SAINT JOSEPH HOME of CINCINNATI 
President/CEO Successor Plan Guidelines
1. President/CEO.  The process for filling the position of President/CEO when such a vacancy occurs is set forth below. Such a vacancy could occur under two distinct circumstances. The first being a planned retirement or resignation (an “Anticipated Vacancy”) and the second being the result of an unexpected event such as illness, death or termination (an “Unanticipated Vacancy”).    

A. Interim President/CEO. At the beginning of each fiscal year, the President/CEO and the Board Chair will meet and document an interim management/chain of command plan which will be followed in the event of an emergency which results in the President/CEO being absent from his/her position. This will set forth who will handle the various duties of the President/CEO in his/her absence and what actions those person(s) may take on their own authority and which will require the prior or consenting approval of the President/CEO or Board Chair. It will be the responsibility of the Board Chair and the Sisters of Charity to determine if such an emergency absence has evolved into an Unanticipated Vacancy which would then be addressed under the following Section B. 

B. Unanticipated Vacancy. In the case of an Unanticipated Vacancy in the office of the President/CEO, the Interim Plan described above will be immediately implemented by the Board Chair and Sisters of Charity. The Chairperson of the Board of Trustees will convene a meeting of the Executive Committee which will decide whether to complete the fiscal year under the leadership scheme set forth in the Interim Plan or whether to hire an outside person as the Interim President/CEO. In either event the Search Process described below will be undertaken to fill the position on a permanent basis, if required. 
C. Anticipated Vacancy. In the case of an Anticipated Vacancy, the expectation will be that the departing President/CEO will give notice to the Board Chair of his/her anticipated resignation or retirement not later than 12 months prior to his/her departure. The Board Chair will notify the Sisters of Charity if appropriate.  It is recognized that a resignation might by circumstance need to be treated as an Unanticipated Vacancy. 

1. Once the President/CEO’s resignation or retirement is received by the Board Chair, he/she will communicate the opening of the President’s position to the Leadership of the Sisters of Charity and with approval 

 C. Anticipated Vacancy (continued)
from the Sisters, the Board Chair will assemble and chair a Search Firm Committee to select and hire a Search Firm.  The Search Firm Committee will develop a RFP to send out to various Search Firms requesting specific information about their process such as procedures, costs, background, success and position fill rate.  The Search Firm Committee will then analyze proposals and select a Search Firm obtaining Board approval.  In conjunction with the Search Firm’s recruitment activities the position vacancy announcement will be provided to OPRA, Sisters of Charity Update and other local media such as LCWR as appropriate.  This committee will also be responsible for reviewing the job description along with MRDD and ODH regulations, the mission/vision statements of the Home and Sisters of Charity for specific criteria required by any candidate.    Once the Search Firm Committee has selected and obtained board approval its’ responsibilities are concluded.
2. The Board Chair will select a Candidate Search Committee who will work with the Search Firm to fill the vacancy.  The composition of the Candidate Search Committee may be comprised of the following committee members:
· The Chairperson of the Board of Trustees

· Current President/CEO
· Vice President SJH

· A Sister of Charity Representative

· Saint Joseph Home Human Resources Director

· Chair of the Human Resources Committee of the Board of Trustees
3. The Candidate Search Committee in conjunction with the Search Firm will outline a project plan and time schedule for the selection process. An underlying goal in all instances, in addition to hiring the best qualified candidate, will be that the Home’s constituencies view the process as having been fair and open. The Candidate Search Committee has the responsibility to agree upon the detailed job criteria/competencies/behavior skills, approve advertising materials, prepare interview questions and conduct interviews and document the candidate’s interview performance against the job criteria/competencies/behavior skills. The Candidate Search Committee members will discuss candidate qualifications based on the interview results and recommend the candidate to be hired.

4.  It is, however, envisioned that the process may differ from that described in the preceding paragraphs if a candidate has been successfully “groomed” for the position. In the event that a qualified candidate is identified to be “groomed” for the position, it is expected that the Executive Committee of the Board and the Sisters of Charity has been made aware of the individual’s name and has approved the candidate and the Development Plan for the individual. Such a person would then be given the opportunity to learn the job under the current President/CEO’s tutelage making the transition smoother. It is the responsibility of the President/CEO to keep the Executive Committee and the Sisters of Charity fully apprised of the progress such a candidate is making in their development. It is also the President/CEO’s responsibility to notify the Executive Committee and Sisters of Charity if a change in assessment of the individual’s qualification for the position should occur and whether or not it is then necessary to execute the search process described above. Assuming the grooming process is successful; the Board Chair will recommend the candidate to the Executive Committee and Sisters of Charity as the candidate of choice for the position.     

     D.   
Final Hiring Decision. The Board of Trustees with input from the Search 


Committee will recommend the best candidate to the Sisters of Charity for 

their approval. The Board Chair will work with the Director of Human 


Resources to structure an appropriate job offer for the candidate. The offer 

is contingent upon meeting required employment standards such as 


background check, drug screens as required by MRDD and ODH 



regulations and Saint Joseph Home practices.
Effective: January 2009

1

