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Abstract 

Nurse leader succession plan in acute care is a business strategy that has a financial impact. 
Quality care and patient safety is reliant on effective clinical leadership. Efficiency and 
effectiveness in care delivery processes and outcomes translate into corporate financial 
sustainability. The premise of nurse leader succession plan is to build leadership capacity for 
clinicians, and enlarge nursing portfolio. Potential candidates acquire skills and knowledge 
pertinent to professional growth and leadership roles. Structured mentorship program focus 
on inter-professional collaboration that enhance clinical and leadership competencies. 
Individualized professional development plans align competencies with personal career goals. 
Emerging nurse leaders are inspired to demonstrate commitment and ownership of healthcare 
processes and outcomes. Regular performance appraisal and feedback provide objectivity in 
training and development programs. Additionally, communication and relationship 
management lead to efficiency and mentorship program integration. Succession plan and 
leadership development advances nursing discipline, autonomy, career development and job 
satisfaction. Therefore, a nurse leader succession plan provides a reflection on the voice of a 
nurse in hospital environment. 
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Introduction 

The healthcare landscape is evolving rapidly with change in care delivery models, regulatory 
requirements, demographics, and population health. The nursing discipline is vital to 
healthcare for providing evidence based high quality care for best outcomes. Transformative 
leadership and succession plan impact staff morale and productivity. Some health care 
organizations have a formal succession plan and they develop potential candidates through a 
structured leadership development programs (Doria, 2015). Acute care sustainability is 
enhanced through nurse Leader succession plan and leadership development. Strategies for 
the succession plan include career goal assessment, formal leadership development, formal 
leadership role, transformational leadership and mentorship (Titzer, Shirey, & Hauck, (2014). 

A nationwide shortage in nursing management exists with fewer nurses going into 
management. Some nurses opt for different nurse career advancement like nurse educator, 
nurse practitioner, informatics, research and advocacy (Doria, 2015). Evidently, organizations 
that identify and develop human resources improve role transition, reduce manager turnover 
rates and decrease replacement cost. 

Contextual Issues 

The contextual issues include organization structure, staff engagement, staff morale, staff 
turnover, nurse orientation, preceptorship, and mentorship programs. The ontology of 
leadership succession pivots on the social construct and collegial relationships. Mentorship 
and leadership succession programs develop positive attitudes and critical thinking capacity 
for responsibility, insight, intuition and creativity (Andrade, Scherlowski & da Costa, 2016).A 
multi-generational workforce merit succession planning as a business strategy in view of 
nurses shortage. Nurse Leaders must recognize the power of relationships and develop staff 
to adopt, prosper and grow (Dyess, Sherman, Pratt, & Chiang-Hanisko, 2016). 

A growing multicultural healthcare workforce demands a structured nurse mentorship 
program to enhance clinical and cultural competencies. Pront, Gillham, and Schuwirth, (2016) 
contend that clinical supervision and mentorship is complex and requires a comprehensive 
understanding across the healthcare disciplines. The goal to influence the future of healthcare 
is supported by empirical studies that demonstrate that minorities are underrepresented in 
healthcare leadership roles.  

Research in healthcare expands on clinical knowledge for evidence based practice.  There is 
an opportunity to explore nursing leadership and succession planning in acute care facilities. 
Doctors are reluctant to engage in management and leadership positions, other than at the 
clinical team level (Lees, 2016). Nurse leaders must champion organizational leadership 
research and become instrumental in the results dissemination. Resources should be allocated 
to Nurse Leader succession plan that constitutes an essential part in operation excellence. 

Nursing epistemology is an art and a science that underpins critical thinking, analytical ability 
and exemplary leadership that progress intellectual assets (Andrade, Scherlowski & da Costa, 
2016). Succession plan and leadership development advance nursing discipline and autonomy. 
Organizational cultures that support professional development inspire emerging nurse leaders 
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to demonstrate commitment and ownership in healthcare processes and outcomes. 

Nurse Leader Succession Model 

Transformational leaders inspire their followers and use creativity to impart leadership 
knowledge and skills for personal and professional growth (Breevaart& Bakker, 2017). Nurse 
mentorship includes leadership skill development, professional development, and enabling 
organizational culture. Mentorship provides intellectual, emotional, and political preview for 
exemplary leadership (Elidas, Jabubik, Weese & Huth, 2017).Acute care hospitals are 
entrusted to provide safe, timely, and effective patient care in an efficient manner. System 
thinking and partnerships engage all the stakeholders to share their insights, perceptions of 
care process and opportunities’ that progress quality and patient safety.  

The institute of Medicine describe patient-centered care as one of the six elements of high 
quality health care that build on discussions and decisions that involve shared information, 
relationship building and empowering care provision (Hashim, 2017).Patient safety and 
optimal outcomes are paramount. Nursing caring theory provide a framework to advance 
patient- centered care through effective communication, teamwork, mutual support and trust. 
Scientific knowledge and technical skills are imperative to quality nursing care(Palos, 2014). 

Comprehensive unit based safety program enlists healthcare team approach. A structured 
mentorship program equips registered nurses with added skills through innovation and 
partnerships (Conway & Coyle, 2017).Transformative leadership encompasses motivation; 
interpersonal communication; conflict resolution, and negotiation. Nurse leader succession 
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plan is critical to care delivery in acute care hospitals.  

Conclusion 

Transformative leadership empowers the staff to advocate for quality and patient safety. High 
rate of employee turnover impede continuity of quality care. Hospital leadership structure must 
provide an enabling environment, and focus staff development. An inclusive organizational 
culture that affords equitable career advancement opportunities is evidence of positive social 
change. The Advocacy for low-cost innovative approach to succession planning is timely. 
Active engagement with individuals across the healthcare continuum is pertinent to 
innovative training strategies. Effective leadership reduces medical errors and increase 
compliance with Government and regulatory agencies rules for best outcomes. McFadden, 
Stock, & Gowen III (2015) demonstrate the essence of transformational leadership in 
correlation to continuous quality improvement initiatives, and improved patient safety. Nurse 
leader succession planning demonstrates professional excellence a trajectory that secure 
future nurse leaders. 
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