Succession Planning Template

A comprehensive leadership development and succession plan! is needed to meet the demand for
perioperative leadership. A sense of urgency and strategic planning to develop new perioperative
leaders is essential to maintaining optimal surgical operations.

We have reached the moment where the mean age of perioperative nurses is between 50 and 60 years.
Succession planning is now an imperative. Baby Boomers in leadership roles must commit to leaving a
legacy of wisdom upon which future health care can be based.?

Succession Planning Defined

A strategic process involving identification, development and evaluation of
intellectual capital, ensuring leadership continuity within an organization?

Succession Planning Framework

The succession planning framework plan detailed by Titzer et al® is based on Benner’s novice-to-expert
model and stages of professional development including

e  novice;

e advanced beginner;
e competent;

e proficient; and

e expert?

Succession Planning Success

The success of a leadership development plan is dependent upon support of all stakeholders in the
organization. A cost-benefit analysis of the plan as well as formulation of a business case with return on
investment (ROI) should be developed and endorsed by senior leaders within the organization. The cost
must be incorporated into the budget for long term support.

Mentorship is a key component of leadership development and succession planning. Leaders should
model the role and encourage proteges to fulfill their potential. There is a need to address work-life
balance, which is a significant factor for millennials in our workforce.

It is recommended that succession planning that includes a mentor program become a valued priority
across the organization or health system.! A systematic approach to tracking the plan and reviewing
periodically is key. In some organizations, succession planning to ensure stable leadership is included in
goals assigned to leaders and executives.
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Succession Planning Prioritization Template

One organization® utilizes a template to track “high risk” and “high potential” leaders at various levels to
maintain a stable and high performing leadership team. The template (Figure) is reviewed regularly by
the department head and shared with senior leaders in the organization during one to one planning
sessions.

High potential personnel include leaders with potential for internal development and promotion to the
next level of leadership. The template indicates the timeline for readiness. The organization uses this
tool to strategize leadership development classes and training opportunities to assure they are prepared
to transition to the next level.

High risk personnel include those current leaders who are under performing, planning to leave the
organization, or nearing retirement. Also included in the high-risk category is the manager or director to
whom the primary high-risk individual reports to in our structure. In other words, if Nurse A identified
as high risk, and Nurse B is Nurse A’s leader, then Nurse B is also high risk in this model.

The timeline covers the immediate up to 60 months and is reviewed semiannually and included in the
review of lead goals assessment for planning.

Figure: Succession Planning Prioritization Template

Succession Planning Prioritization sossmentate: NN

Enter in appropriate box Example *%
Name of Leader & Their Leader Color Code** Key

Areas of Responsibility Nancy Smith (Charlotte Rocchio)
Date Main Operating Room Director ® >, months

Mission Critical ;;/7/2"12 - 36 months
ission Critical - yes
v ® 60 months +

**Color code both High Risk Leaders & High Potential Leaders
Note: T/External or T/Internal = no longer employed and filled with external or internal candidate or recruitment in process

Ready now/12 months

High Risk
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*Template provided by Memorial Care Health System, CA
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Succession Planning Prioritization P oo I

Enter in appropriate box Example Color Code** Ke
LolorCode”* Key

Name of Leader & Their Leader ® Read h
Areas of Responsibility Nancy Smith (Charlotte Rocchio) eaay now/12 months
Date Main Operating Room Director @ 24 MO nths

Mission Critical 3/7/.2012 ial 36 months
1ssion Critical - yes
’ ® 60 months +

High Risk

**Color code both High Risk Leaders & High Potential Leaders -
Note: T/External or T/Internal = no longer employed and filled with external or internal candidate or recruitment in process é

High Potential

Template provided by Memorial Health Care Systems, CA

Notes:

Copyright © 2020 AORN, Inc. All rights reserved. Used with permission.
e AORN

SAFE SURGERY TOGETHER

™



References

1. AORN Transition to Practice Ad Hoc
Committee. Perioperative nursing succession
planning: Theoretical learning, clinical
opportunities, and residencies. AORN approved
white paper. . 2015.

2. Baker JD. Succession planning: A
perioperative imperative. AORN J.

Resources

Doyle DJ. Succession planning and the future of
perioperative nursing leadership. AORN J.
2018;108(2):191-194. doi: 10.1002/aorn.12308
[doi].

A nurse manager succession planning model
with associated empirical outcomes. J Nurs
Adm. 2017;47(10 Suppl):549-S58. doi:
10.1097/01.NNA.0000525958.92512.ce [doi].

LaCross E, Hall N, Boerger JA. Nurse manager
succession planning: Evaluating a pilot
program's effect on self-perception of
readiness. J Nurs Adm. 2019;49(6):331-335. doi:
10.1097/NNA.0000000000000761 [doi]

Thompson A, Augoustides JG. Succession
planning for the fellowship program director:
Fortune favors the prepared. J Cardiothorac
Vasc Anesth. 2019. doi: S1053-0770(19)30495-1

[pii].

Moreno JV, Girard AS. Capitalizing on an
existing shared governance structure in
developing leadership succession planning. J
Nurs Adm. 2019;49(4):193-200. doi:
10.1097/NNA.0000000000000737 [doi].

Bleich MR. The professional development
educator and leadership succession planning. J
Contin Educ Nurs. 2019;50(3):104-106. doi:
10.3928/00220124-20190218-03 [doi].

Copyright © 2020 AORN, Inc. All rights reserved. Used with permission.

Page 4 of 6

2017;105(6):538-540. doi: SO001-
2092(17)30422-2 [piil.

3. Titzer JL, Shirey MR, Hauck S. A nurse
manager succession planning model with
associated empirical outcomes. J Nurs Adm.
2014;44(1):37-46. doi:
10.1097/NNA.0000000000000019 [doi].

Williams MP, Li Y. North Carolina nurse leader
project: A replication study to assess nurse
leadership capacity. J Nurs Adm.
2019;49(5):256-259. doi:
10.1097/NNA.0000000000000747 [doi].

Saifman H, Sherman RO. The experience of
being a millennial nurse manager. J Nurs Adm.
2019;49(7-8):366-371. doi:
10.1097/NNA.0000000000000769 [doi].

Jones BW. Creating a culture of promoting from
within. Dimens Crit Care Nurs. 2019;38(1):50-
53. doi: 10.1097/DCC.0000000000000330 [doi].

Pedersen A, Sorensen J, Babcock T, et al. A
nursing leadership immersion program:
Succession planning using social capital. J Nurs
Adm. 2018;48(3):168-174. doi:
10.1097/NNA.0000000000000592 [doi].

Chargualaf KA, Elliott B, Patterson B. From
military to academic nursing: Embracing an
untapped leadership resource. J Nurs Educ.
2018;57(6):355-358. doi: 10.3928/01484834-
20180522-06 [doi].

Ramseur P, Fuchs MA, Edwards P, Humphreys J.
The implementation of a structured nursing
leadership development program for succession
planning in a health system. J Nurs Adm.
2018;48(1):25-30. doi:
10.1097/NNA.0000000000000566 [doi].

AORN

. SAFE SURGERY TOGETHER




Martin ER, Kallmeyer R. Strategies to recruit the
next generation of nursing leadership talent. J
Nurs Adm. 2018;48(7-8):368-374. doi:
10.1097/NNA.0000000000000631 [doi].

Phillips T, Evans JL, Tooley S, Shirey MR. Nurse
manager succession planning: A cost-benefit
analysis. J Nurs Manag. 2018;26(2):238-243.
doi: 10.1111/jonm.12512 [doi].

MEDIA A. How to succeed at succession
planning. SAME DAY SURG. 2018;42(3):1-N.PAG.
http://search.ebscohost.com/login.aspx?direct=
true&db=ccm&AN=127964783&site=ehost-
live&scopes=site.

Webb T, Diamond-Wells T, Jeffs D. Career
mapping for professional development and
succession planning. J Nurses Prof Dev.
2017;33(1):25-32. doi:
10.1097/NND.0000000000000317 [doi].

Fray B, Sherman RO. Best practices for nurse
leaders: Succession planning. Prof Case Manag.
2017;22(2):88-94. doi:
10.1097/NCM.0000000000000214 [doi].

Jones S, Deckers CM, Strand D, Bissmeyer H,
Bowman WJW, Mathe DG. Succession planning:
Creating A case for hiring new graduates. Nurs
Econ. 2017;35(2):64-9, 87.

Sibbald SL, Wathen CN, Kothari A. Managing
knowledge in transitions: Experiences of health
care leaders in succession planning. Health Care
Manag (Frederick). 2017;36(3):231-237. doi:
10.1097/HCM.0000000000000167 [doi].

Dyess SM, Sherman RO, Pratt BA, Chiang-
Hanisko L. Growing nurse leaders: Their
perspectives on nursing leadership and today's
practice environment. Online J Issues Nurs.
2016;21(1):7. doi: Vol-21-2016/No1-Jan-
2016/Articles-Previous-Topics/Growing-Nurse-
Leaders.html [pii].

Copyright © 2020 AORN, Inc. All rights reserved. Used with permission.

Page 5 of 6

West M, Smithgall L, Rosler G, Winn E.
Evaluation of a nurse leadership development
programme. Nurs Manag (Harrow).
2016;22(10):26-31. doi:
10.7748/nm.22.10.26.s29 [doi].

Succession planning and transition
management: A lived experience. J Nurses Prof
Dev. 2016;32(6):316-318. doi:
10.1097/NND.0000000000000272 [doi].

Moore LW, Sublett C, Leahy C. Nurse managers'
insights regarding their role highlight the need
for practice changes. Appl Nurs Res.
2016;30:98-103. doi:
10.1016/j.apnr.2015.11.006 [doi].

Jones-Berry S. '‘Buddies' scheme launched to
develop future nurse leaders. Nurs Manag
(Harrow). 2016;23(8):6. doi:
10.7748/nm.23.8.6.s2 [doi].

Denker AL, Sherman RO, Hutton-Woodland M,
Brunell ML, Medina P. Florida nurse leader
survey findings: Key leadership competencies,
barriers to leadership, and succession planning
needs. J Nurs Adm. 2015;45(7-8):404-410. doi:
10.1097/NNA.0000000000000222 [doi].

Wilkes L, Cross W, Jackson D, Daly J. A
repertoire of leadership attributes: An
international study of deans of nursing. J Nurs
Manag. 2015;23(3):279-286.

AORN, ed. Perioperative nursing succession
planning: Theoretical learning, clinical
opportunities, and residencies. Denver, CO:
AORN, Inc.; 2015.

Manning V, Jones A, Jones P, Fernandez RS.
Planning for a smooth transition: Evaluation of a
succession planning program for prospective
nurse unit managers. Nurs Adm Q.
2015;39(1):58-68. doi:
10.1097/NAQ.0000000000000072 [doi].

AORN

. SAFE SURGERY TOGETHER




Watkins A, Wagner J, Martin C, et al. Nurse
manager residency program: An innovative
leadership succession plan. Dimens Crit Care
Nurs. 2014;33(3):121-128. doi:
10.1097/DCC.0000000000000036 [doi].

Warshawsky NE, Havens DS. Nurse manager job
satisfaction and intent to leave. Nurs Econ.
2014;32(1):32-39.

Keys Y. Looking ahead to our next generation of
nurse leaders: Generation X nurse managers. J
Nurs Manag. 2014;22(1):97-105. doi:
10.1111/jonm.12198 [doi].

Copyright © 2020 AORN, Inc. All rights reserved. Used with permission.

Page 6 of 6

Johnson-Dennis N. Building succession planning
into nursing culture. Nurs Manage.
2014;45(7):8. doi:
10.1097/01.NUMA.0000451040.99834.e0 [doi].

Trepanier S, Crenshaw JT. Succession planning:
A call to action for nurse executives. J Nurs
Manag. 2013;21(7):980-985. doi:
10.1111/jonm.12177 [doi].

Sherman R, Dyess S, Hannah E, Prestia A.
Succession planning for the future through an
academic-practice partnership: A nursing
administration master's program for emerging
nurse leaders. Nurs Adm Q. 2013;37(1):18-27.
doi: 10.1097/NAQ.0b013e31827514ba [doi].

ZAORN

7. SAFE SURGERY TOGETHER



