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Succession Planning
“Does experience at Immigration and Customs Enforcement gives us a 

good starting point?”



The story begins in 2012
• ICE was nearing its 10-year anniversary, and had only established its 

own HR office three years before
• The census of all employees in the 2012 Viewpoint Survey marked the 

start of a sustained decline in morale
• Leadership had a developing fear of an inability to fill behind its 

rapidly depleting leadership force
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So, in 2013 we launched two major projects 
to address morale and succession

Morale
• Undertook a statistical analysis
• Conducted structured focus 

groups
• Prioritized findings
• Launched actions

Succession Planning
• Created a community of practice
• Established principles to govern 

effort
• Created materials
• Conducted pilot
• Launched mandatory baseline 

assessment of all SES and GS-15s

2017 Financial Management Conference



And what did we find?

Morale
An existential crisis

Employees needed:
• Direction
• Autonomy
• Acknowledgment
• Coverage

Succession Planning
Missing core skills

Employees needed:
• Compelling vision
• Systems thinking
• Input on strategic initiatives
• Persuasive capability
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How did we do it?
We started with OPM’s 9-box model, with one axis showing past 
performance and the other axis showing future potential
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Then we asked a librarian for help
The librarian found a meta study that led us to 20 indicators:
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We also developed handouts to help
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And we added materials to help development

2017 Financial Management Conference



We won the pitch, and the results say…
3 in 10 employees are not interested in a higher-level position:
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And of those interested, 44% are ready now…
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What strengths could we build on?
1) diversity, and 2) caring for their teams:
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Where could we gain the most?
It reflects what we found in the morale focus groups:
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What worked?
• Engaging the target audience helped ensure success
• Sharing the model with a large department led to continual improvement
• Having a concrete proposal sold the approach to leadership
• Generating discussions among leaders was just as important as with employees

What could have been better?
• Pre-building a results communications plan
• Deeper excitement within the training team about the opportunity
• A sense of the demand that would be forthcoming
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