
Unlock the Secrets to a Smooth Leadership Transition: Your Guide to Successful
Succession Planning

Navigating Successful Succession Planning

Chapter 1: Preventing Succession Plan Bloodbaths

In financial advisory firms, succession planning can either ensure a seamless leadership
transition or lead to chaos. "Succession plan bloodbaths" happen when founders and
successors fail to align on core values, behaviors, and leadership strategies, leading to conflict
and the potential unraveling of the firm’s legacy.

Understanding Values and Behaviors
The cornerstone of preventing a succession plan bloodbath lies in understanding the roles of
values and behaviors in leadership transitions. Values, accounting for 90% of success,
determine why people act, while behaviors, which contribute 10% to success, dictate how they
act. A comprehensive evaluation of the successor’s fit using Values and Behaviors
Assessments is crucial to ensure the right individual is selected and prepared for the role.

Types of Succession Scenarios

1. Outside Successor: An external candidate with innovative ideas may propose bold
changes that could clash with the founder’s traditional values. In this case, the founder
must ask whether they can release control soon enough for the successor to stay
engaged.

2. Family Successor: The family successor might struggle to meet the founder’s high
expectations. Founders should question whether they are placing unnecessary pressure
on the successor to replicate their path and if the family member has enough individual
strength to build their own book of business.

3. Assistant Successor: A long-serving assistant who knows the clients well may not have
the extroverted personality required for the leadership role. In this situation, the founder
must assess whether the assistant is the right choice to lead the firm.

By using separate Values and Behaviors Assessments, founders can prevent misaligned
expectations and ensure the right match for their business's future leadership, avoiding conflicts
that can lead to a “bloodbath” of clashing egos and disrupted operations.

Chapter 2: How to Overcome Succession Sabotage and Ensure a Smooth Leadership
Transition

Succession sabotage refers to the intentional or unintentional undermining of the succession
process. Both the outgoing leader and the incoming successor can contribute to this sabotage
due to unresolved emotional and psychological complexities.



The Shame of Succession
For the outgoing leader, stepping down can trigger a deep sense of loss, fear of obsolescence,
and a worry that their personal identity is too closely tied to their leadership role. This "shame of
succession" can cause the founder to micromanage or undermine the successor’s decisions,
leading to tension and friction.

On the successor’s side, this shame can manifest as imposter syndrome, especially when
they feel overwhelmed by the legacy they are expected to carry forward. They might
second-guess their abilities, struggle to make bold decisions, and ultimately sabotage their own
success.

Person vs. Self
At the root of these challenges is the conflict between the person (the external identity tied to a
leadership role) and the self (the authentic inner essence). When leaders, both outgoing and
incoming, over-identify with their roles, their sense of self-worth becomes intertwined with their
title.

Steps to Overcome Sabotage

1. Reconnecting with the Self: Outgoing leaders need to recognize that their worth isn’t
dependent on their title. By focusing on mentorship and the legacy they leave behind,
they can transition gracefully without feeling threatened.

2. Empowering the Successor’s Self: Successors must embrace their authentic
leadership style and not try to replicate the outgoing leader’s legacy. This allows them to
lead confidently and innovate without being overshadowed by the past.

3. Cultivating Trust and Collaboration: A successful transition requires both the outgoing
leader and successor to collaborate rather than compete. When both are secure in their
own self-worth, the process becomes less about ego and more about ensuring continuity
and success.

Overcoming the shame of succession and preventing sabotage requires emotional intelligence
and a commitment to operate from the self, rather than seeking validation through a title. When
both parties understand and accept this, the transition can happen smoothly, ensuring the firm’s
continued growth and success.

Chapter 3: How to Balance Succession Planning with Tradition and Innovation

As the business environment continues to evolve, succession planning must strike a balance
between upholding the firm’s legacy and embracing innovation. Founders, who built their
businesses on personalized client relationships and a hands-on approach, often face tension
when successors bring modern, data-driven ideas into the fold.

Clash of Leadership Styles

● The Founder’s Approach: The founder’s style is typically methodical, focusing on
face-to-face interactions and long-term relationships with high-net-worth clients. They



are wary of change, fearing it may alienate the loyal clientele they’ve spent years
building.

● The Successor’s Approach: The successor, on the other hand, tends to prioritize
efficiency, scalability, and data-driven strategies. They are likely to introduce automation,
digital financial services, and may target younger, tech-savvy clients—moves that could
seem risky or unnecessary to the founder.

Addressing the Tension
Tensions often escalate when a successor suggests bold new strategies that challenge the
founder’s traditional approach. The founder may begin to micromanage, driven by a fear of
obsolescence, while the successor starts to question whether they can lead effectively with the
founder still involved.

Finding the Balance

1. Embrace Innovation Without Compromising Legacy: Both the founder and the
successor need to find a middle ground where innovation is embraced without sacrificing
the firm’s core values. Automation and digital strategies can coexist with personalized
service if both parties align on the firm’s mission.

2. Collaborative Decision-Making: To avoid constant clashes, the founder and successor
should engage in open, honest conversations about their visions for the firm’s future. By
collaborating on key decisions, they can avoid misunderstandings and create a path
forward that incorporates the best of both traditional and modern practices.

3. Using Values and Behaviors Assessments: These assessments are vital in helping
both the founder and the successor understand their core motivations and operational
styles. Understanding these key factors ensures that they approach succession with
mutual respect and clarity.

The transition from founder to successor doesn't have to be a battle between the old and the
new. By finding a balance between tradition and innovation, both leaders can ensure the firm’s
ongoing success while staying true to its core values.

Ensuring a Smooth Succession Plan

Succession planning is an intricate process filled with emotional complexities and operational
challenges. The key to a successful transition lies in understanding the values and behaviors of
both the outgoing and incoming leaders, addressing emotional and psychological hurdles, and
finding the right balance between preserving the firm’s legacy and embracing the future.

Key Takeaways:

● Prevent Bloodbaths: Use Values and Behaviors Assessments to ensure that
successors are chosen based on alignment with the firm’s mission and leadership
needs.



● Overcome Sabotage: Address emotional hurdles, including shame and insecurity, to
prevent both leaders from undermining the succession process.

● Balance Tradition with Innovation: Embrace modern strategies while staying true to
the firm’s traditional values, ensuring that both founders and successors can contribute
to the firm’s growth.

Succession planning is not just about passing the baton—it’s about ensuring continuity, growth,
and a lasting legacy for the firm. By understanding and addressing both the emotional and
practical aspects of succession, founders and successors can work together to create a bright
future for the organization.

What are your Values and Behaviors, and what are the best Values and Behaviors of a Potential
Successor?

To prevent a Succession Plan Bloodbath, contact Simon Reilly for a free consultation. Call
250-248-6012 or click here to schedule a conversation.
https://leadingadvisor.as.me/callwithsimonreilly

Thank you for the opportunity to be of service.

Simon Reilly

https://leadingadvisor.as.me/callwithsimonreilly

