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Significance of 
the Research

• Building on guiding models

• Performance review & evaluation 

• Strategies to approach succession planning 
across diverse roles within organizations



Purpose 
Statement

• Adding to the working knowledge 
on:

• Hiring talent into the 
organization

• Communicating role 
expectations and 
responsibilities

• Identifying talent

• Developing employees to work 
beyond their immediate roles 
through delegation, and 

• Leading the organization’s 
sustainability



Research 
Questions

• What successful practices do academic 
leaders use to build internal talent and 
develop and retain employees in roles 
that will benefit the organization’s 
sustainability?

• What challenges do academic leaders 
encounter when they seek to build 
internal talent and develop and retain 
employees in roles that will benefit the 
organization’s sustainability?



Literature Review

• In healthcare education, succession 
planning promotes sustainability 

• Professions (medicine, pharmacy, 
nursing) have studied succession 
planning in academic settings

• Academic presidents, provosts, deans, 
associate deans, department chairs, 
and directors, etc. work to integrate 
succession planning



Literature 
Review

• Gaps in succession 
planning continue to 
exist. 

• This study combined two 
main general models







Method
• The qualitative case study approach 

• The multiple case study approach helped 
study this contemporary phenomenon

• Easier to gather information for depth 
and context

• Applied an interview process



Method

• The study sample included academic 
leaders in supervisory roles, and involved 
in leading recruitment or hiring

• 10 academic deans and administrators 
were invited to supply up to five names 
meeting the criteria at their institution

• One individual per organization was 
selected to participate, aligning with the 
multiple case study approach sample size 
of 3-10 participants or cases



Method

• Data was collected directly from participants through 
questionnaires and interviews.

• Prior to any interviews, a general questionnaire: 

• Collected background information

• Gauged the level of understanding of succession 
planning,

• Gathered context on recruitment practices, and 

• Primed them for the interview questions

• Responses from this questionnaire added context to the 
successes and challenges with succession planning



Method

• Received IRB approval 

• Documents describing the study 
were shared with the appropriate 
consent forms

• Participants received items for a 
brief questionnaire through 
SurveyMonkey.



Method

• Open-ended interview questions

• Identify areas of convergence and 
divergence

• A post-interview session followed

• Data collected was analyzed using 
Quirkos

• Themes were connected to the two 
research questions



Dissertation Phase 1: Pre-Interview Questionnaire (expected time: 30 minutes) 
1. Select the title or role that best fits your current position: Options (select all that apply): Faculty; Staff; Program Manager; Director; Department Chair/Vice-Chair; Assistant/Associate 

Dean; Dean; Provost/Chancellor; Vice-President/President

2. Select the range of employees you directly supervise within your role. Please Note: these may also be employees supervised by someone else in a matrix reporting structure, i.e., 

“dotted line reporting”: Options (select best single response): 1-10 direct reports; 11-20 direct reports; 21-30 direct reports; > 30 direct reports

3. Describe how your role contributes to any succession planning within the organization. If your role does not directly connect with succession planning, then please describe any 

initiatives you are aware of that are currently used in your organization. 

4. Describe any plans or processes in place that you are aware of that create a contingency or back-up for any critical roles within your organization. 

5. Describe the strategies you use to ensure you are recruiting the hiring individuals that would succeed in your organization. 

6. Describe successful strategies for developing the talent of your faculty and staff within the organization. 

7. Identify strategies used to help identify strong performers and high-potential talent within the organization. 

8. Describe the challenges the organization faces, if any, in developing and/or retaining strong performers and high-potential talent.

Dissertation Phase 2: Interview Items (expected time: 30 minutes) – For each item: Follow up: Please say more about (core idea). 

1. What programs do you have to ensure that every employee is evaluated for their potential? 

2. What special preparation, or training, do you expect of supervisors within your organization? 

3. How is clarity among and across all roles established and shared among your employees?

4. What strategies help you in successfully selecting an internal applicant for an open leadership role in your organization?

Dissertation Phase 3: Post-Interview Debrief (expected time: 30 minutes) – For each item: Follow up: Please say more about (core idea). 

1. In review and reflection of the transcript of your interview responses, what would you add or change about any of your responses? 

2. In review and reflection of the transcript of your interview responses and the aggregate data summarized to date, describe how similar or different you believe you are compared to 

other respondents. 

3. In review and reflection of the transcript of your interview responses and the aggregate data summarized to date, what questions do you think should have been included that were not 

part of the interview? 



Interview Methods & Phases



Results & 
Analysis

Respondent Pseudonym 

R1 Adrian 

R2 Finley 

R3 Jamie 

R4 Jessie

R5 Lee 

R6 Morgan 

R7 Riley

R8 Sam

R9 Skyler

R10 Tyler



Results & Analysis

Respondent Characteristics on 
Administrative Role 

Respondent Characteristics on Direct 
Reports 

Respondent Characteristics on 
Administrative Role

Chair Director Dean

Respondent Characteristics on 
Direct Reports (DR)

DR 1-10 DR 11-20



Results & Analysis 

Table 1. Successes Identified in Organizational Approaches to Building a Leadership Pipeline and Promoting 

Succession Planning 

Theme N Frequency of occurrence (%) 

Organizational leadership and enabling 

infrastructure 

294 84.97 

Organizational engagement 39 11.27 

Positive characteristics of internal applicants 13 3.76 

 



Results & Analysis

Table 2. Challenges Identified in Organizational Approaches to Building a Leadership Pipeline and Promoting 

Succession Planning 

Theme N Frequency of Occurrence (%) 

Gaps in retention and talent development 23 27.38 

Lack of clarity in communication 40 47.62 

Inconsistent practices across roles 7 8.33 

Lack of intentionality and future planning 14 16.67 

 



Results and Analysis

Theme

Organizational leadership and enabling infrastructure (n=294; 84.97%) 

• System development 

• Providing opportunities to develop (internal and external) 

• Skillful direct supervisor(s)

• Annual evaluations 

• Communicating with transparency 

• Surveying employees for strengths and talents 

• Modeling positive leadership behaviors by formal leaders 

• Specific role dedicated to operations and succession planning/talent development 

• Regular discussions about talent among formal leaders 

Organizational engagement (n=39; 11.27%) 

• Employee is involved in discussions about their growth 

• Leaders help identify potential future leaders (sense of community and connection) 

Positive characteristics of internal applicants (n=13; 3.76%) 

• They know the operations, practices, and culture 

• They have formed relationships 

• They are known quantities – both “good” and “bad” characteristics are known 

• They may likely have mentors in the organization and support for future initiatives 



Discussion

Academic leaders seemed to 
perceive more successful 

practices than challenges in their 
own organizations. 

Academic leaders specified 
challenges providing insights about 
specific managers or departments 

within the larger organization. 



Discussion

The organization’s health 
was specifically 

mentioned as a factor in 
its effectiveness.

Systems approaches were more 
highly valued specific 

individuals or departmental 
structures.

Human variables 
(behaviors and systems) 
were connected to both 
healthy and unhealthy 

organizational outcomes  



Limitations of the Study

• Interviewees were selected by the researcher, 
introducing bias

• Some interviewees were more comfortable 
with the topic

• Some participants had a natural affinity 
towards developing leaders and succession 
planning

• Some seemed more confident and effective in 
answering the questions posed in the interview 

• Some participants worked in universities with 
more access to a major city and a metropolitan 
population compared to others 

• Reproducibility of the study



Limitations of 
the Study

• There was a limited diversity of perspectives on 
succession planning

• Limitations may be apparent in the unique 
perspectives on the questions based on everyone’s 
own experiences

• All study participants had administrative roles in 
their respective programs

• The study did not include faculty and staff members 
across a more diverse pool of roles



Limitations of 
the Study

• Possibly many ways the items could have 
been interpreted

• Limited attention consistently given to 
the idea that all leaders, no matter how 
senior, have someone else, or an entire 
board, to which they report

• Possible unintended bias towards 
emphasizing the positive aspects of 
respondents’ organizations



Recommendations 
for Future Study

• Mindset shifts favoring the 
importance of organizational 
systems thinking are essential 

• Getting people on the bus 
(conventional thinking)

• Putting the right people in the 
right seats (individual-focus)

• Building a safe and better bus 
(systems thinking) 



Recommendations for Future 
Study

• Elements for future study may include: 
• Perspectives from faculty and staff with no formal leadership roles  

• Context on what promotes the behaviors consistent with fragmentation, silos, 
and scarcity in organizations.  

• Systematic ways to find and hire more suitable internal candidates into 
mission-critical roles.

• Enabling factors and barriers to discuss clarity on roles and responsibilities in 
the workplace.

• Identifying basic needs fulfilled by placing efforts on “fighting fires” at the 
expense of intentionally planning and thinking futuristically about the 
organization’s success.



Recommendations for Future 
Study

• Continued elements for future study:
• Ability to accurately identify successes and challenges 

within one’s own institution, if the respondent has no 
other organization to compare.

• Impact of institutional pride, or cynicism, on biasing 
employees towards positive or negative perspectives. 

• Context on how roles are both equipped with, or 
burdened, an inordinately high or low amount of 
information, including sensitive and high-risk information.



Conclusions

• There is an ongoing need to provide organizations and leaders with a systematic 
starting point from which they can engage in meaningful succession planning

• Future research can emphasize specific action steps in identifying talent, 
promoting an inclusive approach to talent development, repositioning training for 
supervisors at all levels, and developing internal talent to be selected for 
leadership roles within the organization

• The hope is that these considerations can provide a foundation for organizations 
to shift their culture to that of growth, development, and sustainable success 
through a deep commitment to employee’s development and growth



Questions



References
1. Charan R, Drotter S, Noel J. The leadership pipeline: How to build the leadership powered company 

(2nd ed.). Jossey-Bass: John Wiley & Sons, Inc. 2011.

2. Noe R. Employee training and development (6th ed.). New York, NY: McGraw-Hill. 2013.

3. Cavanaugh JC. Who will lead? The success of succession planning. Journal of Management Policy 
and Practice, 18(2), 22-27. 2017.

4. Newstrom JW. Organizational behavior: Human behavior at work. Southern New Hampshire 
University. McGraw-Hill. 2016.

5. Vanourek B, Vanourek G. Triple-Crown Leadership: Building Excellent, Ethical, and Enduring 
Organizations. McGraw-Hill Companies, Inc. 2012.

6. Watkins MD. The First 90 Days: Updated and Expanded. Harvard Business School Publishing. 2013.

7. Buller JL. The essential academic dean or provost: A comprehensive desk reference. Jossey-Bass. 
John Wiley & Sons, Inc. 2015.

8. Gmelch WH, Buller JL. Building academic leadership capacity. Jossey-Bass. John Wiley & Sons, Inc. 
2015.

9. Griffith MB. Effective succession planning in nursing: a review of the literature. J Nurs Manag. 20(7): 
900-11. 2012.

10. Malcom DR, Farris K, Feola DJ, Gannett PM, Law AV, O'Neal KS, Salinitri FD, Tromp K, White A. 
Appropriateness of term limits for administrative appointments in pharmacy programs. Am J Pharm 
Educ. 84(1):7462. 2020.

11. Martin A. Talent management: Preparing a "ready" agile workforce. Int J Pediatr Adolesc Med. 2(3-
4): 112-116. 2015.

12. Phillips LK. Succession Planning in Nursing Academia: A Scoping Review. International Journal of 
Nursing Education Scholarship, (1). 2019.

13. Van Amburgh J, Surratt CK, Green JS, Gallucci RM, Colbert J, Zatopek SL, Blouin RA. Succession 
Planning in US Pharmacy Schools. American Journal of Pharmaceutical Education, 74(5), 1-7. 2010.



References
14. Rath T. Strengthsfinder 2.0. New York: Gallup Press. 2007.

15. Charan R, Willigan G. Know-how: The top 8 skills that separate people who perform from those who don’t. Crown Business, 
New York. 2007.

16. Bolman LG, Deal TE. Reframing the organization. San Francisco: Josey-Bass. 1997.

17. Cameron KS, Quinn RE. Diagnosing and changing organizational culture based on the competing values framework. 3rd ed. 
Jossey-Bass. 2011.

18. Henri F. General and industrial management. Mansfield Centre, CT, Martino Publishing, New York. 1918.

19. Noe R, Hollenback J, Gerhart B, Wright P. Human resource management: Gaining a competitive advantage. New York. McGraw-
Hill Education. 2013.

20. Pillay S. Your brain and business: The neuroscience of great leaders. Upper Saddle, NJ. Pearson Education, Inc. 2011.

21. Carey DC, Ogden D. CEO succession. New York: Oxford University. 2000.

22. Clinton L, Insch GS. Senior leaders’ strategic role in leadership development. Strategic HR Review, 17(3), 143-149. 
http://dx.doi.org/10.1108/SHR-02-2018-0014. 2018. 

23. Hunter T, Decker-Pierce B. Identifying the Characteristics and Competencies Executive Directors Need to Lead Human Service 
Organizations in Today’s Operating Environment: What Boards Need to Know for Succession Planning. The Journal of Nonprofit 
Education and Leadership, 11(1)http://dx.doi.org/10.18666/JNEL-2020-9139. 2021. 

24. Rothwell WJ. Effective succession planning: ensuring leadership continuity and building talent from within. New York: Amacom. 
2015. 

25. Rothwell WJ. Replacement planning: a starting point for succession planning and talent management. International Journal of 
Training and Development 15:1 ISSN 1360-3736. 2011. 

26. Rothwell WJ. Effective Succession Planning. New York: Amacom. 1994. 


