Club impacts 
members that is tailored to the 
needs/interests of others  

 Ensures that the BGCA 
Movement’s core values and 
beliefs are integral to the 
organization’s culture  

 Demonstrates passion for  
the Movement and Mission  

Partnering Astuteness 

 Manages the complex sets of 
partnerships and relationships 
effectively  

 Shows confidence/excitement in 
knitting together diverse 
interests 

 Demonstrates diplomacy in 
dealing with multiple “bosses” 
and stakeholders  

Community Engagement 

 Articulates the BGCA 
Movement’s mission to the 
community and shows how it 
comes alive in key impact 
areas  

 Continually finds new ways to 
engage the community  

 Builds credibility and respect 
with diverse sets of people in 
the community 

Funding Savvy 

 Creates effective strategies to 
deal with competition from 
other non-profits  

 Creates effective strategies to 
deal with complex grant 
processes  

 Acts proactively to secure 
availability and reliability of 
funding sources  

 Finds non-traditional forms of 
generating revenue  

Strong Leadership Teams 

 Understands personal 
shortcomings and surrounds 
self with complementary 
strengths  

 Delegates effectively to staff to 
accomplish goals of the 
organization  

 Uses involvement, 
participation, and collaboration 
to make decisions as 
appropriate  

Tenacity and Persistence 

 Demonstrates a sense of 
urgency based on 
understanding of needs  

 Finds a way to get things 
done despite setbacks  

 Demonstrates desire and 
willingness to learn from 
experiences 

 

Diverse Perspective 

 Builds an inclusive environment 
within the Club that celebrates 
diversity  

 Demonstrates ability to leverage 
individual and cultural diversity  

 Actively promotes ways to 
develop children into engaged, 
caring citizens of their 
community and the world  

Image Building 

 Expresses genuine 
enthusiasm for the core 
beliefs of the BGCA 
Movement  

 Builds a strong reputation 
based on quality, safety, and 
consistency of programs  

 Generates goodwill with 
stakeholders through actions 
that engender trust   

Execution and Accountability 

 Translates strategies into 
plans that can be effectively 
executed  

 Ensures that the key impact 
elements for effective youth 
development are implemented 
in the Clubs  

 Establishes accountabilities 
and metric systems for his/her 
organization 

 Puts systems and processes 
in place to ensure 
organization effectiveness and 
efficiency  

Staffing for High Performance 

 Consistently recruits talented 
people  

 Consistently retains talented 
people  

 Continually assesses staffing 
requirements based on 
organization needs  

 Shapes the culture and reward 
system to energize talent in 
support of the Mission  

Character 

 Has high integrity and acts as 
a role model  

 Puts interests of the 
organization above all else  

 Maintains energy and 
commitment over time  
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      Notice of Vacancy Posting Form 
 
Please provide the information requested below to your Club Liaison Services 
Specialist, who will post it on www.bgca.org > Career Opportunities 
 

I. General:  

Posting Title:    

Minimum Salary:   

Maximum Salary:  
	
Reason for Vacancy (Select one: New position, 
Reclassification, Replacement)     

 

II. Experience:   
Minimum Years of 
Experience: Years 

Desired Years of Experience: Years 
 
Is travel required?   
If yes, approximately what % of time will be spent in travel?  % 

 

Education Required:  
(e.g., Bachelor’s, Master’s, Doctoral degree, or 
other):    

 
III. Job Summary 
In a summary paragraph provide a job description for this position: 
 
  
 
 
Provide a summary list of job requirements for this position:  
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V. Posting  

a)  Posting Date:  

b)  Closing date:  
 

Application submitted by: 

Name:   

Position:  
Contact 
Number:  

Email:  
 

Resumes should be emailed to: 

Name:  

Position:  
Contact 
Number:  

Email:  

IV. Organization  

Organization Name:  
Organization Global 
Id#:  

City & State:  
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Sample Vacancy Notices 
SAMPLE 1: 
Boys & Girls Clubs of Anytown XXX seeks a uniquely qualified and highly 
motivated person as Chief Executive Officer.  Boys & Girls Clubs of Anytown 
XXX is a local unit affiliated with Boys & Girls Clubs of America and serves 
children aged 6-18.  The Club offers after-school, evening, and non-school day 
programs of sports, crafts, tutoring and other adult supervised activities.  Initial 
targeted youth are those most at-risk.  The Chief Executive Officer will be 
involved in every aspect of the Club's operation, reporting to the local volunteer 
board of directors.  The successful candidate must be a strong role model for 
youth.  A Bachelor’s degree with experience in the nonprofit or business 
profession, and 2+ years of experience leading an organization is required.  
Apply online and attach resume at www.bgca.org > Career Opportunities. 

Equal Opportunity Employer 

SAMPLE 2: 

The Board of Directors of the Boys & Girls Clubs of Anytown XXX is seeking a 
dedicated, career-oriented Chief Executive Officer to lead the agency in fulfilling 
its mission of providing the needed leadership, guidance, and inspiration that will 
help young girls and boys grow up to be responsible adults.  The successful 
candidate will have a minimum BA degree, administrative experience with a non-
profit agency, a demonstrated record of community-based achievement, and 
successful experience in raising funds.  This position requires a working 
knowledge of youth-related issues, strong fiscal management skills, and 
excellent speaking, writing, marketing, and public relations skills.  This candidate 
must also have a demonstrated ability to oversee a budget and the ability to 
maintain effective working relationships with the board of directors, operational 
staff, donors, community volunteers and agency funding sources.  Apply online 
and attach resume at www.bgca.org > Career Opportunities. 

Equal Opportunity Employer 

SAMPLE 3: 

The Chief Executive Officer is responsible for managing the business operations 
and program staff of Boys & Girls Clubs of Anytown XXX, a fast-paced, dynamic 
organization with over 1600 youth members.  Minimum requirements: Proven 
leadership and supervisory abilities; strong written and oral communications 
skills; experience in budget formulation and execution, resource development 
experience, a bachelor’s degree, competence in Microsoft Office.  Preferred 
qualifications include: experience working with youth; community relations and 
customer service experience; and experience working with a board of directors in 
a non-profit organization.  Competitive salary and benefits. Apply online and 
attach resume at www.bgca.org > Career Opportunities. 

Equal Opportunity Employer 
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 Resume Screening Criteria 

  
Bachelor’s degree from an accredited college/university.   Yes        
  No 

Masters degree from an accredited college/university.   Yes        
  No 

Experience in a multi-unit organization.   Yes        
  No 

Currently or previously held position(s) at the Chief Executive Officer.   Yes        
  No 

Currently or previously held position(s) at Senior Management level.   Yes        
  No 

Experience in multi-cultural settings/diverse communities.   Yes        
  No 

Knowledge of Boys & Girls Club philosophy and standards.   Yes        
  No 

Boys & Girls Club experience.   Yes        
  No 

Training in management of a non-profit corporation.   Yes        
  No 

Knowledge of programs and children's needs   Yes        
  No 

Stable job history   Yes        
  No 

Demonstrated or Communicates Skills from CEO Leadership Model: 

  Strategic Thinking   Yes        
  No  

  Partnering Astuteness   Yes        
  No  

  Diverse Perspective   Yes        
  No  

  Board Effectiveness   Yes        
  No  

  Community Engagement   Yes        
  No  

  Image Building   Yes        
  No  

  Investor Focus   Yes        
  No  

  Funding Savvy   Yes        
  No  

  Execution and Accountability   Yes        
  No  

  Compelling Vision   Yes        
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  No  

  Strong Leadership Teams   Yes        
  No  

  Staffing for High Performance   Yes        
  No  

  Passionate Communication   Yes        
  No  

  Tenacity and Persistence   Yes        
  No  

  Character   Yes        
  No  
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 Sample Rejection Letter 

It is discourteous and un-businesslike to ignore anyone who has shown interest in 
your vacancy.  Your personal image that of your Boys & Girls Club, and the entire 
Movement can be hurt by improper rejection procedures.  The most often used 
method is by letter.  Care must be taken so that a rejection letter is well thought 
out and considerate.   

A sample letter to a person rejected early in the selection process may be: 

Dear Mr. Smith: 

Thank you very much for your interest in our       vacancy.  After evaluating 
your qualifications, we are of the opinion that the experience of some of the other 
candidates are more closely related to our needs.  We regret we cannot consider 
you for the position. 

Thank you for your interest in our Club and best of luck in your career. 

Sincerely, 

Your name 

A person who has gone through the entire screening process is entitled to 
something a bit more personal. 

Dear Joe: 

It was a tough decision to make.  After careful deliberation, the Board of Directors 
felt that another candidate for the       position was closer to the job 
specifications.  This is in no way a reflection on the quality of your background or 
your personal characteristics.  All of us who saw you, liked you.  Your experience 
is certainly excellent. 

We wish you the best of luck in your career.  The strengths you possess certainly 
will make you an asset to some Boys & Girls Club.  We sincerely regret it could 
not be ours. 

Sincerely, 

Your name  
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Chief Executive Officer  
 

SEARCH & SELECTION TOOL 
 

TELEPHONE INTERVIEW GUIDE 
 

Candidate ______________________________________ Date ___________ 
 
Interviewer _____________________________________ 

 
Date ___________ 

 
INTERVIEWS SHOULD BE CONDUCTED AROUND A SPEAKER PHONE.  AFTER 
GREETING AND INTRODUCTIONS, SEARCH COMMITTEE MEMBERS WILL ASK 
QUESTIONS LISTED IN THIS GUIDE.  EACH INTERVIEW SHOULD LAST 12 - 15 
MINUTES.  AT THE END OF EACH INTERVIEW, THE CANDIDATES SHOULD BE 
RATED ON THE SCOPE AND DEPTH OF THEIR EXPERIENCE AS REFLECTED IN 
THEIR ANSWERS. 
 
Background Information: (Using resume, review, current job, how long, core role, size 
organization, and prior to interview.) 
 

Telephone Interview Guide for Conference Call Leader 
 

INTERVIEW QUESTIONS 
 
1.  Tell us about your current organization including operating budget, number of staff, 

number of units or service locations, and funding: 
 
 
 
 
 
2.  In your current position, what are your top three responsibilities and briefly describe 

each for us. 
 
 
 
 
 
3.  What is the greatest challenge in the area of human resources or operations you 

have faced in the past twelve months and how did you handle it?  What is its status 
now? 

 
 
 
 
 
4.  What has been your specific responsibility in working with a Board of Directors and 

what have you helped them accomplish? How much money to raise from non-
governmental sources? How? 
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Page - 2 - 
Telephone Interview Guide 
 
5.  Why you are interested in making an employment change at this time in your career 

and, in particular, why are you interested in this position in Emporia? 
 
 
6.  Tell us about one of you most successful leadership efforts. 
 
 
7.  Why are you interested in coming to Atlantic City at this time in your career? 
 
 
During Interview: 
 
One Lead Board Volunteer asks the Questions. 
 
Search Team rates each candidate and their response to each question 1 to 5 with 5 
being highest and then rank the candidates based on what you heard and sensed in the 
communication style. 
 
Following Interviews –Integrate Scores – Select On-Site Interviewee. 
	

Call Back Assignment, Scheduling of On-Site Interviews and Logistics. 
	

Action or Step Person Assigned When Comments 
On-Site Interview 
Dates and Times 

   

Call Back & 
Scheduling 

   

Lodging    
On-Site Interview 
Flow 

1. Individual Interviews 1 
½ Hr 

2. Dinner with Selected 
Committee Members or 
Group  

3. Breakfast with the 
candidates. 
Candidates present to 
group 

4. Tour of Club 
5. Tour of Community 

 

  

Realtor –Community 
Tour & Info 

 
 
 

  

Who to Engage, 
Community 
Stakeholders 
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  BEHAVIOR BASED INTERVIEW AND SELECTION TOOLKIT INTRODUCTION 

The Behavior Based Interview and Selection Toolkit is a process based on five concepts 
that have been proven to produce accurate hiring and job placement decisions. 

  1.   Use past behavior to predict future performance. 
  2.   Identify the critical job requirements (identified skills) for the position. 
  3.   Organize selection elements into a comprehensive system. 
  4.   Apply effective interviewing skills and techniques. 
  5.   Involve several interviewers in applicant rating sessions. 

CONCEPT 1:  Use Past Behavior to Predict Future Performance. 

Finding out in the interview what an applicant has done in the past is at the core of the 
Behavior Based Interview and Selection Toolkit process.  Once the interviewer knows 
what an applicant has done on the job, he or she can accurately predict the behaviors, 
skills, and decisions the Applicant will probably repeat in the future.  Advantages of 
Using Prior Applicant Behavior to Predict Future Performance: 

a. Using behavior eliminates misunderstandings about an applicant's past 
experiences. 

b. Using behavior prevents personal impressions from affecting evaluation. 
c. Using behavior reduces applicant "faking." 

CONCEPT 2:  Identify the Critical Job Requirements (identified skills) for the 
Position according to the similarity of the actions they represent or the results 
they produce. 

Advantages of Using Identified Skills: 

a. Identified Skills guide interviewers to exact the information they must seek. 
b. Identified Skills ensure that interviewers seek all the important information 

necessary for making a hiring decision. 
c. Identified Skills prevent performance in a single skill area from overly 

influencing the hiring decision. 
d. Identified Skills ensure that information is collected and evaluated consistently. 

CONCEPT 3:  Organize Selection Elements into a Comprehensive System. 

The Behavior Based Interview and Selection Toolkit takes a systems approach to 
employee selection decisions.  For each position in which this program is used, all 
elements of the employment process, from initial recruiting and screening through final 
decision-making are organized into a step-by-step process or system.  Advantages of a 
Comprehensive System: 

a. Comprehensive Systems are standardized. 
b. Comprehensive Systems present selection elements in an efficient sequence. 
c. Comprehensive Systems provide clearly defined decision points. 
d. Comprehensive Systems ensure full coverage of key roles. 
e. Comprehensive Systems prevent unplanned overlap of key roles coverage. 
f. Comprehensive Systems allow more emphasis on the most important key 

roles. 
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CONCEPT 4:  Apply Effective Interviewing Skills and Techniques. 

In the day-to-day operation of most selection systems, the in-depth interview provides 
the key opportunity for the organization to assess applicants' past behaviors.  This is 
accomplished by using proven, well-worded interview questions designed to reveal 
relevant past behaviors.  Special Interview Guides for each position are produced for 
every interviewer. Advantages of Effective Interviewing Skills and Techniques: 

a. Interviewing Skills and Techniques ensure that quality behavioral information is 
obtained from each applicant. 

b. Interviewing Skills and Techniques help the interviewer control the discussion. 
c. Interviewing Skills and Techniques allow the interviewer to enter the discussion 

prepared. 
d. Interviewing Skills and Techniques help interviewers conduct interviews which 

build the organization's prestige. 

CONCEPT 5:  Involve Several Interviewers in Applicant Rating Sessions. 

Most Club organizations use controls to make sure products or services are of high 
quality.  In this process, quality control is assured by a rating session attended by the 
individuals who obtained information about the applicant.  At the rating session, all 
applicant data from each element of the selection system are brought together and 
discussed.  Advantages of the Rating Session: 

a. The Rating Session involves multiple interviewers in decision-making. 
b. The Rating Session controls biases and stereotyping. 
c. The Rating Session maintains hiring standards despite the lack of good 

applicants or pressures to fill the job. 
d. The Rating Session ensures more accurate selection decisions.  
e. The Rating Session increases interviewers' confidence in their decisions. 
f. The Rating Session reinforces effective interviewing skills. 
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Interview Team Guide for the Selection of the 
Chief Executive Officer’s Position of 
Boys & Girls Clubs of Anytown XXX 

 
Professional Development: 
 
1. Tell us about the specifics of your work history that has prepared you for a 

position such as this? 
 
 
2. Tell us one professional development program you have done in the past 

year to improve for skills 
 
 
3. How does the job of the executive vary from the job of the board? 
 
 
Technology 
 
1. Tell us how self-sufficient you are with computer and other technologies? 

What are your strengths and weaknesses? 
 
 
2. Tell us about your Information Technology Plan at your current 

organization. 
 
 
3. How do us how you use technology to communicate to the board, 

community, and donors? 
 
 
Leadership 
 
1. Tell me how you make your newest board member feel a part of the team 

and organization? 
 
 
2. Tell me about the last deadline or major project you worked with a board 

committee.  How did you handle the situation? 
   
 
3. Tell me about the most difficult relationship you have had with a board 

member?  Why was it so difficult?  What did you do to improve the 
relationship? 
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Team Building/Collaboration 
 
1. Can you give me an example of a difficult staff decision you were involved 

in recently?  What did you do to help the team reach the decision? 
 
 
2. Sometimes it can be frustrating getting information from other people 

(board, community leaders) so that you can solve a problem or answer a 
question in order to move forward.  Please describe a situation in which 
this happened to you.  What did you do to get the information you 
needed? 

 
 
3. What activity or training have you implemented or supported that you felt 

helped board development and team building? 
 
   
Judgment/Problem Solving 
 
1. Tell us about your style of decision making?  Why is it effective?  Give us 

a recent example that demonstrates that effectiveness? 
 
 
2. Tell us about a most recent strategic planning session and effective has it 

been? How do measure effectiveness? 
  

 
3. Describe an occasion when you decided to involve others in making a 

decision.  Why did you do so?  To what extent did you use that input? 
 
 
Conflict Management/Crisis Intervention 
 
1. Tell me about a decision or action that was made by a colleague or your 

board President that negatively affected you or your team.  How did you 
handle this situation? 

  
 
2. What strategies have you used to remain objective and impartial when 

mediating a disagreement? 
 
  
3. Tell me a time when you recognized a situation required immediate 

intervention.  What did you do?  
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Motivational Fit 
 

1. Tell me 2 adjectives that describe your personality. 
 
 
2. What do your supervisor and co-workers say your strengths are?  Areas of 

development? 
 
 

3. Why should we consider you for this position? 
 
 
Fund Raising 
 
1,  Give an example of your last fund-raising event and how much did you 

raise?  What percentage of your budget comes from each of these areas: 
government grants, individual and board giving, special events, and 
United Way? 

 
 
2. Give us overview of your resource development plan for your Club. 
 
 
3. What is your greatest fund-raising event?  Have you ever lead a capital 

campaign, if so, for how much? 
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Competency/Skill Rating Grid 
(Using a rating of 1 – 4, 4 being the highest rating) 

	
Candidate:    
Position:			 	 	 	

	

Competency/Skills (List 
in order of importance) 

Interviewer’s 
Name 

Interviewer’s 
Name 

Interviewer’s 
Name 

Consensus

Technology     

Leadership     

Team 
Building/Collaboration 

    

Judgment/Problem 
Solving 

    

Conflict 
Management/Crisis 
Intervention 

    

Motivational/Community 
Fit 

    

Fund Raising     

Communication/Impact      

Education/Continued 
Learning 

    

Experience/Skills     

 
Other applicable information: Decision to go to next step:									Yes               No 
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BOYS & GIRLS CLUBS 

of Any Town County 

Date xxx, 20XX 

 

Name 

Address 

City State Zip 

 

Dear Name, 

It is with great pleasure that the Boys and Girls Clubs of Any Town, USA offer you the 
position of Chief Executive Officer with our organization based in New Orleans. Effective 
with the active budget cycle 20XX, your annual salary will be paid bi-weekly at the rate of 
$XX,000 which is equivalent to $XXXXXX per year less deduction for appropriate taxes, 
FICA, and other withholdings authorized by you, or required by law.  Your position is 
currently considered “exempt” based on the description, as defined by the Federal Labor 
Standards Act. Your employment will begin XXXXX, XX 2014.  

 

During your employment by the Boys & Girls Clubs of Any Town, USA, with XX% 
coverage for employee only basic health coverage, long term disability, short term 
disability, life insurance in two times your annual salary, vision and dental insurance as 
an individual.  Boys & Girls Clubs of Any Town will also provide 5% of your annual salary 
into an IRS qualified pension plan following the organizations pre-pension employment 
requirements. The BGCAT will reimburse you up to XXXX.00 for approved relocation 
cost, once you establish full-time residence in Any Town, USA within one year of 
employment. 

 

You will accrue ten (20) days of vacation within the January-December of an annual 
operating calendar year.  Accrual of vacation begins upon the date of hire, and a 
prorated amount of time is available for paid time off after three (3) months of 
employment.  You are eligible to take vacation time as approved by your supervisor or 
board chair in writing after three (3) months of employment.  If you should voluntary 
resign from employment without providing thirty (30) days’ notice you will forfeit your 
unused accrued vacation benefit. Only five days of vacation time maybe accrued 
annually and used in the immediate next year. The following other benefits are set forth 
for your employment. You will be reimbursed the current IRS mileage rate for business 
use of your car reimbursement based on BGCAT travel and outcome log for business 
purposes only. You will be reimbursed up to $ XX.00 monthly for cell phone and data 
cost, you will be provided a computer for business purposes, as well as reimbursed for 
cost of required participation in an area civic Club such as Rotary, as approved by the 
board of directors. 
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You will be expected to perform your responsibilities in accordance with the policies and 
procedures of the Boys & Girls Clubs of Any Town, USA under the supervision of the 
Board Chair of the Corporate Board. Working closely with our Director of Organizational 
Development, _____________, you will develop a Professional Development Plan. That 
plan will outline attendance at the Advance Leadership Program with a board volunteer 
by December 30, 201X. Critical, strategic issues faced by our organization and to be 
included and measured in your annual evaluation include: 

 Board Development and Renewal both Corporate and Trustee Boards 

 Community Development and Image Building 

 Increased Resource Development from Individual Donors 

 New Grant Based Income 

 Outcome Based Program Improvement 

 

The information in this letter is not to be considered a contract of employment in any 
form, express or implied.  You will be an at-will employee of the Boys & Girls Clubs of 
Any Town, USA.  This means that you may resign your employment or Boys & Girls 
Clubs of Any Town, USA may terminate your employment at any time and for any 
reason.  No statement to the contrary by any employee, officer, or agent of the Boys & 
Girls Clubs of Any Town, USA shall have any force or effect unless it is in writing and 
signed by the Board Chair of the Board of Directors of the Boys & Girls Clubs of Any 
Town, USA.  Furthermore, the benefits described in this letter reflect the current benefits 
offered by the Boys & Girls Clubs of Any Town, USA and are subject to change or 
termination at the discretion of the Boys & Girls Clubs of Any Town, USA as allowed by 
applicable law. 

 

Please sign and return one copy of this letter and the attached job description to indicate 
that you have received and understand them to XXXXXXX, Board Chair.  One original 
copy is for you to keep. 

 

Boys & Girls Clubs of Any Town, USA looks forward to your leadership and we trust that 
this new assignment will be equally as successful as your past endeavors with the Boys 
and Girls Clubs of America.  As we discussed during our sessions this past weekend, we 
are sure you will have many interesting and challenging opportunities in the near future 
with us.  We look forward to working with you to develop our organization into one that 
all of us can stand tall and proud to be associated with it and one that will provide a new 
world of understanding and opportunities for the children and teens. 

 

Sincerely, 

XXXXXXXXX, Board Chair 

BOYS & GIRLS CLUBS OF __________________________________ 

 

New CEO Signature: _______________________________      Date: ___________ 



 

       
SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA     

 

160

APPENDIX A 
 

BEHAVIOR-BASED INTERVIEW QUESTIONS 
CHIEF EXECUTIVE OFFICER LEADERSHIP MODEL  

FUTURE FOCUS – Thinking Beyond the Walls and Partnering Beyond the 
Walls 

Strategic Thinking 

 Meeting the needs of our members and their families is a daunting task. How did you partner with 
community organizations to meet the needs of your clients? Who did you partner with and what were 
the challenges in creating the partnership? 

 What role have you played in the development of a strategic plan for your organization? What 
preparation was needed prior to the planning meeting? How did you manage the plan once the Board 
approved it?  

 Planned/sustainable growth is one of the focus points of the Boys & Girls Club Movement’s strategic 
plan. What specific role did you play in addressing growth with your organization? What strategies did 
you utilize in securing support for a growth initiative with your Board?  

 Tell me about a time when you had to implement a new program or establish a new Club in a 
neighborhood where there were no current services and there was limited support for the establishment 
of the program or Club.  

 What has given you the greatest feeling of accomplishment in your current position? 

 What experience have you had in developing and implementing a strategic plan? How would you go 
about keeping the organization focused on the plan? What role would you want your Board to play in 
the development of the plan? 

 Developing effective partnerships and alliances is an important role. Describe for us how you developed 
a partnership with another organization or a group of organizations to address a critical youth problem.  

 Where have you solicited information to gain input that the services of the Club are meeting the needs 
of your members? 

 What formal linkages have you developed with other youth serving organizations? 

 What type of negotiating techniques have you used? 

 When creating a strategic plan, what process did you use to gather information about the current state 
of the work group or organization?  

 How did you prioritize organizational needs during the strategic planning process?  

 The belief theme causes us to value responsibility and high ethics – both in others and ourselves. What 
are your core values? How do you incorporate those values into your strategic thinking?  

Partnering Astuteness 

 The creation of state alliances for the purpose of securing state government funding is an important 
focus for the Boys & Girls Club Movement. Tell me about your personal involvement in a state alliance. 
What specific role did you play in support of the alliance?  

 Meeting the needs of our members and their families is a daunting task. How did you partner with 
community organizations to meet the needs of your clients? Who did you partner with and what were 
the challenges in creating the partnership? 
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 Tell me about a time when you had to implement a new program or establish a new Club in a 
neighborhood where there were no current services and there was limited support for the establishment 
of the program or Club. 

 Tell me about the toughest group or person you have had to get cooperation from. What approach did 
you use? 

 What has given you the greatest feeling of accomplishment in your current position? 

 Developing effective partnerships and alliances is an important role. Describe for us how you developed 
a partnership with another organization or a group of organizations to address a critical youth problem. 

 Where have you solicited information to gain input that the services of the Club are meeting the needs 
of your members? 

 What formal linkages have you developed with other youth serving organizations? 

 What type of negotiating techniques have you used? 

 To date, what has been the most complex project that you have been responsible for? How did you 
ensure that all project components were addressed?  

 What alliances have you formed in order to acquire skills, which were critical to meeting organizational 
objectives 

Diverse Perspective 

 Tell me about the toughest group or person you have had to get cooperation from. What approach did 
you use? 

 What has given you the greatest feeling of accomplishment in your current position? 

 What type of negotiating techniques have you used? 
 

RELATIONSHIP DEVELOPMENT – Cultivating Connections and Building Public 
Trust  

Board Effectiveness 

 Tell me your approach in building relationships with people? 

 Have you had the opportunity to give a new Board member or a new Board Chair an orientation on the 
Board member’s responsibilities? How did you prepare for the orientation, and how did you arrange the 
meeting?  

 Tell me about the toughest group or person you have had to get cooperation from. What approach did 
you use? 

 What has given you the greatest feeling of accomplishment in your current position? 

 Have you differed from your Board or supervisor in their evaluation or opinion of your performance? 
How did you handle the situation? 

 What experience have you had in developing and implementing a strategic plan? How would you go 
about keeping the organization focused on the plan? What role would you want your Board to play in 
the development of the plan? 

 Describe how you would create a positive working relationship with your Board and keep it interactive 
with the agency to accomplishment the goals of the agency? 

 All of our Board members are asked to give and raise funds. Tell us how you would deal with Board 
members who have not met their financial commitment.  
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 What are the most important items to measure to evaluate a Club’s effectiveness in serving its 
members? 

 What does cultivation mean to you? 

 What experience do you have dealing with Board members? 

 When leading a Board committee or task force, how did you recognize the contributions of all 
members? 

Community Engagement 

 Creating a positive image for a Boys & Girls Club is crucial to attracting Board members, donors, and 
other key community stakeholders to an organization. What role have you played in the creation of a 
marketing strategy for your Club? How did you involve the Board in creating the marketing plan? How 
did you utilize the marketing resources of Boys & Girls Clubs of America?  

 Tell me your approach in building relationships with people? 

 Tell me about a time when you had to implement a new program or establish a new Club in a 
neighborhood where there were no current services and there was limited support for the establishment 
of the program or Club. 

 Tell me about the toughest group or person you have had to get cooperation from. What approach did 
you use? 

 What has given you the greatest feeling of accomplishment in your current position? 

 The ability to communicate our mission and who we are is a critical skill. Tell us about when you have 
had the opportunity to speak to a group who may not have understood the mission of the Clubs or 
another organization and how you managed to effectively change their attitude.  

 Where have you solicited information to gain input that the services of the Club are meeting the needs 
of your members? 

 What formal linkages have you developed with other youth serving organizations? 

 Have you developed or assisted with developing a comprehensive annual marketing and 
communications plan? Describe the elements of your plan.  

 Maintaining good community relations and getting the word out on the success of our organization is 
very important. How would you insure that the Board, community, and the general public know about 
the success of the Club and particularly how it has affected individual members? 

 Discuss a time when you utilized those most impacted by a change in implementing the change.  

Image Building 

 Creating a positive image for a Boys & Girls Club is crucial to attracting Board members, donors, and 
other key community stakeholders to an organization. What role have you played in the creation of a 
marketing strategy for your Club? How did you involve the Board in creating the marketing plan? How 
did you utilize the marketing resources of Boys & Girls Clubs of America? 

 Tell me your approach in building relationships with people? 

 In your current or previous position, tell me about a crisis situation that developed and how did you 
handle and resolve the situation. What methodology do you use to resolve a crisis (es)? 

 Tell me about the toughest group or person you have had to get cooperation from. What approach did 
you use? 

 The ability to communicate our mission and who we are is a critical skill. Tell us about when you have 
had the opportunity to speak to a group who may not have understood the mission of the Clubs or 
another organization and how you managed to effectively change their attitude. 
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 Have you developed or assisted with developing a comprehensive annual marketing and 
communications plan? Describe the elements of your plan. 

 Maintaining good community relations and getting the word out on the success of our organization is 
very important. How would you insure that the Board, community, and the general public know about 
the success of the Club and particularly how it has affected individual members? 
 

BUSINESS RESULTS – Raising and Managing the Money 

Investor Focus 

 Boys & Girls Clubs has a long tradition and proven track record of providing diverse program 
opportunities for its members. How did you go about establishing the program priorities for your 
organization? What assessment tools did you use to evaluate the effectiveness of Club programming? 
How did you engage the Board/staff in the assessment process? 

 Planned/sustainable growth is one of the focus points of the Boys & Girls Club Movement’s strategic 
plan. What specific role did you play in addressing growth with your organization? What strategies did 
you utilize in securing support for a growth initiative with your Board? 

 Tell me about a time when you had to implement a new program or establish a new Club in a 
neighborhood where there were no current services and there was limited support for the establishment 
of the program or Club. 

 Tell me about the toughest group or person you have had to get cooperation from. What approach did 
you use? 

 What has given you the greatest feeling of accomplishment in your current position? 

 What are the most important items to measure to evaluate a Club’s effectiveness in serving its 
members? 

Funding Savvy 

 The creation of state alliances for the purpose of securing state government funding is an important 
focus for the Boys & Girls Club Movement. Tell me about your personal involvement in a state alliance. 
What specific role did you play in support of the alliance? 

 Securing money for bricks and mortar is an important element for a Boys & Girls Club. What 
experiences do you have in providing leadership for a capital/building campaign? What was your 
specific role in the campaign?  

 Fund raising is a critical area for Clubs. What experience have you had in fund raising? Tell me about a 
successful fund-raising event that you provided leadership.  

 Tell me about the toughest group or person you have had to get cooperation from. What approach did 
you use? 

 What has given you the greatest feeling of accomplishment in your current position? 

 Describe for us a successful experience where you secured a major gift. How did you go about asking 
for the gift and why were you successful? 

 What is your fund-raising experience? Tell us about a successful fund-raising event for which you 
provided the leadership.  

 What has been your experience in developing an organization’s endowment? What is the largest 
endowment gift you have raised and how were you successful? 

 What does cultivation mean to you? 
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 To date, what has been the most complex project that you have been responsible for? How did you 
ensure that all project components were addressed? 

Execution and Accountability 

 Human resource management is a critical element for Boys & Girls Club organizations. What 
experiences do you have in creating and implementing human resource policies and procedures (job 
descriptions, salary administration plans, personnel policies, performance review systems, etc.) for your 
organization? What was your specific role in completing these tasks? How did you engage the Board or 
outside expertise in the process? What challenges did you have in creating these policies?  

 Analyzing financial statements and audits allows Boys & Girls Clubs to determine the financial stability 
of an organization. What financial statements did you prepare for your organization, and how did you 
monitor the financial wellbeing of your organization? 

 Boys & Girls Clubs has a long tradition and proven track record of providing diverse program 
opportunities for its members. How did you go about establishing the program priorities for your 
organization? What assessment tools did you use to evaluate the effectiveness of Club programming? 
How did you engage the Board/staff in the assessment process?  

 What role have you played in the development of a strategic plan for your organization? What 
preparation was needed prior to the planning meeting? How did you manage the plan once the Board 
approved it? 

 Planned/sustainable growth is one of the focus points of the Boys & Girls Club Movement’s strategic 
plan. What specific role did you play in addressing growth with your organization? What strategies did 
you utilize in securing support for a growth initiative with your Board? 

 The use of technology is becoming more and more critical for Boys & Girls Clubs. What specific role 
have you played in the creation and implementation of a technology plan for your organization? What 
would you do differently in the process?  

 How did you go about assessing the overall effectiveness of your organization? What role did the Board 
play in the process? How did you support their efforts? 

 Phone calls, emails, mail, voice mail, faxes are all part of our lives. How do you organize your 
communications, incoming and outgoing? 

 What has given you the greatest feeling of accomplishment in your current position? 

 Develop and monitoring a balanced budget is a critical role. Describe for us how you would develop an 
annual budget and how you would monitor the budget to assure a balanced budget.  

 What is your approach regarding performance standards? 

 Describe how you use technology to monitor critical financial information? Program information? Donor 
information? 

 What are the most important items to measure to evaluate a Club’s effectiveness in serving its 
members? 

 Where have you solicited information to gain input that the services of the Club are meeting the needs 
of your members? 

 What documentation have you created to support past decisions and recommendations?  

 Provide us with an example of when you have been in charge of budgeting, approving expenses or 
monitoring work group progress against a financial goal.  

 What important reports have you been responsible for developing? What was their purpose? Who was 
the audience?  
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 Describe to us a written action plan you developed in the last year. What did you include in terms of 
resources, responsibilities and target dates? 

 What outcomes did you achieve when managing the budget in your previous job? 

 Tell me about a time where, because of your analysis, there was a major change of direction or 
emphasis in your organization.  
 

ORGANIZATION CAPABILITY AND IMPACT – Setting Direction and 
Finding/Developing Talent 

Compelling Vision 

 What has given you the greatest feeling of accomplishment in your current position? 

 The ability to communicate our mission and who we are is a critical skill. Tell us about when you have 
had the opportunity to speak to a group who may not have understood the mission of the Clubs or 
another organization and how you managed to effectively change their attitude. 

 What experience have you had in developing and implementing a strategic plan? How would you go 
about keeping the organization focused on the plan? What role would you want your Board to play in 
the development of the plan? 

 Have you developed or assisted with developing a comprehensive annual marketing and 
communications plan? Describe the elements of your plan. 

 Maintaining good community relations and getting the word out on the success of our organization is 
very important. How would you insure that the Board, community, and the general public know about 
the success of the Club and particularly how it has affected individual members? 

 How did you achieve and maintain organizational awareness in your last position? 

 Tell us of a time when you motivated others to exceed expectations by setting a personal example.  

 How have you explained your organization’s vision and business plans in a manner that encouraged 
commitment to the organization?  

 How have you explained your organization’s vision and business plans in a manner that encouraged 
commitment to the organization? 

Strong Leadership Teams 

 Tell me about the toughest group or person you have had to get cooperation from. What approach did 
you use? 

 What has given you the greatest feeling of accomplishment in your current position? 

 What type of supervisor are you and how many people have you supervised in the past? 

 What have you found to be the keys to successful delegation? 

 Describe a time when you did a task yourself that should have been delegated to someone else. Why 
should it have been delegated?  

 How have you used feedback from employees, management, and peers to improve your leadership 
skills and knowledge? Give examples.  

 What opportunities did you provide your staff to participate in the formulation of improvement 
strategies?  

 How have you used feedback from employees, management, and peers to improve your leadership 
skills and knowledge? Give examples.  
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 Describe a situation when you led a group or team. How did you delegate different tasks and 
responsibilities? How did you decide who was responsible for what? How did you ensure everyone 
fulfilled his/her delegations?  

 What are the most significant weaknesses in your performance? How do you compensate for your 
weaknesses? 

Staffing for High Performance 

 Human resource management is a critical element for Boys & Girls Club organizations. What 
experiences do you have in creating and implementing human resource policies and procedures (job 
descriptions, salary administration plans, personnel policies, performance review systems, etc.) for your 
organization? What was your specific role in completing these tasks? How did you engage the Board or 
outside expertise in the process? What challenges did you have in creating these policies? 

 Have you differed from your Board or supervisor in their evaluation or opinion of your performance? 
How did you handle the situation? 

 Every organization has policies and procedures, and every organization has employees who want 
special consideration. When have you encountered such an employee, describe the situation, and tell 
us how you resolved it?  

 What actions do you take to develop your staff? 

 What is your approach regarding performance standards? 

 What type of supervisor are you and how many people have you supervised in the past? 

 Share some of the ways you made work more interesting and rewarding for your direct reports.  

 How did networking both internally and externally benefit you in your previous position?  

 Provide us with some examples of individuals who became more successful as a result of your staff 
development efforts.  

 How have you involved others in determining their own development and training needs? 

 

PERSONAL EFFECTIVENESS – Demonstrating Critical Tasks 

Passionate Communication 

 Have you had the opportunity to give a new Board member or a new Board Chair an orientation on the 
Board member’s responsibilities? How did you prepare for the orientation, and how did you arrange the 
meeting? 

 Have you developed or assisted with developing a comprehensive annual marketing and 
communications plan? Describe the elements of your plan. 

 Maintaining good community relations and getting the word out on the success of our organization is 
very important. How would you insure that the Board, community, and the general public know about 
the success of the Club and particularly how it has affected individual members? 

 How would you rate your communication skills and what have you done to improve them? 

 Tell us of a time when the message you were trying to communicate was interpreted entirely differently 
from what you intended. What could have done differently to avoid the misunderstanding?  

 What specific strategies have you utilized to inform others of sensitive human resource issues (e.g. 
salary changes, corporate reorganizations, and work group changes)? 
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Tenacity and Persistence 

 Reports and deadlines exist in all jobs. Tell me about the hardest deadline you have had to meet, and 
how did you get it done? Have you recently failed to meet a deadline? What was it? Why? 

 Phone calls, emails, mail, voice mail, faxes are all part of our lives. How do you organize your 
communications, incoming and outgoing? 

 Tell me about a situation where you performed well above your supervisor’s expectations. Describe the 
situation, and how did it affect your goals for the next assignment? 

 Describe for me your biggest problem in the last 6 months, and how did you resolve it? 

 A Chief Executive Officer is often required to make critical decisions. Describe a situation where you 
had to make an unpopular decision and how you went about implementing that decision? 

 In your previous position, how did you allow for unexpected shortages of resources when trying to 
accomplish an objective?  

 What do you see as your greatest achievements in your current position? Why? 

 What do you see as your greatest challenges in your current position? Why? 

Character 

 In your current or previous position, tell me about a crisis situation that developed and how did you 
handle and resolve the situation. What methodology do you use to resolve a crisis (es)? 

 Reports and deadlines exist in all jobs. Tell me about the hardest deadline you have had to meet, and 
how did you get it done? Have you recently failed to meet a deadline? What was it? Why? 

 Describe for me your biggest problem in the last 6 months, and how did you resolve it? 

 Every organization has policies and procedures, and every organization has employees who want 
special consideration. When have you encountered such an employee, describe the situation, and tell 
us how you resolved it? 

 A Chief Executive Officer is often required to make critical decisions. Describe a situation where you 
had to make an unpopular decision and how you went about implementing that decision?  

 In your previous organization, how were the needs of your internal and external customers assessed? 
What process did you use? 

 Provide us with an example of an occasion when you multi-tasked effectively. What were the benefits? 

 In your previous position, how did you secure the personal time required to successfully meet your 
deadlines? How well did you perform under tight deadlines? What strategies did you implement to help 
you cope? 

 It has been said that modeling is the only teacher. What traits do you model for others? Tell us about a 
time when someone behaved differently because they were trying to emulate you.  

 Give me an example of where you disagreed with a decision your boss and/or colleague made. What 
was the situation? How did you handle it? What was the outcome? 

 What was the most difficult/complex decision you have had to make in your last position? Would you do 
it differently next time? If so, how? 

 What is your decision-making style? Provide an example of when you have made a rapid decision and 
when you took a significant amount of time to make a decision. 

 How do you plan your work? Prioritize your work? 

 If your most recent supervisor characterized your strengths and challenges, what would he/she say? 

 Describe a typical day at your last (or current) position.  
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Appendix 5 
 

 
 

 

 

A BLUEPRINT FOR POSITIONING ORGANIZATIONS FOR 
STRATEGIC CHANGE AND RESPONDING TO PIVOTAL 
DECISIONS LEADING TO IMPROVED PERFORMANCE 

 

  Organization Name     
           Date     

Transition Leader & Chair    

Managing
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FOREWORD: A Platform for Change 
 

Thank you for leading your Boys & Girls Club through this most important and critical 
time of organizational development: the transition to a new chief executive officer 
(CEO). The only driving force for an organization more critical than strategic clarity is 
talent, especially the CEO, to execute for optimum impact. This transition opportunity 
can help your organization advance our Great Futures 2025 Plan. Leadership 
development will be the key to our Movement’s strong future. Seizing this transitional 
opportunity is vital to your future effectiveness. 

 
To establish direction for the Boys & Girls Club Movement through 2025, the 
National Area Council Committee and the President’s Advisory Council met three 
times, acting as a National Planning Commission. Their deliberations framed 
discussions about the future of Boys & Girls Clubs over the next decade and 
defined the purpose statement: to inspire and empower Club youth to achieve 
success and champion opportunities for all young people in America. 

 
To achieve this plan, local organizations and BGCA must work collaboratively to: 

1. Position Boys & Girls Clubs as America’s premier youth development advocate. 
2. Advocate through: an awareness campaign; leveraging data and research; 

publishing motivational information; and forging new local and national 
partnerships. 

3. Strengthen professional and board leadership, increase resources, and build 
capability to drive quality and increase impact. Achieving this priority will 
require: strong executive and board leadership; increased resource 
development capacity; strong community partnerships; and organizational 
models, practices and continuous improvement processes to optimize quality 
and impact. 

4. Achieve a consistently high level of quality across all Clubs. 

5. Ensure quality through: standards based on principles of youth development 
and child safety; a quality assessment process; state-of-the-art training; 
continuation of the Formula for Impact; and defining quality program as 
inclusive of youth ages 6 to 18. 

6. After addressing quality and advocacy, build a growth plan. 
 
We look forward to serving you as we journey together toward 2025 and prepare our 
youth for the great future they deserve. 

 
Lorraine Orr 
Chief Operating Officer, Boys & Girls Clubs of America 



 

       
SUCCESSION PLANNING AT THE BOYS & GIRLS CLUBS OF AMERICA     

 

171

 

 

Executive Transition: A Window of Opportunity for Organizational 
Development 

The transition of a Boys & Girls Club CEO provides a widow of opportunity for 
organizational development and change. This watershed moment can catapult a Boys 
& Girls Club organization to becoming the youth agency of choice and deepen its 
impact on youth. The practices contained in this Managing Executive Transition Guide 
have been developed, researched and piloted to provide local board leaders and 
stakeholders of Boys & Girls Clubs with tools training, and technical assistance 
necessary to draft and onboard high performing executive talent. BGCA views 
executive transition as a “transformational lift” rather than simply a transactional action. 
Organizational change leadership and management are vital for advancing both 
performance outcomes and to ensure long-term sustainability. 
 
The transformational activities included in this Managing Executive Transition Guide 
are organized into three stages: Position, Pivot and Perform. First, positioning the 
organization engages board leaders, senior staff, key volunteers and funders. Next, a 
process for pivoting on strategic direction connects organizational priorities to those 
outlined in the Great Futures 2025 plan. Finally, ensuring performance aligned to the 
2025 Plan will renew and refresh our Movement, enabling ever-higher levels of impact. 
 
Executive Transition is a significant issue that impacts the trajectory of every type of 
nonprofit, large or small. Any executive transition presents challenges for board 
leadership. When a leader leaves without a succession plan, it can prove a risky and 
uncertain time. When asked what they most dislike about their volunteer work, nonprofit 
board members most frequently cite fundraising and hiring an executive director. What 
is often overlooked during a period of executive change is the unique opportunity to 
build donor confidence in the organization, decrease board isolation, and transform the 
organization in preparation for the future. With this guide, BGCA aims to leverage the 
opportunity of executive transition to create a systemic process whereby boards of 
directors and funders support and value the transition process. 
 
Effectively managing executive transition involves more than simply recruiting and 
hiring. Leadership transition can be a pivotal moment for transformation. When a CEO 
departs, things can fall out of alignment, providing an opportunity for board leaders and 
stakeholders to deploy innovative improvement and realign priorities toward a higher 
degree of effectiveness. 
 
Nine Standards for Effective Executive Transition 

Effective executive transition processes are characterized by nine standards: 

1. Process must be championed by engaged board leadership 

2. Defined closure with the departing chief executive officer 
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3. Development of strategic talent blueprint for the organization 

4. Engaged senior staff 

5. Attraction of qualified talent 

6. Competency- and behavior-based candidate screening 

7. New executive onboarding and coaching 

8. Use of performance measures and key performance indicators (KPIs) 

9. Revisit and update organizational succession plan 
 
Executive Transition Stages 

Planning for a Boys & Girls Club CEO transition should begin as early as 
possible, regardless of organization size. To ensure that the transition is 
transformational, leadership should create a development plan aligned to the 
Great Futures 2025 strategic plan. The transition process and its development 
plan includes three key stages: Position, Pivot and Perform. 

Stage 1 – Position 

This stage involves board members, staff, volunteers and funders in a 
facilitated process to update the organization’s strategic direction and craft 
a profile of skills needed for the executive role. A third-party organizational 
assessment informed by three years of data identifies significant 
roadblocks to achieving the strategic vision. 

Stage 2 – Pivot 

The second stage of executive transition, appropriately called the Pivot stage, 
involves identifying talent, engaging a hiring process and facilitating an 
executive search. The board-led executive transition team – supported by a 
third-party consultant from BGCA or the private sector – ties the blueprint for the 
organization’s future impact to the profile for the new CEO. This process 
requires a deep engagement of board leaders and clear vision of the 
organization’s strategic future. 

Stage 3 – Perform 

Building from a foundation of shared leadership, the final stage of executive 
transition broadly distributes leadership responsibility, such that individuals 
within the board team and organization lead each other toward a clearly 
defined strategic direction. The organization’s board leaders and the newly 
hired executive begin the outcome-based journey by using organizational 
assessment conducted in stage one to reset key performance priorities in 
alignment with the Great Futures 2025 strategic plan (e.g., competitive threats, 
operational problems, growth opportunities). 
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Key Resources 
 

1. Great Futures 2025 Summary – Use this summary of the Great 
Futures 2025 Strategic Plan to ensure transition alignment with our 
Movement’s long-term goals. 

HANDOUT: Great Futures 2025 Summary 
 

2. Stepping Up: A Board’s Challenge in Leadership Transition – This 
article, published in Nonprofit Quarterly, excellently details the 
important role nonprofit boards play during executive transition and 
how critical the leadership change can be for an organization’s future. 
https://nonprofitquarterly.org/2002/12/21/stepping-up-a-boards-
challenge-in- leadership-transition/ 

 
3. Blueprint for Change: Executive Transition – This one-page template 

will guide your board to quickly identify current and future states, as 
well as the stakeholders and key actions necessary to close the gap 
and determine criteria for success. 

HANDOUT: Blueprint for Change: Executive Transition 
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Stage 1: Position 
 
 

 

 
 
 
 
 
 
 
 
 
 

 

STAGE 1: 
POSITION 
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Position: Preparing for Executive Transition 
 

Before posting a chief executive officer vacancy, boards should ensure the 
organization’s executive search is a transitional process. This position stage includes 
thoughtful review of CEO attributes, analysis of organizational performance regarding 
current and future needs, careful selection of board leaders dedicated to finding the 
right person, how to engage a departing CEO in the transition process, and 
consideration of hiring an Interim CEO. 

 
Organizational Snapshot and Portfolio Analysis 

The first action of this stage is to review organizational trend data. This data may 
include: 

 Three-year Trend Benchmarks 
 DOD Analysis 
 Performance History and Future Projections 
 Organization’s Annual Strategic Plan (see handout below) 

 
HANDOUT: 10-Step Annual Planning Guide 

 
Your Director of Organizational Development (DOD) will work with you to review this 
data and identify organizational strengths, areas of improvement and opportunities 
for alignment with the Great Futures 2025 strategic plan. The diagram below can 
guide this analysis. 

 

 
HANDOUT: Sample Three-year Trend Analysis 
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Review of CEO Attributes 

Use the results of the analysis to re-envision what attributes your organization 
requires of its CEO. Possible attributes are listed below. 

 Demonstrated commitment to our mission and passion for building academic 
and other critical skills of young people to improve their quality of life. 

 A deep understanding of the challenges faced by low-income, urban 
communities. 

 Aptitude for bringing together diverse people and ideas to create collaborative 
projects. 

 A visionary entrepreneur who has taken nonprofit agencies into new arenas. 
 A charismatic person with energy to motivate staff to achieve their personal 

best. 
 Skills, Competencies, Critical Experiences (required) 

o Five years’ experience in a senior management role at a 
community-based nonprofit agency, including budget development 
and financial management. 

o Three years’ experience with youth development or community 
organizing. 

o Significant experience working collaboratively with persons of diverse 
racial and ethnic backgrounds, socioeconomic status, ages, and 
sexual orientations. 

o Record of successful nonprofit fundraising from public and private 
sources. 

o Excellent written and oral communication skills. 
 Bachelor’s degree (desirable) 
 Experience with collaboration, mergers and management agreements. 
 History of having led organizational growth, facilitating higher levels of 

mission achievement, and gaining skills such as strategic planning and 
internal/external human resource management. 

 Experience in community organizing with youth and young adults. 
 Experience with government and foundation funders. 
 Fluency in Spanish. 

 
Creating a Team to Manage Executive Transition 

As soon as a Boys & Girls Club board learns the CEO position will be vacant, it 
should establish an ad hoc committee of approximately five members to manage the 
transition and executive search process. Committee members should dedicate time 
needed for the committee’s work: typically, five meetings over a 4-5 month period in 
addition to regular board commitments. 
 
In some cases, your DOD may suggest using an Impact Team, which is a group of 
experienced local and national Club and other nonprofit leaders who assist with 
leadership and can help steer an organization’s executive search process to make 
sure it is transformational. 
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HANDOUT: Impact Team Overview 
 
One of the board’s officers should serve as committee chair to ensure alignment 
with other board activities and overall board leadership. At least one committee 
member should have prior experience with managing leadership transitions. If 
needed, BGCA can provide a staff consultant to support the committee. 
 

 Duties of the Transition Committee Chair 

The transition committee chair serves as the driving force of an organization’s executive 
search process. The board chair or a member of the executive committee frequently 
takes on this role. The committee chair includes the following key responsibilities: 

• Recruit board and staff members to serve on the committee in consultation 
with the board’s executive committee. 

• Lead committee meetings (with support from staff consultant if engaged). 

• Monitor contracts regarding deliverables and costs (with staff consultant if 
engaged). 

• Ensure completion of activities necessary for a “good ending” with the 
departing CEO. 

• Serve as primary liaison between the committee and the departing CEO. 

• Ensure that committee ground rules and confidentiality are observed. 

• Monitor the transition process timeline and negotiate changes with 
committee members and with staff consultant as needed. 

• Provide key support to the interim CEO, if one is in place. 

• Serve as primary communicator with the board regarding committee activities. 

• Act as spokesperson to the community on the organization’s transition 
activities. 

• Support committee members’ communication with other staff on the transition 
work. 

• With board approval, extend verbal and written offer to board selection for 
CEO. 

• Coordinate communication to key stakeholders on the selection of the new 
CEO. 

• Lead new CEO orientation and support onboarding efforts. 
 
Duties of the Executive Transition Committee 

The responsibilities of an executive transition committee are outlined below. 
 
1. Assure closure with the departing CEO. 

 Acknowledge outgoing CEO’s achievements and legacy; create good-bye 
rituals or, in the case of a forced separation, ensure all legal matters are 
assessed. 

 Provide opportunities, especially for staff, to come to terms with the loss of the 
CEO and to envision what is desired in their next leader. 

 Elicit the CEO’s advice on future vision for the organization and on a successor 
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profile. 
 (Note: It is not the outgoing CEO’s role to hire the successor.) 
 Transfer, as needed, the key executive duties to staff, board and an 

interim CEO – especially financial and program oversight, fundraising 
and contracts management. 

 Define the future role (if any) of the departing CEO. Use discernment to 
ensure the new CEO will have space to lead. 

 
2. Working with BGCA, plan the transition and search activities, and utilize relevant 

resources. 
 Work with BGCA to contract for any outside consultation needed in the transition. 
 Communicate the board’s transition and search plan to all key stakeholders. 
 Update the organization’s vision. BGCA can facilitate a strategic visioning 

session. 
 Assess the organization’s current status (strengths, challenges, opportunities). 
 Attend to major deficits in the organization’s systems that deserve immediate 

attention. 
 Appoint an interim CEO, if needed. 
 Create the candidate profile of skills and characteristics needed in the next CEO. 
 Plan and execute the CEO search. (Benchmark best practices in this guide.) 
 Work closely with BGCA to contact and recruit CEO candidates. 
 Screen candidates, check references, and forward finalist list to the board for 

selection. 
 Negotiate terms of employment with selected CEO. 

 
3. Ensure a healthy onboarding for the new CEO (see BGCA tools). 
 Orient the CEO on the organization’s programs, systems, people and 

stakeholders. 
 Establish solid lines of communication between the board and CEO. 
 Delineate initial performance goals for CEO. 
 Create a professional development plan for CEO. 
 Specify performance evaluation system and evaluation dates for CEO. 

 
Sample Executive Transition Committee Schedule 
	

Date Meetings and Activities Who 

August  Communicate timeline, job function 
and challenges to Executive Transition 
Team 

BGCA DOD 
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September  Get organized 
 Plan search for interim CEO (Jan. 4 start date) 
 Outline organization assessment activities 

and assign subcommittee to carry them out 
 Assign executive acknowledgment 

to subcommittee 
 Review BGCA Executive Transition 

Services; determine use 
 Begin interim executive recruitment 

Assessment 
Subcommittee, 
Committee Chair 

October  Interview interim executive candidates 
 Forward name of chosen candidate to 

board for interview and hire by Nov 30 

Committee 
Members, 
Committee Chair 

October 15  Analyze data from organization 
assessment – Build interim profile 

Assessment 
Subcommittee 

December 15 Transition committee planning meeting 
 Review assessment data 
 Create first draft of leadership agenda: 

o Major organizational issues & challenges 
o Future vision & strategic direction 

 Craft profile of ideal executive candidate 
 Review subcommittee report on executive 

acknowledgment rituals 

Impact Team, 
Committee Members 
and Select Executive 
Committee Members 
BGCA DOD 

December 21 
January 4, 
January 11 

 Finalize leadership agenda 
 Draft position announcement for CEO 

recruiting, to include candidate profile 

Assessment 
Subcommittee 

January 4  Interim executive begins onboarding plan  

January 30  Finalize leadership agenda 
 Review necessary organizational upgrades: 

what starts now, what happens next, what 
will wait for the new CEO 

 Finalize candidate profile 
 Finalize position announcement for recruiting 
 Set executive search plans 
 Review BGCA service 

Committee Members

February  Begin executive candidate recruitment Committee Members

March Transition committee meeting – late March 
 Review resumes 
 Choose 6 to 8 first-round interviewers 

Committee Members

March 30 Transition committee meeting – mid-month 
 Interview first-round candidates 
 Choose 2 to 3 finalists for board screening 
Check references on finalists 

Committee Members
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April  Finalists’ interviews with stakeholders, 
senior staff, and interim executive 

 Board meeting: interview finalists, choose 
CEO 

 Transition committee meeting– late month 
 Create entry plan for new executive 
 Script next stage activities to be carried out 

by the board executive committee 
 Evaluate the transition/search process 
Celebrate a job well done 

Staff and Interim 
Executive 
Board of Directors 
Committee Members

June  New executive director begins work 
 Executive meets with board committee to 

discuss strategic work 

Board Executive 
Committee, CEO 

 

Making the Most of a CEO’s Last 90 Days 

Tools and coaching models are plentiful to support a CEO during their first 90 days 
through to the end of their first year. Far fewer resources extend to the last 90 days 
of a CEO’s tenure. Although scarce research exists on this topic, BGCA has 
collected quite a bit of experiential knowledge from observing CEO transitions over 
the years. This information suggests that a departing CEO who continues to fully 
serve in their role until the very last day of their position boosts the odds of the 
organization being in good shape and deepens their overall impact. 
 

When a CEO decides to resign, many view their last weeks as a time to step back 
and avoid making major decisions. Although no list of departing CEO actions exists, 
and planning an executive transition is more art that science, there are three 
straightforward questions, detailed below, that can aid a CEO’s departure from their 
Boys & Girls Club organization. 
 
Q: Is the Red File complete, with key staff and board members aware of its location? 

A: An organization’s Red File contains key information, and staff and board leaders 
should know its location, so that in case of an emergency succession, work can continue 
in the most efficient and effective way. The Red File should contain the following, at a 
minimum: 

 Tax Documents (IRS determination letter, IRS form 1023, employer ID number) 
 Purpose Documentation (mission statement, corporate seal/graphic standards) 
 Governance Documentation (bylaws, board minutes, board roster) 
 Financial Documents (annual budgets, financial statements, 990 forms, tax 

exemption certificates, audited statements, a blank check, bank statements, 
donor records) 

 Operations Information (computer passwords, membership records, vendor 
records, volunteer record, vehicle information, policies, procedures, 
background check records) 

HANDOUT: Red File Checklist 
 
Q: How should strategic and/or major organizational shifts be planned for the next three 
years? 
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A: Use your organization’s last annual plan to assess positive progression and 
lack of progression. The results of this assessment should be used to update 
your organizational scorecard and establish anticipated impact in key outcome 
areas. 
 
Q: Which board and staff decisions need to be considered during executive transition 
planning? 

A: Does the organization possess sufficient operational momentum to deliver strong 
results for this year and next year? What is needed to sustain the organization’s 
impact over the next 12 months? What funding commitments and status should be 
considered? (A simple chart detailing grant/income source, deliverables, amount of 
funding, reimbursement and billing status, funding time period, and key contact 
information will suffice for this purpose). 
 
Use the departing CEO’s answers to create an Exit Plan to set the organizational 
priorities list for the first six months of the incoming CEO and the next steps of the 
organization’s journey. 
 
Hiring an Interim CEO 

If the organization’s board determines that an Interim CEO must be hired to provide 
leadership during the search process, several tools are available from BGCA to guide 
this process. Your DOD can also assist with this process by helping develop a job 
profile, create a job description and by ensuring clear roles and responsibilities for this 
key temporary personnel position. 

HANDOUTS: Interim CEO Job Profile Template, Interim CEO Job Description and 
Preparing for a Succession Emergency. 

Key Resources 

These resources will support your executive transition efforts during the Position 
Stage. 
 

 Outline for Building the Leadership Agenda and Profile – Before you 
determine what skills are needed from your next CEO, you must first 
determine what is needed from future leadership. This resource will 
help your organization determine their leadership needs and build a 
profile of who your next CEO must be to reach your future goals. 

HANDOUT: Outline for Building the Leadership Agenda and Profile 
 

 Sample Board Survey Regarding Executive Transition – Use this 
template to create an online survey for board members to determine their 
vision of the strategic direction and capacity building needs for your 
organization. 

HANDOUT: Sample Board Survey Regarding Executive Transition 
 

 Sample Staff Survey Regarding Executive Transition – Use this tool to 
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create an online survey for staff members to inform your Managing 
Executive Transition Plan. 

HANDOUT: Sample Staff Survey Regarding Executive Transition 
 

 Executive Transition Case Study: Los Angeles County – Consolidating 
six Boys & Girls Club organizations into one well-organized agency 
provides an extreme example of how executive transition, when well 
executed, can truly transform organizations. 

HANDOUTS: Boys & Girls Clubs in Los Angeles Case Study; Metro LA 
Business Plan Brief 
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Stage 2: Pivot 
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Pivot: Ensuring a Transformational Transition 
 

Pivotal decisions can turn ordinary changes into an extraordinary journey to 
success. The significance of executive transition in the scheme of change 
leadership and organizational development cannot be understated. To ensure a 
strategic and thoughtful executive search, this section of the Managing Executive 
Transition Guide breaks the process into clear, pragmatic steps. An accompanying 
list of resources and tools equips every board to use a thorough, state-of-the-art 
approach to find the right candidate for the future of their Boys & Girls Club 
organization. 
 
Boys & Girls Clubs of America’s Executive Search Services 

Cultural fit is a critical factor in a successful hire. Enough time must be committed to 
understand what kind of individual will succeed in your organization. BGCA has more 
than 150 years of experience with assisting local organizations to source, screen, hire, 
onboard, and train new executives. 
 
Site Visit and Stakeholder Interviews 

BGCA begins every executive search by conducting a thorough face-to-face 
visit and by interviewing key board leaders and target stakeholders to learn the 
requirements of the position, the culture of the organization, and discern the 
ideal executive candidate profile. Other aspects of BGCA’s executive search 
service include: 

 Overview of BGCA’s Benchmark Standards and CEO Competencies 

 Data and history sharing to develop a comprehensive understanding of the 
organization, history, position and key attributes of the successful candidate. 

 Distillation of three-year trend data outlining the position description, 
candidate profile, and organizational synopsis, submitted before commencing 
the search. 

 
Recruitment Strategy and Candidate Sourcing 

When seeking a candidate for a local Boys & Girls Club organization, BGCA will 
develop a proactive, comprehensive, national sourcing and executive recruitment 
strategy targeting organizations and/or individuals who best match the needs of 
your organization. These recruitment efforts include: 

 Use of 3-5 non-BGCA executive search engines and BGCA’s exclusive 
executive search online service. 

 Networking via BGCA’s DODs, third-party consultants and more than 1,000 
CEOs of local Club organizations. 

 Promotion using extensive internet research, targeted emails and telephone 
calls, web postings, and possibly additional advertising in targeted 
publications. 
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Throughout the executive recruitment process, BGCA uses bi-weekly conference 
calls to keep the local search committee apprised of progress. Prior to each call, 
BGCA will prepare and distribute potential candidates’ CVs along with “Candidate 
Snapshots,” which are updated based on board committee feedback. This approach 
brings efficiency and effectiveness to the search process and allows for mid-course 
corrections if needed. Candidates meeting all set criteria are then field interviewed by 
appointed representatives of the local Club organization. 
 
Executive Transition Committee Timetable and Action Plan 
 

Date Action Responsible  Status

 DOD meets with Executive Search Committee   

 Confirm qualities needed in new CEO based on Leadership Model   

 Confirm job description is updated and relevant   

 Confirm salary and benefits for the position   

 Determine where to promote the position   

 Complete BGCA Notice of Vacancy form and submit to DOD   

 Review resumes; select candidates for telephone interviews   

 Conduct telephone interviews   

 Prepare the Behavior Based Interview Guide   

 Select candidates for “face-to-face” interviews   

 Conduct “face-to-face” interviews   
 

 Check references and previous employer of final candidate  
 

 Conduct credit check, if determined necessary  
 

 Committee determines candidates to present to the board   

 If no final candidate can be selected, determine next steps   
 

 Committee chair contacts approved candidate to make job offer   

 New CEO begins employment   

 New CEO onboarding by board, assisted by DOD   

 New CEO is assigned an Executive Coach if useful/appropriate   

 New CEO and committee develop a working relationship  
 

 CEO 90-Day performance review by board committee   

 New CEO attends BGCA’s New Executive Orientation I workshop   

 New CEO attends BGCA’s New Executive Orientation II workshop   

 1-Year Performance Review by board committee   
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Sample Board Policies for Executive Transition 

The search for a new CEO is an extraordinary opportunity for a board to make a 
lasting impact on the growth and success of the organization it governs. One of the 
most concrete performance indicators for a governing board is the quality of the chief 
executive. All too often, however, board members under-plan and under-invest in this 
critical task. It is often impossible to plan every step of an executive transition in 
advance. However, a board with an established policy and a succession planning 
process will be better prepared when it arises. 

 
Executive transitions are normal and inevitable, so the real test is in how they are 
handled. Chief executives may leave unexpectedly or after a duly announced 
resignation, or they may be let go before the previously agreed tenure is over. Without 
any succession planning, the board is placed in the precarious position of having to 
manage the transition with limited information. 

HANDOUT: CEO Succession Planning Policy and Procedures 
 
The board needs an emergency transition plan to help it move forward quickly when 
an unexpected loss of a chief executive takes place. This does not mean that a 
successor is named ahead of time but that the process for handling the transition 
period is clear and in place. Long- term succession plan ingredients include: 
organizational evaluation, the need to define the new CEO qualifications and special 
skills, and an adjustment of the job description. Some practical tips are listed below. 

 Involve the current chief executive in succession planning, which will help 
take the secrecy out of the situation. When possible, engage the chief 
executive in creating resources and plans to help with transition. 

 Ensure the organization has up-to-date operating manuals and appropriate 
archives. 

 Set expectations for the CEO to keep the board apprised of future plans. 
 Create a public relations plan for notifying key constituents and the public. 

 
Sample Executive Transition Policy – Selection of the Chief Executive 

This policy reminds the board of its responsibility for executive succession planning. 

The board has the responsibility to undertake a carefully planned search process 
when the position of chief executive is vacant. The responsibility of choosing the 
chief executive has the single greatest impact on the organization’s development 
and effectiveness. 

 
The board must establish clear objectives and clarify expectations for at least the 
first year of the new CEO’s service, delineate board functions as distinct from those 
of the CEO and staff members, and provide an adequate compensation package 
and other employment terms. 

 
Sample Executive Transition Policy – Chief Executive Transitions 

This brief sample gives the board chair the power to form a search committee. 
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In order to provide for orderly and effective succession planning and transitions, the 
board chair may at any time appoint a task force to anticipate and recommend any 
policies or actions. Whenever a vacancy is known or imminent, the board chair shall 
appoint a search committee and a committee chair to conduct the search for a new 
chief executive. 

 
Sample Executive Transition Policy – Emergency Chief Executive Succession 

This policy requires the chief executive to identify other executives who are capable 
of carrying out critical duties in the event of an emergency. 

In order to protect the board from sudden loss of chief executive services, the CEO 
shall have at least one other executive familiar with board and chief executive issues 
and processes. 

 
The following processes cannot go uncovered due to the absence of the chief 
executive for extended periods of time: 

 Payroll processing 
 Timely bill approval and payment 
 Contract renewal 
 Staffing of board meetings 
 Emergency personnel actions 

 
Sample Executive Transition Policy – Annual Review 

This sample incorporates succession planning into the annual performance review 
and assigns responsibility to both the executive committee and the chief executive. 

Preamble 
There are two types of chief executive transitions and, although they share some key 
elements, they differ in the challenges they present to the board and in how they are 
implemented. One is the planned transition in which the chief executive notifies the 
board of intent to leave, enough in advance to allow the board and the organization to 
prepare. The second is a sudden departure, whether by sudden change in 
circumstances, illness, death, or termination by the board. In either case, the 
organization needs to be prepared. Selecting a new chief executive may well be the 
most important task ever undertaken by the board. It is a pivotal opportunity. 

 
Statement 
Annually, as part of the chief executive performance review, the chief executive 
discusses his or her succession plan with the executive committee. The chief 
executive, through this discussion, advises the executive committee what they should 
do in the event of a sudden departure to ensure organizational stability until a new 
chief executive is appointed. In addition, the chief executive and executive committee 
ensure the organization always has the following in place: 

 up-to-date chief executive position description 
 current strategic and operating plan 
 operating budget with adequate salary and benefits to attract a competent 

successor 
 knowledge of best practices in executive recruitment 
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Key Resource 

 Executive Search Portfolio and Toolkit – This easy-to-use resource provides 
organizations with the key tools for conducting an executive search, templates 
for posting a CEO vacancy, resume screening criteria, a behavior-based 
interview guide and a sample rejection letter. 

 HANDOUT: Executive Search Portfolio and Toolkit 
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Stage 3: Perform 
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Perform: Setting Strategic Direction for Your New Executive 

To achieve the next step, the governance team and stakeholders come together to 
map out all of the initiatives —the strategic priorities. By working with the new CEO 
to determine the organization’s priorities and the CEO’s role in delivering on goals 
ensures the leadership strategy is aligned. Force-rank the priorities to determine what 
is really important to accomplish the strategic goals. The process of force-ranking 
priorities should lead you to the tough discussion of what should be dropped or 
delayed and which resources are required so that the most critical path/focus is 
elevated. 
 
To ensure consistent, ever-improving performance of your chief executive, a quality 
onboarding process will ensure they understand their role, their goals and resources 
available to them to achieve the organization’s priorities. Ongoing performance reviews 
by the board should be conducted at least annually, with discussion year-round to 
evaluate progress toward goals. 
 
Onboarding Your New Chief Executive Officer 

In 2013, the Boys & Girls Club Movement identified increasing new CEO retention as a 
priority. Detailed analysis revealed that enhanced onboarding of CEOs yields 
significant results for new executives. In particular, the onboarding process eases the 
transition, creates supportive relationships and develops customizable solutions for 
improved organizational performance. In addition, early CEO learning can be 
accelerated through sequenced development that includes clear goals, milestones and 
deliverables. 
 
The enhanced model for CEO onboarding is based on a structured 18-month process 
that incorporates formal (classroom-based) programs, coaching, mentorship and peer 
networking to develop critical skills early in new executives. The first 18 months of a new 
CEO’s tenure are outlined in a three-phase journey: Discover, Develop and Deliver. 

1. Discover (0-3 months) – This phase helps build the new CEO’s foundation 
based on conducting structured organizational assessments across key 
functional areas such as safety, operations, resource development and board 
effectiveness as well as maintaining community and fundraising momentum 
through early engagement of key stakeholders and donors. 

2. Develop (3-9 months) – This second phase creates opportunities to build 
on foundational learning. Two face-to-face learning experiences – which 
are a National Membership Requirement for all new CEOs – enhance 
learning through work in the classroom and the field: 

 NEO I occurs at the beginning of this phase (3-4 months on the job) 
and gathers other new CEOs together to learn and develop best 
practices for role functions, recognize strengths and areas for 
improvement, and leverage coaching support. 
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 NEO II builds on NEO I content and takes place after interim fieldwork to 
develop 
short-term customized strategic plans to advance the CEO’s organization. 

3. Discover (9-18 months) – The final phase of CEO onboarding involves 
continued partnership with DODs, board members, peers and mentoring 
coaches to develop as a leader and grow local organizations. A focus on 
performance management tracking during this phase equips CEOs to set, 
record, track and measure goals to monitor their progress and that of their 
Boys & Girls Club organization. 

HANDOUT: Enhancing Onboarding for CEOs 
 
CEO Performance Review 

Every professional deserves a fair review of their performance to gauge professional 
growth, determine areas of improvement and assess progress made toward 
organizational goals. The review of a Boys & Girls Club chief executive officer can only 
be done by the board. Yet many boards fail to conduct this important process, denying 
their chief executive the opportunity to reflect on successes and discuss their growth 
plans for the upcoming year. For a new CEO, the review process may be even more 
critical, as it provides a window into their understanding of the role they are performing 
and an opportunity to ensure alignment with board priorities and organizational goals. 
Fortunately, an all-in-one resource exists to help your board provide a meaningful 
review process for your new CEO that monitors professional and organizational 
progress with both soft and hard goals by soliciting information about executive 
performance from a variety of sources. 

HANDOUT: CEO Performance Review Guide and Template 
 
Key Resources 

 The New CEO’s Challenge: The First Three Years – This insightful article, 
published by The Bridgespan Group, details key strategies by year to 
ensure a successful start for your new chief executive. 

HANDOUT: The New CEO’s Challenge: The First Three Years 
 

 The Nonprofit Board’s Role in Onboarding and Supporting a New CEO – 
This article, written exclusively for nonprofit board leaders, provides 
substantial rationale and inspiration for board leadership of a new 
executive. 

HANDOUT: The Nonprofit Board’s Role in Onboarding and Supporting a New CEO 
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APPENDIX A: ESSENTIAL READING 
Board Transformation\Managing Executive Transition\Executive Transitions 

Series 
 
The Executive Transitions Series, published by the Annie E. Casey 
Foundation, provide nonprofit leaders further detail about how to best manage 
executive transition and develop impactful leadership ready for future progress. 
The synopses below will help you determine which articles are most pertinent 
for your organization’s needs. 
(http://www.aecf.org/search?title=Executive%20Transitions%20Series&fq[]=rep
ort_series_id:1 74) 

 Building Leaderful Organizations – This paper aims to remove fear from 
the nonprofit succession planning process and provides a framework for 
succession planning activities. 

 Capturing the Power of Leadership Change – This report highlights 
challenges associated with executive transitions and describes the model 
of executive management transition that has been used in the last 
decade. It also details opportunities for funders to further develop and 
implement strategies to better cope with executive management 
transitions. 

 Founder Transitions: Creating Good Endings and New Beginnings – This 
publication shares specific options for planning and managing an 
executive transition, whether it is happening now or in a decade. 

 Next Shift: Beyond the Nonprofit Leadership Crisis – This article outlines 
how a broader view is needed to address change other than simply 
embracing a leadership crisis framework. 

 Ready to Lead – Next generation leaders who would like to be nonprofit 
executives in the future may choose not to due to concerns about lack of 
work-life balance and insufficient earning potential. This national survey 
presents challenges and recommendations for training and supporting 
future nonprofit executives. 

 Staying Engaged, Stepping Up – This publication provides a set of 
practical perspectives and useful resources to help board members 
proactively prepare for transition. 

 Up Next – This report provides recommendations on how to best approach 
transitions from one generation of leaders to the next. 
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APPENDIX B: RESOURCE LIST 

Board Transformation\Managing Executive Transition\Appendix Docs 

Intro 
1. Great Futures 2025 Summary 
2. Blueprint for Change-Executive Transition 
3. 10-Step Annual Planning Guide 

 
Stage 1 - Position 
4. Sample Three-Year Trend Analysis 
5. Impact Team Overview 
6. Red File Checklist 
7. Interim CEO Job Profile Template 
8. Interim CEO Job Description 
9. Preparing for a Succession Emergency 
10. Outline for Building the Leadership Agenda and Profile 
11. Sample Board Survey Regarding Executive Transition 
12. Sample Staff Survey Regarding Executive Transition 
13. Boys & Girls Clubs in Los Angeles Case Study 
14. Metro LA Business Plan Brief 

 
Stage 2 - Pivot 
15. CEO Succession Planning Policy and Procedures 
16. Executive Search Portfolio and Tool Kit 

 
Stage 3 - Perform 
17. Enhanced Onboarding for New CEOs 
18. The New CEO’s Challenge: The First Three Years 
19. The Nonprofit Board’s Role in Onboarding and Supporting a New CEO 
20. CEO Performance Review Guide and Template 
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