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Abstract

Leadership succession in nursing academic programs poses a significant chal-
lenge, primarily due to the limited availability of professionals with the com-
petencies required for effective leadership [1]. This study aims to address this
gap by investigating the critical factors in succession planning for nursing pro-
gram administrators. The research objectives include identifying the compe-
tencies necessary for academic administrators, assessing the experience of cur-
rent administrators, and developing a comprehensive succession plan frame-
work. The research uses qualitative methods, including literature review, in-
terviews with nursing administrators, and analysis of existing succession mod-
els. Results highlight the importance of integrating strategic planning into suc-
cession processes to ensure smooth transitions and organizational stability.
Conclusions suggest that a formalized succession plan, incorporating mentor-
ship and leadership development, can mitigate leadership gaps in nursing aca-
demia [2].
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1. Introduction

The issue of succession planning in nursing academia has become increasingly press-
ing due to the growing number of retirements among academic leaders and the na-
tional shortage of qualified faculty [3]. Florence Nightingale laid the foundation for
modern nursing education, but the discipline has since evolved significantly, es-
pecially in response to regulatory frameworks and accreditation standards [4]. De-
spite these advances, succession planning has remained largely underdeveloped in

academia, particularly in nursing programs. As a result, there is an urgent need to
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develop a strategic framework for leadership succession to maintain academic ex-
cellence and operational continuity. This study seeks to explore the gaps in succes-
sion planning for nursing academic administrators and proposes solutions for ad-

dressing them [5].

2. Research Objectives

This study aims to achieve the following:

1) To assess the current state of succession planning in nursing academic pro-
grams.

2) To identify the competencies required for future nursing academic adminis-
trators.

3) To evaluate the experience of current nursing administrators with existing
or absent succession plans.

4) To propose a comprehensive succession plan for nursing academia.

3. Methodology

This study adopts a hermeneutic approach to interpret the experiences of nursing
academic administrators with succession planning. The research involves a qual-
itative method that includes a literature review, interviews with administrators, and

case studies from nursing programs in Puerto Rico.

4. Literature Review

The literature review focused on the current state of succession planning in nurs-
ing academic settings. Studies on leadership development, mentorship, and suc-
cession planning from healthcare and academia were analyzed. A gap was identi-

fied in the availability of comprehensive succession plans in academic nursing [6].

5. Interviews

Semi-structured interviews were conducted with nursing administrators from three
universities in Puerto Rico. The interviews aimed to explore their experiences with
succession planning, the competencies they believe are necessary for future lead-

ers, and their thoughts on how succession planning can be improved.

6. Data Analysis

A thematic analysis was used to identify key trends in the data. Key themes such as
mentorship, leadership development, and the absence of structured succession plan-
ning programs emerged. This analysis helped to shape the final recommendations
for a comprehensive succession plan.

To enhance understanding, a technical roadmap was created to illustrate the key
stages of succession planning, including talent identification, mentorship, leader-

ship development, and leadership transition (see Figure 1).
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Figure 1. Road map of administrative preservation in nursing.

7. Results

The findings from the interviews and literature review revealed several key insights.
First, most institutions lacked a formal succession plan, relying instead on ad-hoc
mentorship and training programs. This absence of structured planning led to sig-
nificant challenges during leadership transitions, often resulting in operational dis-
ruptions and a decline in educational quality [7].

Participants in the study stressed the importance of mentorship as a critical com-
ponent of succession planning. They noted that long-term mentorship relationships
provided potential leaders with the confidence, skills, and institutional knowledge
needed for leadership roles. However, in the absence of formalized succession
plans, many leaders had to “learn on the job”, which caused stress and inefficien-
cies [8].

The research also identified specific competencies that future academic nursing
leaders must possess. These include:

1) Knowledge of accreditation processes and nursing curricula.

2) Budget management skills.

3) Competence in leadership styles, particularly transformational leadership, which
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fosters faculty and student engagement.

4) Understanding of technological advancements, such as online learning plat-
forms and simulation technologies, which are increasingly vital in nursing educa-
tion [9].

The study also highlighted the need for strategic alignment between succession
planning and institutional goals. Succession planning should not be an isolated
process but should be integrated into the broader strategic objectives of the insti-
tution. This approach ensures that leadership transitions are aligned with long-

term institutional growth and development.

8. Discussion

The research underscores the pressing need for a formalized succession planning
framework in nursing academia. The lack of structured programs poses a signifi-
cant risk to institutional stability, particularly as many current leaders approach
retirement [10]. While some institutions offer mentorship or leadership develop-
ment programs, these are often informal and lack the consistency needed to en-
sure effective leadership transitions.

Mentorship emerged as a crucial component of successful succession planning.
The findings suggest that mentorship programs should be structured, with clear
goals and outcomes for both mentors and mentees. Additionally, professional de-
velopment should be continuous, ensuring that future leaders are well-prepared
for the complexities of the role.

A significant challenge identified by participants is the national shortage of qual-
ified nursing faculty, which exacerbates the leadership gap in academia [3]. This
shortage makes it difficult to recruit and retain individuals with the necessary skills
to assume leadership roles, further highlighting the importance of succession plan-

ning.

9. Limitations

This study is limited in scope as it focuses primarily on nursing programs in Puerto
Rico. While the findings are likely applicable to other regions, cultural and regu-
latory differences may affect the generalizability of the results. Additionally, the
study’s qualitative nature, while providing rich insights, may not capture the full
scope of succession planning challenges faced by larger institutions or those in more

resource-constrained settings.

10. Conclusions

Succession planning is vital to ensuring the long-term success of nursing academic
programs. This study has shown that nursing programs need formalized succes-
sion plans to ensure smooth leadership transitions and maintain high standards
of education. By integrating succession planning into institutional strategies and
providing structured mentorship and professional development, nursing programs

can prepare future leaders to meet the challenges of academic administration.
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The findings underscore the need for a strategic, formalized approach to succes-
sion planning in nursing academia. Mentorship, leadership development, and stra-
tegic alignment are critical components of successful succession planning. Institu-
tions must also address the national shortage of nursing faculty by actively recruit-

ing and developing leaders from within their ranks.

11. Recommendations

11.1. Develop Formalized Succession Planning Programs

Nursing programs should establish formal succession planning programs that are
aligned with institutional strategic goals. These programs should include mentor-

ship, leadership training, and continuous professional development.

11.2. Structure Mentorship Programs

Mentorship should be a key element of the succession plan, with clearly defined goals
and outcomes for both mentors and mentees.

11.3. Provide Continuous Professional Development

Institutions should provide ongoing professional development opportunities for
potential leaders, ensuring they remain equipped with the skills and knowledge nec-

essary to assume leadership roles.

11.4. Address Faculty Shortages

Institutions must actively address the national shortage of nursing faculty by re-
cruiting and developing potential leaders from within their own programs.

11.5. Align Succession Planning with Institutional Strategy

Succession planning should be integrated into the institution’s overall strategic
planning, ensuring that leadership transitions support long-term institutional
growth.

12. Implications for Nursing Practice

The development of formalized succession plans is critical to the future of nursing
education. By establishing structured mentorship programs and providing ongo-
ing professional development, nursing programs can cultivate the next generation
of academic leaders. These steps will ensure that nursing programs maintain high

standards of education and operational continuity, even as current leaders retire.
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