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SECURING THE FUTURE:

Succession Planning Strategies for Emerging Life Sciences
Companies

Succession planning plays a pivotal role in the long-term success of any
organization, and emerging life sciences companies are no exception. There are
those who hold the incorrect belief that having a casual contingency plan in place,
commonly referred to as the "if the CEO gets hit by a bus tomorrow" plan, is
sufficient. This plan involves selecting a potential successor without adequately

preparing or assessing the individual or considering alternative options.

In this report, we will explore the unique challenges faced by these companies
during leadership transitions and present innovative strategies for building a robust
succession planning framework. Drawing from industry expertise, case studies, and
research, we aim to inspire and guide executives, board directors, CHROs, and
investors in their journey to secure the future of their emerging life sciences

companies.
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Introduction to
Succession Planning in
the Life Sciences
Industry

Succession planning plays a pivotal role in the

long-term  success and  sustainability  of
organizations, and this is especially true in the
dynamic and fast-paced Life Sciences industry.
With its unique challenges and the criticality of its
work in advancing healthcare, effective succession
planning is essential to ensure seamless leadership
transitions and maintain a competitive edge in this

highly regulated and innovation-driven sector.

The Life Sciences industry faces specific
complexities that make succession planning even
more critical. These include rapidly evolving
scientific advancements, stringent regulatory
requirements, intense competition, and the
constant need for breakthrough discoveries and
market responsiveness. In such an environment,
having a well-designed succession plan becomes
vital to identify and develop the next generation
of leaders who can navigate these challenges and

drive the organization forward.

The primary importance of succession planning
lies in its ability to mitigate risks associated with
leadership vacancies. By identifying and grooming
internal talent, organizations can proactively
prepare for leadership changes due to retirement,
promotions, or unforeseen events. Without a
solid succession plan, organizations may face
leadership gaps, disruption of critical operations,
loss of institutional knowledge, and even

compromised organizational performance.
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In 2021 HBR article The Hish Cost of Poor

Succession Planning, “the amount of market value

wiped out by badly managed CEO and C-suite
transitions in the S&P 1500 is close to $1 trillion a
year. We estimate that better succession planning
could help the large-cap U.S. equity market add a full
point to the 4% to 5% annual gains that Wall Street
projects for it. In other words, company valuations

and investor returns would be 20% - 25% higher.

One final note: We intentionally focused this
analysis on large firms because we believe that’s
where the problem of poor succession at the top
is most acute. Small firms usually lack a deep talent
pool, so they can be better served by hiring CEOs
from the outside.”

Implementing effective succession planning in the
Life Sciences industry offers numerous benefits.
First, it ensures continuity in strategic decision-
making and organizational direction. A well-
executed plan enables a smooth transition of
responsibilities, minimizing any negative impact on
ongoing projects and initiatives. Second,
succession planning fosters a culture of talent
development and employee engagement. It sends

a clear message to employees that their growth

and career progression are valued, encouraging

retention, and enhancing organizational loyalty.

“At my former company Cempra Inc., | worked with Don
to recruit several people into the company. What struck
me most about Don is the way he developed a relationship
with the company and its management staff, learning the
culture as well as understanding the technology and
product. The understanding of our business led to his
attention to our unique requirements, his timeliness in
delivering qualified candidates, and his ability to successfully
recruit different role types including clinical, regulatory,
finance and business development.  Biopharmaceutical
companies who are planning for growth should consider
GeneCoda®'s services. He is well connected not only in
the RTP area but nation-wide.”

— Prabha Fernandes, Ph.D. | Former Founder, CEO,
President of Cempra, Inc

GeneCoda.com
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Investors in the life sciences sector place significant
importance on succession plans when making
investment decisions. A strong succession plan
assures investors of leadership stability, mitigates
risks associated with leadership changes, and ensures
operational continuity, especially in complex
research and development environments. Such plans
foster investor confidence, align with long-term
investment perspectives, and demonstrate effective
talent management. Additionally, succession plans
address  regulatory compliance, reflecting a
company's commitment to sound governance
practices. Overall, a well-crafted succession plan is a
critical factor influencing investor perceptions of a
life sciences company's viability and potential for

sustainable growth.

Moreover, succession planning in the Life Sciences
industry provides a competitive advantage by
nurturing a pipeline of skilled leaders who possess
the necessary scientific knowledge, business acumen,
regulatory expertise, and innovative thinking. These
leaders can adapt to evolving market dynamics,
capitalize on emerging opportunities, and effectively

manage risk and compliance.

However, implementing effective succession planning
in the Life Sciences industry is not without
challenges. The industry's specialized nature requires
identifying leaders with a unique blend of scientific,
technical, and managerial skills. Balancing technical
expertise with leadership capabilities can be
complex, and organizations must focus on identifying
individuals who possess both domain knowledge and
leadership potential.

Additionally, the Life Sciences industry experiences
high levels of talent mobility, as skilled professionals
are sought after by competing organizations. This
dynamic environment necessitates proactive talent
retention strategies and a comprehensive approach
to succession planning that considers both internal

talent development and external talent acquisition.

“We have worked with Don Alexander and GeneCoda for
many years, where they have placed numerous key roles for us.
Don is an excellent recruiter, and, just as important, a good
person. He goes above and beyond to understand our culture
and needs and recruit the right talent for us.

Unlike some others, Don’s approach is very personal. He really
knows his clients, the market, and the talent. He is on call all
the time, and really works his hardest to achieve success. He
also works with us to right the situation to when things don’t
go as planned. Don is our go-to guy when we need to bring in
new senior management, especially here in the Triangle.”

— Jeff Wolf | Founder and CEO at Heat Biologics

Succession Planning Strategies for Emerging Life Sciences Companies Page 4
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Disruptive Ideas: How Things Are Changing

®
—> 22

The life sciences industry is experiencing transformative shifts driven by disruptive ideas. Personalized
medicine, gene therapies, and digital technologies are revolutionizing the industry landscape. Disruptive
situations reshape leadership requirements, emphasizing the need for an agile approach to succession
planning that prepares leaders and investors to navigate emerging frontiers.

According to one life sciences industry CHRO... “Succession in our industry is extremely complex and not
necessarily tied to age or tenure at the organization. | have seen more - Early-Stage vs Corporate Stage vs
Commercial and/or prep for M&A based on their resume and temperament. | think succession conversations with
the board are more around those three categories and tenures of 2-3 years are more acceptable as boards realize
the skill sets for each of the three stages are MUCH different.”

In other words, the founder who starts a company is unlikely to be the leader who launches a commercial
company. The exit of a company founder and planning for succession can present several challenges.
Finding the right successor who possesses the necessary skills, experience, and aligns with the company's
vision and values can be difficult. This is especially true in the Life Sciences sector where highly specialized

fields can mean that there are relatively few technically qualified prospects to replace some founders.

“l have utilized Don’s experience, subject area knowledge, and contacts to find highly qualified candidates

for positions in drug development from business development to senior clinical development professionals.

Don did an excellent job to make sure that he understood my needs in each position that | utilized his
services for as | built the strongest team possible for my business. He did an excellent job searching for
qualified individuals in both the local and national markets. | have found Don to be very responsive and

thorough in his efforts on my behalf. | enthusiastically recommend Don for life sciences companies with

staffing needs.”

— Dr. Bruce McCreedy | SVP Cell Therapy at Precision Biosciences, Inc

Maintaining the company's culture and values during the transition is also crucial, as well as transferring the
founder's knowledge and expertise to the successor. Employee and stakeholder concerns regarding
changes in leadership and direction must be addressed to maintain confidence. Managing internal dynamics
and potential resistance to change can be challenging, given a founder's significant influence. Maintaining

investor confidence and navigating legal and financial complexities are additional considerations.

x Succession Planning Strategies for Emerging Life Sciences Companies Page 5
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Finally, a founder's emotional attachment to the
company and personal journey must be managed
throughout the transition. To address these
challenges, careful planning, open communication,
and professional advice are essential for a successful

succession process.

Real-life examples from companies such as Moderna
CRISPR

Therapeutics illustrate the importance of strategic

Inc, Vertex Pharmaceuticals, and
succession planning in preparing leaders for evolving

challenges.

Here are three examples of companies in the Life
Sciences sector that are publicly noted for having
great succession plans in place:

I. Moderna Inc: Moderna, a pioneering
biotechnology company known for its mRNA-based
vaccines, has been widely recognized for its strong
succession planning. The company has implemented
a robust talent identification and development
program, focusing on internal talent mobility and
Moderna's

leadership  development initiatives.

succession  planning  strategies have  been

instrumental in ensuring a smooth transition of

leadership during critical stages of its rapid growth.

Succession Planning Strategies for Emerging Life Sciences Companies

2. Vertex Pharmaceuticals: Vertex Pharmaceuticals,
a leading Life Sciences company specializing in the
development of therapies for cystic fibrosis and
other genetic diseases, has garnered praise for its
effective succession planning. The company has
demonstrated a strong commitment to nurturing
talent from within its ranks, focusing on identifying
and  developing  future  leaders  through
comprehensive assessment processes and tailored
Vertex's

development programs. emphasis on

internal talent development has allowed for
successful leadership transitions and continuity in

driving their innovative pipeline forward.

3. CRISPR Therapeutics: CRISPR Therapeutics, a
trailblazing  gene-editing company, has been
recognized for its proactive succession planning
approach. The company has implemented a well-
structured talent assessment and development
framework to identify and groom future leaders.
CRISPR Therapeutics emphasizes the importance of
cultivating a diverse and inclusive leadership pipeline,
supporting the company's commitment to ethical
and responsible gene-editing technologies. The
company's successful leadership transitions have
contributed to its reputation as a leader in the field
of gene therapy.

GeneCoda.com
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Key Insights: Navigating
the Succession Planning
Landscape

life
companies, several key insights emerge. Early

In the context of emerging sciences
identification and development of talent are
crucial. Proactive talent assessment, talent pools,
and leadership development initiatives must be
implemented to ensure a continuous pipeline of
capable leaders. Investor expectations and
regulatory compliance further emphasize the

need for robust succession planning strategies.

Promoting diversity and inclusivity in leadership
roles fosters innovation and adaptability within
the organization. Succession planning for diversity
and inclusion brings several benefits to
organizations in the Life Sciences industry. First, it
helps organizations tap into a wider talent pool
and attract top talent from diverse backgrounds,
increasing the organization's competitiveness and
ability to address the needs of diverse patient
populations. Second, diverse leadership promotes
innovative thinking, enhances problem-solving
capabilities, and fosters a culture of creativity and
collaboration. Finally, an inclusive succession

planning  approach  strengthens  employee

engagement, retention, and overall organizational

performance including stronger financial returns.
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Changing demographics can also illuminate and
underscore the importance of succession planning.
One

planning is comparing the average executive age

method of contemplating succession
and tenure in the industry. Using the iShares
Biotechnology ETF (IBB) as a market surrogate,
we captured public executive data across several
found  within traded

functions publicly

biotechnology companies.

We then screened executive titles to develop
common taxonomy. For example, we used the
term “Head of Finance” (HoF) to synchronize
titles including CFO, CAOQO,

Accounting Officer in situations where it could be

and Principal

determined that the individual was the top “Head

of Finance” at the company in question.

From this exercise, we learned the following:
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The average age of all executives was 55 across
1,171 data points. From this data, we conclude
that the average age of operating and commercial
executives is lower than the average while those
that have a technical background are above the
average age. The exact succession planning
strategies of companies in the IBB index aren’t
known nor is the talent pool that may be able to
replace them. That said, given that the traditional
US retirement age is 65, the remaining working years
for those with technical backgrounds may raise cause
for concern.

Additionally, it is worth mentioning that within
our dataset, 4% of individuals (46 people) held
multiple functional titles. It is important to
highlight that this analysis does not encompass
data from privately held companies. However,
considering observational data, it is likely that this
percentage would be higher among such
companies. This emphasizes the significance of
closely monitoring individuals who undertake multiple

roles in smaller life sciences companies.

Succession planning for critical and unique roles
in the Life Sciences industry is a specialized aspect
of talent management. It involves identifying key
positions that have a significant impact on
organizational performance and developing
targeted strategies to ensure a smooth transition

when these roles need to be filled.

Assessing the specific requirements of these
critical roles is crucial in order to identify suitable
successors and tailor development programs
accordingly. Specialized succession strategies can
then be implemented to identify, develop, and
retain potential successors, including initiatives
like early identification of high-potential
individuals and providing specialized training and
mentorship opportunities.

Mitigating risks associated with succession, such
as a lack of suitable successors or knowledge
gaps, is also important, and can be addressed
through  cross-training, knowledge transfer
programs, or external partnerships. Succession
planning for critical roles brings advantages such
as continuity of critical functions, enhanced talent
attraction and retention, and fostering a culture
of excellence. By following these steps and
considerations, organizations in the
biopharmaceutical industry can ensure business

continuity and build a strong talent pipeline.

DID YOU SUBSCRIBE TO OUR
NEWSLETTER ON LINKEDIN ?

in

GeneCoda.com

Life-Sciences Recruiting: Weekly Trends,

Strategies and Tips!
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Method for Change: .
Building a Robust T
Succession Planning
Framework

To build a robust succession planning framework, emerging life sciences companies should consider several

key components. Talent assessment processes, including performance evaluations and potential
assessments, help identify high-potential individuals. Strategic partnerships and external recruitment can

infuse fresh perspectives and expertise into the organization.

Leadership development, coaching and job rotation programs should be tailored to address skill gaps and
prepare potential successors for leadership roles. According to McKinsey’s 2018 article Developing

tomorrow’s leaders in life sciences, “Only about 30 percent of surveyed leaders had participated in a leadership-

development program within the past year; in smaller companies, only about 30 percent of participants had done so
in the past three to five years.” Establishing tailored programs can facilitate knowledge transfer and

accelerate leadership development.

Assessing the Current State of the Organization

In order to establish a robust succession planning strategy in the Life Sciences industry, it is crucial to
conduct a thorough assessment of the current state of the organization. This assessment serves as the
foundation for identifying key leadership positions, evaluating the talent pool, identifying critical skills and

competencies, and analyzing potential skill gaps.

Identifying key leadership positions is the first step in the assessment process. This involves understanding
the hierarchy and structure of the organization, as well as determining which positions have the most
significant impact on the strategic direction and day-to-day operations. Key leadership positions may
include executive roles, research and development heads, regulatory affairs leaders, and market access and
commercial directors. By identifying these positions, organizations can focus their succession planning

efforts on areas critical to their success.

Once key leadership positions are identified, it is essential to evaluate the current talent pool and high-
potential employees within the organization. This assessment involves a comprehensive review of existing
employees, their performance, skills, and potential for growth. Organizations should consider factors such
as technical expertise, leadership abilities, adaptability to change, and alignment with the company's values
and culture. Through this evaluation, organizations can identify individuals with high potential for leadership

roles and determine which employees require additional development to bridge skill gaps.

Succession Planning Strategies for Emerging Life Sciences Companies

GeneCoda.com
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Identifying critical skills and competencies is a vital
aspect of succession planning in the Life Sciences
industry. Given the industry's unique demands,
organizations must identify the specific skills and
competencies required for success in leadership
positions. This includes a combination of scientific
knowledge, regulatory understanding, strategic
thinking, financial acumen, innovation mindset, and
effective communication skills. By clearly defining
these critical skills, organizations can align their
talent development efforts to ensure a pipeline of

leaders equipped to address industry challenges.

Conducting a skill gap analysis is another essential

step in assessing the current state of the
organization. This analysis involves comparing the
existing skills and competencies of employees
against the identified critical skills for leadership
positions. By identifying areas where skill gaps exist,
organizations can develop

targeted  training

programs, mentoring opportunities, and career
development plans to close those gaps. Additionally,
the skill gap analysis helps in identifying areas where
external talent acquisition may be necessary to

complement the internal talent pool.

Succession Planning Strategies for Emerging Life Sciences Companies

Overall, the assessment of the current state of the
organization sets the stage for effective succession
planning in the Life Sciences industry. It provides a
clear understanding of the organization's leadership
needs, talent pool, skill requirements, and areas for

improvement. Armed with this knowledge,

organizations can move forward in developing a
tailored succession planning strategy that addresses
the specific needs and challenges of the Life Sciences

industry.

“I've worked with Don for the last 5 years,
most recently at Kineticos Life Sciences. I've
found Don to be extremely knowledgeable
about the life sciences industry. Don takes a
consultative approach in all his engagements —
he works very diligently to understand the
client’s needs and timeliness and then uses his

vast network to find the right candidates for

the opening. Whether it is an entry level

position or CEO, | would highly recommend
Don for the assignment. Don is in the top 5%
of all recruiters | have known and used in my

20+ years in the industry.”

— Shailesh Maingi | CEO at Kineticos

GeneCoda.com
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Action Steps:
Implementing Effective
Succession Planning

Implementing effective succession planning requires
a systematic approach. Companies should align
succession planning efforts with their strategic goals
and long-term vision. The involvement of the board,
C-suite executives, and HR leaders is critical in
driving and overseeing succession planning
initiatives. Clear communication and transparency
throughout the organization are essential to gain

buy-in and commitment from all stakeholders.

Defining Succession Planning Goals and
Objectives

Defining clear goals and objectives is a crucial step in
developing a successful succession planning strategy

in the Life Sciences industry.

Long-term strategic goals provide organizations with
a vision of where they aim to be in the future and
how succession planning aligns with their overall
strategic objectives. These goals may include building
a robust leadership pipeline, ensuring continuity in
critical culture of talent

roles, fostering a

development and retention, and enhancing
organizational agility and adaptability. By aligning
succession planning with long-term strategic goals,
organizations can drive sustainable growth and
maintain a competitive advantage in the ever-

evolving Life Sciences landscape.

Short-term operational goals are equally important
in succession planning. These goals focus on the
immediate needs and priorities of the organization,
ensuring that it is equipped with the necessary
leadership capabilities to address current challenges

and capitalize on emerging opportunities.

Succession Planning Strategies for Emerging Life Sciences Companies

Short-term goals may include identifying and
developing successors for imminent leadership
vacancies, addressing skill gaps in critical areas, and
enhancing leadership bench strength in specific

departments or functions.

Alongside establishing goals, organizations must
determine the timeline and milestones for their
succession planning efforts. Succession planning is an
ongoing process rather than a one-time event, and
the timeline should reflect this understanding. The
timeline should consider factors such as the
anticipated retirement or departure of key leaders,
the time required to develop high-potential
employees, and the availability of external talent
when needed. By setting realistic and achievable
milestones, organizations can track progress,
measure success, and make necessary adjustments
along the way.

Monitoring key metrics related to succession
planning is vital to assess progress and make
informed decisions. These metrics may include the
number of high-potential employees, the diversity of
the leadership pipeline, the time it takes to fill
critical roles, and the success rate of internal

promotions. Regularly tracking these metrics
enables organizations to identify trends, identify
areas of strength and weakness, and adjust the

succession planning strategy accordingly.

A well-defined succession planning strategy with
clear goals and objectives provides several benefits
to organizations in the Life Sciences industry. First, it
ensures that succession planning efforts are aligned
with the of the
synergy.
Second, it provides a sense of purpose and direction

overall strategic direction

organization, fostering coherence and

for all stakeholders involved in the succession

planning process, enhancing engagement and
commitment. Clear goals and objectives also enable
effective communication with employees, ensuring
transparency  and

buy-in  throughout the

organization.

GeneCoda.com
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Moreover, having well-defined goals and objectives
allows organizations to prioritize their resources
and efforts in succession planning. With limited
resources, organizations can focus on the most
critical leadership positions and skill gaps that have
the highest impact on the organization's success.
This targeted approach ensures that succession
planning initiatives are efficient, effective, and yield

the desired outcomes.

Defining clear goals and objectives is essential for
successful succession planning in the Life Sciences
industry. By aligning succession planning with long-
term  strategic goals, addressing short-term
operational needs, and establishing a timeline with
milestones, organizations can drive talent
development, ensure leadership continuity, and

maintain a competitive edge.

Communicating and Implementing the
Succession Planning Strategy

Effective communication and implementation of

succession  planning are  crucial in the

biopharmaceutical industry. Transparent

communication ensures that all stakeholders
understand the purpose, benefits, and processes of
the strategy. This involves explaining the rationale
behind succession planning and its alignment with
organizational goals, addressing concerns, providing
regular updates, and sharing success stories.
Engaging key stakeholders, such as senior leaders,
managers, and employees, is essential. Senior leaders
play a pivotal role in championing and endorsing the
strategy, Wwhile managers identify high-potential
employees and support their development. Involving
employees through meaningful participation fosters

a sense of ownership and engagement.

Succession Planning Strategies for Emerging Life Sciences Companies

Providing resources and support is vital for
successful implementation. This includes allocating
the necessary budget and resources for talent
development programs, training initiatives, and
mentorship activities. Employees should have access
to the tools, technology, and training needed for
their growth and development. By empowering
employees  with  the required resources,
organizations enable active participation in the
succession planning process and enhance their
leadership potential.

Integrating  succession  planning  into  the
organizational culture is key to its sustainability and
effectiveness. It should be an ongoing and integral
embedded into

part of talent management,

performance evaluations, talent reviews, and
strategic planning processes. By making succession
planning a natural part of the organizational culture,
employees understand the opportunities for growth

and development.

Effective communication and implementation of

succession planning bring several benefits to

biopharmaceutical ~ organizations.  Trust  and
transparency are built, fostering a positive employee
experience, and improving retention rates. Clear
communication and engagement with stakeholders
facilitate a smooth implementation process,
minimizing resistance and gaining buy-in. Integrating
succession planning into the organizational culture
establishes a long-term approach to talent
management, ensuring a sustainable pipeline of

leaders for the future.

GeneCoda.com
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Handling Setbacks:
Overcoming Challenges
and Resilience

Succession planning efforts may encounter setbacks,
such as unexpected departures, talent retention
challenges, or resistance to change. Building a
culture that embraces continuous learning,
adaptability, and inclusivity should be emphasized to
strengthen the organization's ability to overcome

challenges and thrive.

Continuity and Succession Planning in
Times of Crisis

Continuity and succession planning in times of crisis
is a critical aspect of talent management in the
biopharmaceutical industry. Preparing for potential

disruptions is essential to minimize the impact of

crises on organizational performance. The
biopharmaceutical industry is subject to various
types of crises, including pandemics, natural

disasters, failed experimental results, regulatory and

legal challenges, and supply chain disruptions.
Furthermore, an organizational crisis can appear
from media firestorms as in the case where a small

biopharmaceutical company denied compassionate

use access of their investigational drug.

Organizations should proactively identify potential
risks and develop contingency plans that address
these specific challenges. This may involve scenario
planning, business continuity exercises, and cross-
functional collaboration to ensure the readiness of

key processes and functions.

Developing contingency plans for succession
ensures that critical leadership positions can be filled
promptly during times of crisis. Organizations
should identify key roles and individuals who are
essential for maintaining operations and decision-

making in challenging circumstances.

Succession Planning Strategies for Emerging Life Sciences Companies

Succession plans should outline potential successors,
their readiness levels, and any additional support or

training required.

Board directors or advisory board members may be
called upon to step in to fill short term vacancies
and industry interim leaders may be able to assist in
unexpected organizational gaps so  building
relationships with these firms can help avert a crisis.
Here at GeneCoda®, we endorse an “Always Be
Recruiting”  approach.

contingency  plans,

By having well-defined
organizations can ensure
leadership continuity and minimize disruptions in

critical areas.

Ensuring leadership continuity during crises is vital
for effective decision-making and organizational
resilience. Leaders play a crucial role in guiding
organizations through challenging times, making
critical decisions, and maintaining employee morale.
should establish

empower

Organizations communication

protocols, designated leaders with
decision-making authority, and provide them with
the necessary resources and support. By ensuring
leadership continuity, organizations can navigate
crises more effectively and instill confidence in

employees and stakeholders.

Continuity and succession planning in times of crisis
brings several benefits to organizations in the Life
Sciences industry. First, it enables organizations to
respond quickly to unexpected events, minimize
disruptions, and maintain critical operations. Second,

having well-prepared contingency plans and

leadership  continuity instills  confidence in

employees, investors, and other stakeholders,

preserving organizational stability and reputation.
Finally, safeguarding organizational resilience allows
innovate, and seize

organizations to adapt,

opportunities even in the face of adversity.

GeneCoda.com
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Summary

Succession planning is vital in the Life Sciences

industry to ensure seamless leadership transitions
and maintain a competitive edge. The industry's
unique challenges, such as scientific advancements
and regulatory requirements, make effective
succession planning essential. Without a solid plan,
organizations may face leadership gaps, disruption of

operations, and compromised performance.

Disruptive ideas, like personalized medicine and
digital technologies, are reshaping the Life Sciences
industry. Succession planning needs to be agile and
adaptable to navigate these emerging frontiers.
Succession conversations now focus on different
stages of a company's growth rather than age or
tenure. Finding the right successor in the highly

specialized Life Sciences sector can be challenging.

Early identification and development of talent are
crucial in the Life Sciences industry. Succession
planning for diversity and inclusion brings benefits
like accessing a wider talent pool and promoting
innovative thinking. Changing demographics also
highlight the
considering the average age and tenure of

need for succession planning,

executives.

Succession Planning Strategies for Emerging Life Sciences Companies

Aligning succession planning with strategic goals and
involving key stakeholders is critical. Defining clear
goals and objectives, assessing the organization's
current state, and monitoring key metrics are
essential steps. Effective communication, resource
allocation, and integration of succession planning
into the organizational culture are also important.

Contingency planning for succession during crises
ensures leadership continuity. Organizations should
identify key roles, develop contingency plans, and
empower leaders with decision-making authority.
Continuity and succession planning during crises
minimize disruptions and maintain organizational

resilience.

Overall, effective succession planning in the Life
Sciences industry requires a systematic approach
that addresses

industry-specific challenges. It

involves aligning with strategic goals, assessing the

organization's  current  state,  implementing
communication and resource strategies, and
preparing for potential setbacks. Successful

succession planning enables organizations to thrive
in a rapidly evolving industry and ensures a strong
leadership pipeline for the future.

GeneCoda.com
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The Benefits
Independent Executive Search Firm in

of Working with an

the Emerging Life Sciences Sector:

When

executive talent acquisition in the emerging life

it comes to succession planning and
sciences sector, partnering with the right executive
search firm can make a significant difference. While
large global firms have their merits, working with an
independent executive search firm that specializes
in the emerging life sciences sector offers unique
advantages. Here are some key benefits to consider:
I. Niche Expertise and Industry Knowledge:
Independent executive search firms that focus on
the emerging life sciences sector possess deep
industry knowledge and niche expertise. They have
a thorough understanding of the specific talent
requirements, market dynamics, and regulatory
landscape that shape the industry. Their specialized
knowledge allows them to identify, attract, and
assess top-tier talent with the precise skills and
experience needed for success in this unique sector.
Working with such a firm ensures that the search
process is tailored to the specific needs and nuances

of the life sciences industry.

2. Extensive Networks and Access to Talent:

Independent search firms specializing in the
emerging life sciences sector typically have well-
established networks and connections within the
industry. These networks extend to executives,
thought leaders, and professionals across various
domains within the life sciences ecosystem. Their
deep connections enable them to access a diverse
pool of high-quality talent, including individuals with
specialized expertise in areas such as drug
development, clinical research, regulatory affairs,
and commercialization strategies. By leveraging their
extensive networks, these firms can identify and
engage with exceptional candidates who may not be

readily available through other channels.

Succession Planning Strategies for Emerging Life Sciences Companies

3. Agility and Personalized Attention: Independent
executive search firms are often characterized by
their agility and personalized approach. Unlike large
global firms that may have numerous clients across
diverse industries, independent firms can devote
more time and attention to understanding the
specific needs and culture of each organization they
serve. They can provide a more tailored and
consultative experience, collaborating closely with
clients to define leadership requirements, cultural fit,
and long-term goals. This personalized approach
ensures that the executive search process is aligned
with the organization's unique needs and values,
resulting in the identification of candidates who are
the right fit for the company's specific growth
trajectory.

4. Focus on Long-term Partnerships: Independent

firms tend to prioritize building long-term
partnerships with their clients. They view executive
search as a collaborative process, working closely
with organizations to establish a deep understanding
of their strategic objectives, leadership needs, and
company culture. This focus on fostering strong
relationships and maintaining open lines of
communication allows for ongoing support, advice,
and guidance beyond the initial search engagement.
Independent firms are often committed to the
success of their clients, as their reputation and
continued business

growth rely on delivering

exceptional results and building lasting partnerships.

In summary, partnering with an independent
executive search firm that specializes in the

emerging life sciences sector offers distinct
advantages. Their niche expertise, extensive
networks, agility, personalized attention, and

focus on long-term partnerships position them as

valuable allies in succession planning and
executive talent acquisition. By leveraging their
industry knowledge and connections,
organizations can access top-tier talent that aligns
their

ultimately driving growth and success in the

precisely with unique requirements,

rapidly evolving life sciences landscape.
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GeneCoda® GeneCoda.com

At GeneCoda® we work with many Life Science firms that are

looking to recruit the best new executives to their team.

We understand the industry, the drivers and potential

opportunities and act as an ambassador on behalf of our clients to

promote their business and opportunities.

Are you ready to secure the future of your emerging life sciences company through
strategic succession planning?

Book a complimentary initial consultation with me, Don Alexander, an industry expert
with extensive experience in the life sciences sector and a track record of successful leadership

transitions.
During our consultation, we will discuss your organization's

specific needs, challenges, and goals related to succession
planning.

| will provide personalized insights, tailored recommendations,
and actionable strategies to help you build a robust succession
planning framework that aligns with your company's unique

context and long-term vision.

Book A Call

Don't miss the opportunity to leverage my expertise and industry knowledge to drive

growth, attract top talent, and ensure business continuity in your organization. Contact me

today to schedule your initial consultation and take the first step towards securing the

future of your emerging Life Sciences company.

In the rapidly evolving landscape of the emerging Life Sciences sector, effective succession planning is the key to
securing the future of your organization. By embracing disruptive ideas, leveraging key insights, and implementing a
comprehensive succession planning framework, you have the power to nurture a pipeline of capable leaders who

will drive growth, foster innovation, and navigate the complexities of the industry.

As an industry expert, | am here to support and guide you on this transformative journey. Together, let's inspire
greatness, cultivate talent, and shape a future where your emerging life sciences company thrives, making a profound
impact on the lives of patients and shaping the future of healthcare. Take the first step towards a successful
succession planning strategy by booking your initial consultation with me today. Together, we will unlock the

limitless potential that lies ahead.
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