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Introduction

Succession planning anticipates long-range healthcare leadership needs and develops future
leaders necessary to achieve strategies. Effective and comprehensive succession plans are
integrated within the institution’s strategic plan, provide a proactive method for identifying
and developing potential leaders and encompass all levels of management.

This policy is generated to ensure leadership continuity and prepare a source of qualified and
motivated Omani leaders with potentials for higher roles and responsibilities in leadership
and management fields. It also guides to identify best candidates for different positions’ levels
and categories, attracts and retains outstanding talents by helping employees advance in their
careers, build a competitive environment and advantage, and ensure stability in managing any
future challenges. Succession planning does not guarantee promotions for individual

candidates.

Scope
This policy applies to the Directorate General of Nursing Affairs (DGNA) personnel,
Directors/ Heads of Nursing, and other nurses in all levels of management within all

healthcare institutions under the MoH in Oman.

Purpose

3.1 Maintain standard procedures of successful succession planning strategy.
Provide direction related to preparing future talents and monitoring succession planning.
Clarify nursing management the roles and responsibilities in the implementation
processes of succession planning.

3.4 Ensure fair and consistent processes of succession planning.

Definitions
4.1 Succession planning: Is an ongoing process of systematically identifying, assessing and

developing talented capacity leaders and managers to ensure continuity in the

organization.

Leadership: Is the ability to influence others.
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4.3

4.4

Director: Is a manager who leads an organization or institution, who supervises the
production and continuation of organizational work.

Potential leader: An employee who is assessed as having leadership ability,
organizational commitment, and motivation to grow to and succeed in more senior
positions in the organization.

Leadership Successor: Is an employee who is the next in line when the current director
or manager has to step down or move out. The successor takes over when the manager
gives up a position or title.

Acceleration Pool system: Is a process of developing candidates for leadership positions,
rather than targeting one or hand-picked people for each leadership position. Pool
members are offered opportunities for learning and accelerate individual development.
Mentoring: Is an advisory relationship where the mentor who has vast experience in
management usually passes on experience by guiding, giving opinions, and directing less
experienced employee.

Competency model: Is a basis for acquiring, developing and managing the organization’s
talents in leadership and management, allowing leaders and managers at all levels of the
organization to develop and demonstrate knowledge, skills and attributes in order to
contribute to a dynamic service.

Training: is the process of transferring or obtaining specific knowledge and skills needed

to carry out specific activities or tasks.

4.10Nursing management levels: First line, second line, and third line nurse managers.

4.11360 Degree Feedback Evaluation: Is a process where employees receive anonymous and

confidential feedback from work peers including employees and managers.

Policy:

5.1

52

All healthcare institutions ensure they have a leadership / management succession plan.
All healthcare institutions have a strategy to identify potential leaders/ managers within

the institution.
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5.3 Succession planning cover all levels, considering all areas and positions within the

institution and not limited to top level positions.

Procedures
In order to develop a succession planning strategy, use the following process:

6.1 Develop a strategic plan

6.1.1
6.1.2
6.1.3

Include strategic vision and goals of the institution.
Determine and clarify future leadership across the institution.

Specify core skills/ competencies.

Assess key positions.

6.2.1

6.2.2

6.2.3

[dentify leadership positions within the institution.

Prepare job analysis of these positions.

Identify core competencies (behavioral and technical) required for positions. This
step is necessary for setting clear performance expectations, assessing
performance, and selection purposes.

Evaluate the impact each position has in achieving the strategic goals and
objectives of the institution.

[dentify the education/training, experiences, and other factors needed to success

for each leadership position (Appendix 2).

Identify the current talents in the institution for future leadership.

Identify talented employees who are ready to assume leadership / management position

within the institution. Detecting strengths of those talents allows department leaders to

focus on strategic development and measurement needed.

6.3.1

Circulate a list of position identified and request for names. Assess potential
candidates based on the defined selection criteria, understanding their strengths
and development needs.

[dentify the employees ready to assume position based on agreed competencies
using Acceleration Pool Form in Appendix 3. Make sure that every employee with

leadership potential is fairly and thoroughly considered for potential leadership

positions. Use Acceleration Pool Application System that gives opportunity for all

who have good leadership potentials.
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.3.3 Consider candidates who have potentials for leadership positions.
.3.4 Evaluate strengths and areas for improvement and developmental needs of the
available talents for each identified position.
Use 360 Assessments tool that provides information on the employee’s
competency-based strengths and developmental needs. Different methods can be
used including:
6.3.7.1 Evaluation by superiors
6.3.7.2 Self-Assessment
6.3.7.3 Evaluation by peers
6.3.7.4 Evaluation by subordinates
6.4 Generate a competency-based development plans.
This is done in collaboration with the future successor, supervisor and the director/
manager, who is responsible to close any gaps, and coordinating succession planning. It

is important that succession candidates feel good about this process.

6.4.1 Implement the developmental plan for each position. Ensure to provide required

training and guidance to potential leaders to ensure having an efficient talent pool
of successors for leadership pipeline.

Development plans are available for candidates and then integrated into their
performance management plans.

Plans may include identifying career paths for high-potential candidates and others
who have the interest and ability to move upward in the organization.

Offer developmental opportunities to provide Job Enrichment, through:

6.4.4.1 Job assignments, training,

6.4.4.2 Special projects or programs

6.4.4.3 Committee or task force assignments

6.4.4.4 Job rotation

6.4.4.5 360 Feedback

6.4.4.6 Seminars, conferences, continuing education

6.4.4.7 Exposure - internal and external

6.4.4.8 Problem resolution opportunities
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6.4.4.9 Mentoring programs; mentor is assigned specifically in areas where the

successors have developmental needs.

6.5 Develop a system to monitor and evaluate the succession planning progress

6.5.1 This step involves monitoring and evaluating the effectiveness of strategies
implemented to close the talent gaps and successors’ weakness.
Continuous monitoring and on-going feedback will provide necessary information
as to whether the strategies are meeting the department’s needs.
Using the planned competency checklist the mentor will plan monitoring and
follow up the successor progress (Appendix 1).
Use leadership development progress tool (Appendix 4). It is necessary that the

mentor, mentee, and director review the progress and record as necessary.

7. Responsibilities
7.1 The Director / Head of Nursing:

7.1.1 Identify competencies (knowledge, skills and abilities) required for Positions.
7.1.2 Recognize/ identify future potentials for the leadership position.
7.1.3 Ensure that candidates are assessed objectively, without personal favoritism.
7.1.4 Review the organization’s/ Directorate’s strategic plan and conduct a brief
assessment of organizational strengths, weaknesses, opportunities, and threats to
identify priority issues that may need to be addressed during the transition process
and to identify attributes and characteristics that are important to consider in the
selection of the next future leader.
Provide all resources, develop a detailed mentoring plan, (ongoing coaching and
mentoring) to prepare the future leader.
Develop a specific Learning Contract (Development Plan) that clarifies the
learning objectives/ competencies to be achieved by the succession plan.
Ensure that the work activities in which the successor gains experience are directly
related to future work requirements.
Conduct performance reviews and assist employees to determine needs for further
development. Monitor work progress through giving periodic feedback to the

successor through performance, using a progress form.
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7.1.9 Ensure that the succession planning process is transparent and well communicated
to all employees:

7.1.100btain top management support — as critical step for obtaining support and
resources provision.

7.1.11 Move people effectively - Transition to new positions must be well planned and
well implemented for replacement strategies to be effective.

7.1.12Frame the implementation of the succession planning as “continuous
improvement” and communicate what worked and what will be improved during
each step of the process. Determine if the succession plan is on track to meet
timeline objectives, and amend the succession plan as required.

7.1.13 Ensure that all other managers are involved and supportive of interdepartmental
assignments.

The Mentor

The partnership between a mentor and mentee is built upon trust, respect, and

professionalism. Specifically, the mentor’s role is coaching, guiding, motivating,

advising, and acting as a role model.

7.2.1 Communicate clearly the developmental goals for the mentee

7.2.2 Set realistic expectations regarding method and frequency of communication with
mentee.
Provide constructive feedback about mentee’s personal and leadership skills.
Share knowledge about specific leadership roles, and organizational
cultures/standards.
Facilitate networking.
Coach and guide mentee toward achieving a specific developmental goal.
Be available and maintain consistent contact.

Provide the mentee with information about opportunities he/she needs explore.

The future successor (mentee)

[dentify gaps and shortcomings within the directorate/ institution to work on areas for

improvement.
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Express (Self-identification) interest in leadership roles and career advancement.

Create and keep up-to-date career development plans

Work with the director to identify career development opportunities
Accept and act on feedbacks provided.

Take opportunities and/or risks to further their career development
Maintain a high level of trust and professionalism.

Respect confidentiality.
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Appendix 2: Generic Nomination Form

Employee Information

Name:

Title:

Job Classification:

Length of Service:

Time in Current Job:

Current Supervisor

Career Goals

1 to 3 Years:

3to 5 Years:

Beyond 5 Years

Educational History

[nstitution: gree: Area of study:

[nstitution: : : Area of study:

[nstitution: gree: Area of study:

Special Skills/Expertise

Languages:

Technology

Professional Expertise:

Other:

Developmental Experiences — Past 3 Years

Formal Training: Competencies/ Skills Developed

Special Assignments: Competencies/ Skills Developed
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Appendix 3: Acceleration Pool Generic Nomination Form
Nominee Name: Classification:

Nominated by: Date:

Leadership Area Competency
(Tick the appropriate)

Proficient | Competent Needs
Development

Support of MOH Values
= Behaves consistently with values

* Displays respect for others

= [sagood team player

* Identifies with management

Leadership Promise

= [s motivated to lead

= Accepts leadership responsibilities

* Mobilizes resources/ people to action
* [eads teams that have high morale
Interpersonal Skills

* Communicates clearly and effectively

Makes effective presentations
Demonstrates diplomacy
[s trusted and respected

Demonstration of Results
= Shows positive team results

= Displays objective indicators of success
* Accomplishes major assignments

Developmental Orientation
Has accurate self-insight

[s coachable; accepts feedback

Quickly learns new tasks
Has history of learning from experience

Self —initiates development activities
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Appendix 4: Leadership Development Progress Tool

Reviewer:

Review Date:

Competency / Progress

Managing and Focusing on People

|, Driving Results

’ Building Relationships

Culturally-Congruent Clinical Practice

| Occupational Knowledge
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