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Introduction
In the currently changing landscape of the healthcare sector, if a senior manager leaves suddenly, it
may disrupt the smooth sailing and create significant problems in the organization. It is, therefore,
recommended that a solid strategic succession plan must be put in place. The plan should focus on
how immediate impacts can be controlled, develop strategies for hiring, outline pre- and post-
boarding activities, put in place active succession planning policies, and conform to changing trends
in healthcare.

Priorities and Steps to Mitigate the Impact of the
Employee’s Rapid Departure
The management should prioritize the reduction of disruptions and effectively manage the transition
if a highly skilled manager chooses to leave. Several essential steps must be made to accomplish this:

Appointing an interim manager or leadership, thus minimizing the negative impact of a knowledge
manager leaving the department suddenly, the company must communicate openly with team
members and prevent unfounded rumors that could harm the organization. Thus, this can be
achieved by appointing an interim manager to maintain continuity and prevent disruptions (Kosterlitz
and Julie,2017). The interim manager will also ensure all team members effectively and efficiently
conduct their roles. The designated interim manager must have the necessary expertise and skills to
keep operations running smoothly while permanent leadership is sought. As a result, you can fill the
void and offer comfort in the face of an unexpected separation.

Additionally, enabling effective information transfer is also crucial for maintaining continuity. When a
manager leaves their position, they take a wealth of knowledge about the company’s inner workings,
systems, ongoing initiatives, and other vital information ((Sibbald et al.,2017). To use such
knowledge, specialists should document and disseminate their insights to coworkers within the same
organization through formal and informal mentoring programs. Because crucial information is
conveyed promptly, this strategy reduces the likelihood of operational disruptions.

In addition, a careful analysis of the immediate needs of the division is recommended. Essential
operations can continue smoothly by evaluating the department’s needs and setting priorities. A
proactive strategy helps to reduce the severity of any first disruptions, allowing business as usual to
continue uninterrupted. Consequently, succession plans at the team level need to be reviewed
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frequently (Kosterlitz and Julie,2017). Talent evaluations are held periodically, allowing management
to have open conversations about succession planning, promotion readiness, and employee growth.
In the event of the departure of a key employee, a solid succession plan will have already identified at
least two or three internally suitable applicants for that position.

Furthermore, providing the team with emotional support and sound counsel is essential. A high-level
executive’s departure can significantly impact morale and instill fear among the remaining workers.
The necessity of acknowledging this impact and assuring the team of the company’s commitment to
their well-being cannot be overstated. The company can help employees feel more confident and
flexible during the transition by creating a positive work environment and showing empathy and
support. The team’s cohesiveness is improved, and the fallout from the manager’s departure is
lessened, thanks to this action plan.

Proposed Recruitment Plan
Crafting a job description: The job description should include a detailed list of abilities,
education, and experience necessary for the position (Goldsberry Sr,2018). The document
serves as the foundation for engaging potential candidates whose skills are a good fit for the
open position.
Internal talent search: It’s also crucial to think about the long term and find internal candidates
who are a good fit for this role. In this way, the organization may prepare future leaders for
open positions by investing in their development and providing appropriate training.
External recruitment: This paves the way for an effective recruitment process that draws from
traditional and cutting-edge methods. Collaborating with other professional networks and
healthcare associations is helpful to increase the likelihood of finding the best manager for a
specific role.
Rigorous screening: In-depth interviews, a profile of relevant skills, and a thorough reference
check are all necessary parts of this process. The corporation goes to such lengths to ensure
that the chosen candidate shares the organization’s values and vision (Goldsberry Sr,2018).
Finding the right person to run the department efficiently for the good of the overall company
requires a thorough screening process.

Preboarding Checklist
Preboarding tasks are crucial as the start date of the new manager approaches since they facilitate a
seamless and well-informed transition. A great resource is the company’s welcome packet, which
includes information such as the company’s history, organizational structure, biographies of notable
individuals, FAQs, and other resources. It’s a great way to introduce people to your business.
Preboarding also involves setting up the incoming manager’s computer, email account, system
credentials, and other necessary gear to guarantee a smooth and trouble-free start. Book
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recommendations on essential processes, systems, and strategic projects provide background
knowledge and direction, and we facilitate the exchange of calendars and set up critical initial
meetings within the first week to stimulate early networking. Lastly, meeting legal and regulatory
standards is guaranteed by providing the necessary pre-employment documentation and compliance
training.

Onboarding Plan
The onboarding plan covers the key activities and milestones during the new manager’s first 30 days,
90 days, and 180 days on the job.

First 30 Days
The first 30 days are dedicated to formal introductions, training, and system onboarding. An official
new hire orientation covers HR policies, best practices, culture, and business values. Regular
meetings allow the team and its most critical cross-functional partners to get to know one another
and establish shared goals. At this early stage, learning about the projects, procedures, and team
dynamics is best accomplished by observing and imitating the capable interim manager. By
emphasizing management basics, new hires will have a much easier time getting up to speed. It’s
essential to look at the team’s KPIs and set some primary Objectives and Key Results. Thus, this
establishes a framework for goals and responsibility.

First 90 Days
After 90 days, the new manager is fully responsible for all aspects of the position. Leadership
development courses are essential for the development of crucial managerial abilities. Regular check-
ins with the hiring manager ensure the new hire receives the direction and encouragement they need
during onboarding ((Sibbald et al.,2017). The new manager should also prioritize meeting with the
department’s most important vendors, consultants, and clients to understand their needs better and
develop productive working relationships. The foundation of good team leadership is the ability to
analyze team dynamics and learn how to best work with the skills and personalities of each employee.

First 180 Days
The incoming manager should be able to impact the role within the initial 180 days significantly.
During the initial team meeting, employees can express their objectives for the division and provide
their perspectives on further enhancing previous achievements. Emerging leaders can thrive when
their development objectives are assessed, and mentorship links are developed (Phillips et al.,2018).
Performance evaluations conducted every six months offer objective data to facilitate discussions on
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achievements, areas for enhancement, and future objectives. Having had direct experience with
operations, the manager is now more capable of making adjustments based on comments and
observations. Finally, individuals can select the initial areas of development or initiatives they want to
support, considering the business requirements and their aspiration to make a difference.

Succession Planning Policies and Practices
Long-term succession planning policies and practices must be established at organizational and team
levels to be proactive and prevent the recurrence of similar succession events. Having stretch
assignments and development opportunities for high-potential employees at the organizational level
develops robust talent pipelines. A leadership competencies model specifies these core skills and
characteristics needed to be considered for high-level responsibility positions in an organization
(Phillips et al.,2018). Tailored development plans provide for addressing competencies gaps and
developing leadership abilities and, ultimately, readiness for promotion among individuals. It is
advisable that managers deliberately assign growth opportunities to team members with potential for
the next level of management role. Succession planning must be constantly appraised at an individual
and team level. Through quarterly talent reviews, management gets a chance to openly mention
succession possibilities, promotion capability, and individual development advancement. A succession
plan, which identifies at least two to three possible internal successors with qualifications for each
senior role, will minimize business interruption when unplanned exits occur.

Alignment to Health Care Industry Trends
This succession strategy aligns with several recent developments in the health sciences that have
been identified as crucial to the continued success of today’s medical facilities. To begin, it does a
great job of addressing the current topic of Leadership Development (Foster ,2018). There has been a
recent shift in healthcare toward identifying and developing future leaders from within the
organization. This strategy, reflecting the current trend, considers internal candidates and their
growth, allowing new successors to be developed from within.

Additionally, it is consistent with the trend toward Value-based Care. When aiming to provide value-
based, patient-centered care, ensuring the succession plan prioritizes alignment with company values
and culture is essential. The healthcare system is constantly evolving, and this tactic helps to
facilitate that transformation.

With rapidly evolving medical practices and ever-improving medical technology, continuous learning
is another significant trend in today’s healthcare system. The concept emphasizes mentoring,
education, and career growth as critical to retaining competent health professionals.

Finally, the prevalence of data-driven decision-making and talent management is reflected in
succession planning technologies such as Workdove’s 9-box grid and Performance-values matrix.
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Increased precision in monitoring and more purposeful planning tactics are two areas where this
technology could significantly impact the healthcare industry.

Consequently, a well-thought-out succession plan that addresses the risks associated with
unexpected vacancies and a systematic approach to finding future leaders can’t fail. These plans
must sync with national trends that help healthcare organizations remain resilient and stable to
provide high-quality treatment even as patient requirements and industry standards evolve.
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