
   
 

Chapter 12 Begin with the End in Mind: Succession Planning 

 
The Future of Business Belongs to the Talent War’s Winner 

 

What if your well-known future governance vision encompassed a trail-blazing leader whose values were 

in alignment with the majority of the talent you wanted to hire? Would this clear-eyed focus on the future 

attract potential employees? It has for ICE. As our company matures, our solid brand built on a foundation 

of leadership integrity is well-positioned for continued success based on our succession plan. It is as much 

an internal employee motivator as it is a magnet to attract the most accomplished talent. 

 

In the battle to attract talent, sharing this vision, cementing this brand, and knowing that leadership was 

developed to strengthen your goals is a very potent cocktail. 

 

Why Begin with the End in Mind? 

Thinking about your succession plan early can benefit the organization in nuanced ways. A succession plan 

is not limited to just finding a successor; it benefits the company as a whole. Here are some examples: 

 

1. Brand: If the redefinition of the purpose of business is to elevate humanity, it’s necessary to build a 

corporation that reinforces a long-term, purpose-driven brand. 

 

2. People: Succession planning, especially one that includes an existing, loyal employee, solidifies your 

reputation as an organization that values people. This includes honoring their quality of life, mental health, 

work-life balance, and individual growth. 

 

3. Upward Mobility: When you promote from within, you send a clear message that you honor and 

recognize the efforts of your team members. 

 

4. Stability: You establish a reputation of stability both internally and externally with a visible commitment 

to continuity in management, workplace culture, client relationships, and with vendor and manufacturer 

partners. You exemplify your commitment to ‘stakeholder equality’. 

 

5. Exit Strategy: Beginning your succession plan as soon as practical ensures a seamless transition for your 

organization. 

 

6. Legacy: For conscious leaders, the concept and value of a corporate legacy is integral in the development 

of next-generation leadership and ownership. 

 

7. Mentorship: Mentoring tomorrow’s leaders can potentially create the basis for a fulfilling life and it’s 

mutually beneficial as the mentor often times learns and grows as much as the mentee! 

 

8. Talent Magnet: A culture known for mentoring will organically attract talent that is eager to learn. 

Young people want to be developed. 

 

9. Culture: Employing softer leadership skills such as vulnerability, integrity, and empathy establishing a 

caring, other-focused culture of mentorship will increase engagement and loyalty. It’s your culture that 



establishes your brand. Companies that attempt to project an insincere culture will not establish a resilient 

brand. Younger generations are far too sophisticated to fall for fake brands. 

 

 

How to Identify Your Successor 

 

When looking for a successor to your business, select an individual who has a passion for your industry and 

is in alignment with your vision for the company. If you adhere to the principles of conscious capitalism, 

this would include equally valuing all stakeholders including the community, and would reflect ethical 

leadership. 

 

You might identify this person through previous employment, volunteer engagements, or through personal 

referral. You get to know a person’s character, how they handle stress and crisis, when you work closely 

together, and this process can take years. It should be a natural and organic process. You want someone 

who inspires you to be more than you think you can be; a rising tide lifts all boats. Adopting an attitude of 

a lifetime learner should be shared by both participants—both need to share this inquisitive, curious 

mindset.  

 

A great successor will want to take the business to levels you might not have visualized. Alysse and I have 

changed quite a bit over the fifteen years we’ve worked together. Who we are today is not who we were—

we’ve both matured and changed in very positive ways. It took years for us to appreciate each other’s talents 

and perspectives and we did that because we adopted the attitude that “we are all works in progress”. We 

gave each other grace and space. It’s natural to be judgmental but when you win that battle, all will reap 

the benefits. 

 

 

Summary of Considerations and Characteristics 

 

If I had to do it over again, I would be more mindful of this process and start with these considerations: 

 

1. Seeking and hiring a successor to mentor is a long-term process. That’s why it should be started at least 

2-3 years before you want to initiate it. We actually started planting the seeds ten years before Alysse 

purchased the company. It’s never too early to start thinking about this which is why Stephen Covey’s 

“Begin with the End in Mind” has always been such a sticky business lesson for me. 

 

Spend time getting to know your mentee and be careful in notifying them of your intentions. If you change 

your mind after suggesting this option, your successor is likely to leave your company. If they were valuable 

enough to become a successor, this loss is something you want to avoid. Take your time! 

 

2. Create a written plan for yourself that has specific benchmarks and accomplishments you want your 

successor to achieve. Work with a trusted business consultant or coach to vet your observations. It’s 

important you scrutinize your evaluations thoroughly—again, it could take years. 

 

3. When your intuition tells you it’s the right time to share your blueprint for succession with your mentee, 

co-create next-step strategies. Having a professional coach assist in this process is invaluable. We hired 

many professional consultants along the way. 

 

4. It’s your and your successor’s foundational values that must be in alignment, not your personality styles, 

religion, political beliefs, or family upbringing. Shared ethical, foundational values are non-negotiable. 

 



5. This relationship is very much like raising a child. It’s important to establish, respect and set expectations. 

You should anticipate push back, which is why establishing and enforcing boundaries and procedures is so 

important. There is a difference between deep questioning to gain understanding and being disrespectful. 

Your relationship with your mentee establishes boundaries for all employees. 

 

6. A mentor’s greatest contribution is their wisdom. A mentee needs to be appreciative of your time and the 

gift of mentorship. They need to show up for all meetings on time, and be prepared and organized. They 

need to take responsibility for their actions or inactions, and be able to take advice with a receptive mind. 

Feelings of resentment and a lack of accountability are not acceptable responses but take care in how you 

deliver feedback. Asking for and agreeing how to deliver feedback will smooth the road. You are ‘co-

developing’ your leadership strategies so slow down, ask questions, co-create! 

 

7. If they lack integrity, know you might not be able to teach this. 

 

8. Just as the mentee needs to be respectful of you and your boundaries, the same goes for the mentor. The 

mentor should model the highest degree of maturity and integrity possible, setting the bar high and 

establishing what excellence and integrity looks like. 

 

9. There will be times when you don’t get along; no one behaves appropriately all the time. Being your 

authentic self and having honest conversations about this is critical. It comes back to mutual respect. If your 

mentee is defensive, you might want to evaluate your role in this response. And remember to check your 

ego at the door—your ego is not your amigo! 

 

10. Learn to control your emotions; wait until things calm down before addressing conflict. Journal your 

thoughts and share them with a trusted advisor when contentious issues arise. Seek to be a peacemaker. 

 

11. Learn to be a very good listener. Mentoring isn’t always about talking; it’s actually more about listening, 

asking questions, analyzing ideas and solutions together. If you do this right, your mentee could become 

one of your closest advisors and you’ll be close for years, possibly the rest of your life. Remember, the 

mentor will likely learn as much as the mentee. 

 

12. This might be the most important concept of all—provide as much positive feedback and praise as you 

can to build their confidence. Help them to realize and bolster their gifts and believe in their abilities; self-

confidence doesn’t build itself; it requires repetition through positive, consistent reinforcement. If they 

make a mistake, correct them in private and frame it as an opportunity to make better decisions. Build them 

up just as a devoted parent would, always wanting the best for them. 

 

Remember, we’re all works in progress, be kind, especially to yourself! 

 

  In peace and good will, 

 

 


