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Disclosures



• Define succession planning
• Identify the methodology used for data collection and analysis for this study
• Discuss the results of the study
• Discuss the implications for nursing education and future nursing research

Presentation Objectives



• Succession planning
• Proactive process
• Identification and developing individuals
• Planning for the replacement of a leader

• Succession planning in nursing
• New concept
• Focus on nurse executive positions in healthcare setting

• Ignores demand for leaders in academia

• Succession planning in nursing education
• Gap in literature
• Rare practice 
• Urgent need to develop and implement succession planning

(Branden & Sharts-Hopko, 2017; Carriere et al., 2009; Chavez, 2011; Griffith, 2012; Li, Kennedy, & Fang, 2017; McCallin et al., 2009)

Background



The purpose of this study was to provide a comprehensive 
summary of succession planning, as self-reported by 
administrators over an academic nursing division. 

Purpose



• Research design

• Qualitative descriptive methodology
• Purposeful sampling
• Open-ended modes of data collection
• Textual analysis

(Sandelowski, 2000, 2010)

Methodology



• Primary data collection
• Qualtrics® Questionnaire
• N=24

• Open response questions
• Gather narrative descriptions of succession planning

• Follow-up data collection
• Interviews
• N=2

• Confirmation of preliminary thematic findings
• Address any additional questions 

• Demographic information
• Institutional  (Qualtrics, 2018)

Data Collection



• Data Analysis
• Qualitative content analysis

• 3 Categories, 8 themes, 11 sub-themes
• Category 1

• Strategies for Successful Succession Planning

• Category 2
• Advantages of Succession Planning

• Category 3
• Obstacles to Succession Planning

Data Analysis & Findings



.









Successful Succession Planning Strategies
• Strategies

• Identification of talent, providing education, training, support and mentoring to future leaders 
(Barden, 2010; Chavez, 2011; Klein & Salk, 2013; Titzer, Phillips, & Tooley, 2013)

• Talent Management
• Purposeful hiring of individuals with high potential for leadership roles is required to 

meet and organizations future leadership needs (Stichler, 2009)

• Financial Resources
• Challenge: organizations have limited, or no financial resources allotted for leadership 

development and training (Laframboise, 2011; Robinson-Walker, 2013)

Discussion



Advantages of Succession Planning
• Benefits of succession planning

• Leadership stability
• Increased faculty trust and morale
• Ensuring fundamental knowledge 

(Adams, 2007; Branden & Sharts-Hopko, 2017; Dezure, Shaw, & Rojewski, 2014)

• Transitioning into the role
• Essential: substantial impact on faculty engagement, satisfaction, and retention (Branden & 

Sharts-Hopko, 2017; Broome, 2013; Bryman, 2007)

• Reduces role transition stress (Vogelsang, 2014)

• Important since nursing leaders not trained in issues of budget, productivity, conflict 
resolution (Byrne & Martin, 2014; Fitzpatrick, 2014)

• Emotional and moral support
• Benefits of SP included nurturing, supporting (Branden & Sharts-Hopko, 2017; Dezure et al., 

2014)
• Helping faculty achieve goals (Adams, 2007)



Obstacles to Succession Planning
• Unpreparedness

• a lack of preparation for the new responsibilities, demands, and stressors of a leadership position 
contribute to increased stress and increases the likelihood that a new leader will be unsuccessful and 
struggle in the new role (Adams, 2007; Branden & Sharts-Hopko, 2017; Dezure et al., 2014; Mintz-Binder, 2013; 
Vogelsang, 2014)

• Lack of Interest and support
• factors hindering succession planning, including limited resources, lack of interest, failure to understand 

the value, lack of support, and other organizational priorities (Benjamin, Riskus, & Skalla, 2011; Laframboise 
2011; Robinson-Walker, 2013)

• Individual disinterest is a barrier to succession planning and includes fearing work-life imbalance, and the 
perception of additional responsibilities without an increase in compensation (Adams, 2007; Branden & 
Sharts-Hopko, 2017; Dezure et al., 2014)

• Resources (Funding)
• Leadership training, development and mentoring may not be valued by organizations and are limited by 

financial resources leaving potential leaders without the necessary learning and growth opportunities 
needed to be successful (Laframboise, 2011; Robinson-Walker, 2013)

• Internal leadership programs are not targeted to emerging talent not yet in leadership roles due to limited 
resources and economic challenges in academia (Prestia et al., 2014)

.



• Current leaders should implement strategies for successful succession planning

• Transform image of leadership

• Encourage faculty to assume more leadership roles

• Healthy work environment
• Contribute to faculty recruitment and retention

(Griffith, 2012; Stichler, 2009) 

Implications for Nursing Education



• Succession planning is important!

• Development of future academic nurse leaders

• Provide growth plans

• Requires financial and human resources

• Understanding the concept

Conclusion









• Questions?

Thank you! 
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