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ABSTRACT

Objectives: to understand leadership succession experiences in nursing in
daily academic life and to describe the strategies adopted for the development
of successors from the academic nurse leaders’ perspective. Methods: a
phenomenological study, whose data were collected from nursing faculty members
considered leaders, selected using the snowball sampling technigue, in which each
participant indicated three other individuals with leadership profiles from different
Brazilian states. Sixteen interviews were conducted with faculty from eight states
between May and October 2018. The meetings were recorded, transcribed, and
analyzed based on the situated phenomenon structure analysis method. Results:
sixteen nursing faculty members from eight Brazilian states, representing public
higher education institutions, participated in the study. They were nominated by
their peers for their leadership profile. The results pointed to the following categories:
“Meetings that inspire and liberate for training leaders”; “Cultivating future
leaders in daily work”; and “New seeds have been sown, and the future belongs
to them”. Conclusion: interaction among faculty at different stages of leadership
skills development is key to ensuring leaders are capable of handling succession,
especially in settings without formal strategies for developing future leaders.
Descriptors: Nursing Administration Research; Leadership; Health Workforce; Nurse
Administrators; Qualitative Research.

INTRODUCTION

Nursing leaders are retiring, and this has had a significant impact on teaching,
research, management, and care. Despite this, in most institutions, systematic ac-
tions are rarely undertaken to discuss this issue, address the shortage of qualified
leaders, and promote succession planning®?. In academic settings of undergrad-
uate nursing courses, a significant portion of faculty members are nearing retire-
ment®4, which can generate negative implications for training new professionals,
academic management, and the continuity of knowledge production.

The roles involved in nursing leadership in academic settings are complex, re-
quiring qualification and maturation time®?, as they involve in-depth activities in
topics built up over time for performance in teaching, research, extension, and man-
agement, which are indispensable requirements in universities.

Institutions” commitment to ensuring leadership succession through the identi-
fication, recruitment, development, and mentoring of new leaders®#®, and the provi-
sion of development programs that provide opportunities to prepare leaders for the
next generation®?, are important actions to address the issue.

Preparing new leaders capable of replacing more experienced ones requires in-
vestment in succession strategies that include formal development programs@!3-1),
In the context of nursing, the main objective of this effort is to systematically prepare
future leaders who are able to respond effectively to new challenges and opportu-
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nities, with the competence to continue their work for the benefit of
the team, the organization, and the profession®2813.16),

The strategies indicated for planning leadership succession in
academic settings remain incipient™. Interventions such as struc-
tured mentoring and continuous institutional support are effective
as leadership development programs, but require time for prepara-
tion and adaptation®”.

Experience reports from North American universities describe
leadership development programs®®, and some field studies de-
scribe leadership development strategies based on faculty experi-
ences®®29_ Others focus on how to become a leader in academic
settings®?, elaborate on perspectives of nurses’ future workforce in
a given professional area®?, and investigate how much leadership
can influence the level of nursing faculty’s professional satisfaction
and organizational commitment?.

However, nursing faculty’s experiences have not yet been
explored to understand how the phenomenon of leadership
succession has occurred in Brazilian academic settings. Unveiling
facets of this phenomenon can contribute to the development of
strategies that assist in planning leadership succession in nursing
within this context.

In this regard, this research aimed to understand how the phe-
nomenon of leadership succession in nursing has been experienced
in daily academic life and to describe the strategies adopted for de-
veloping successors from the academic nurse leaders’ perspective.

METHODS

This qualitative study, based on a phenomenological frame-
work, was conducted between May and October 2018 at higher
education institutions offering undergraduate nursing programs in
Brazil. The COnsolidated criteria for REporting Qualitative research
checklist was used for preparing this text@®.

The choice of phenomenology as a theoretical and method-
ological framework for this study is justified insofar as its focus is on
the universal structures of faculty members’ intentional experience
in the leadership succession process in nursing schools. The un-
derstanding of the phenomenon studied in this work was based on
livingness, lived experiences, and ways of being and existing in the
world of these faculty members.

Phenomenology seeks to unveil the structures in which expe-
rience occurs and, in the description of experiences, reveals their
universal structures®. To this end, a researcher asks subjects to
describe how they are living and what experiences are significant
in that life situation. From these descriptions, the phenomenon is
unveiled and studied systematically in order to understand the ob-
ject in its essentially total intention®©®.

To phenomenologically understand intentional experiences
regarding leadership succession in academic contexts, we chose
to speak with nursing faculty members from different training in-
stitutions, such as nursing schools and nursing colleges located in

Brazil, who, during the data collection period, hold or have held ac-
ademic leadership roles.

Leaders were considered to be faculty members who had pre-
viously held academic management positions, led research and ex-
tension groups, or were recognized by the academic community
far their excellence in teaching, considering their role in maintaining
and ensuring continuity of knowledge production and nursing ed-
ucation, contributing to constructing the nursing field as we know
it today.

Data collection began with the leading faculty, chosen by re-
searchers for convenience. To continue selecting participants, the
snowball sampling technigue was used, which allows for new se-
lections based on participants’ own social networks. Thus, after
each meeting, participants were asked to nominate three other
significant leaders in the national academic community from dif-
ferent Brazilian states. All nominations were justified by the current
performance of faculty members who, in the perspective of their
co-workers, demonstrated leadership characteristics in nursing and
in teaching, research, outreach, and management, regardless of
their years of experience.

Five faculty members were directly contacted by the research-
ers, and considering the 47 referrals, the total number of eligible fac-
ulty reached 52. We contacted 30 faculty members at least three
times via email or telephone. Of these faculty members, six did not
respond to our attempts to contact them; five refused to participate
in the study; three agreed to participate, but we were unsuccessful
in scheduling a meeting; and the remaining sixteen agreed to par-
ticipate and attended the meeting for data collection.

The remaining 22 eligible leaders were not contacted due to
data saturation, meaning convergences in the information provided
by subjects, signaling the data collection completion®.

The choice of interview location followed faculty preferences and
was conducted either in person at the higher education institutions
to which a professor was affiliated or virtually, through applications
with audio and video interaction. The interviews were conducted by
the researcher, who holds a master’s degree and has experience in
conducting qualitative research and is duly qualified to conduct in-
terviews according to the phenomenological framework©@®.

The interview sessions were recorded with participants’ permis-
sion and averaged lasted approximately 40 minutes. The content
was transcribed in its entirety and verbatim by the same researcher
who conducted the interview. A script was used as a guide, contain-
ing quiding phenomenological questions about participants’ experi-
ence in leadership succession, namely: what management positions
they had held; how they experienced and perceived leadership suc-
cession in academia; and how they felt about their legacy when they
were no longer active.

For data analysis, the situated phenomenon structure analy-
sis framework was used, which occurred in four stages. In the first
stage, all transcripts were read from beginning to end numerous
times, attempting to put themselves in participants’ shoes, without
interpretations, and seeking to arrive at a general meaning of the
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descriptions. The second stage consisted of restarting the reading
in order to discriminate the “units of meaning”, focusing on the
phenomenon being researched. This stage is important because
it allows the text to be divided into units as a consequence of the
analysis. In the third stage of the analysis, daily expressions were
transformed into language, with the purpose of grasping the mean-
ings contained in participants’ speech. Finally, in the fourth stage,
the synthesis of units of meaning was transformed into proposi-
tions that consistently described the phenomenon, leading to the
construction of categories or topics©®.

All' units of meaning were taken into consideration, being, at least
implicitly, contained in the phenomenon description. The discussion of
the categories that structure the phenomenon was anchored in Martin
Heidegger's existential phenomenology®”, which seeks to understand
being in its concrete existence. According to this framework, phenom-
ena reveal themselves within the context in which they occur, carrying
their own meanings. Analysis allows for an understanding of beings in
their openness to existence, considering their relationships with them-
selves, with others, and with the context that surrounds them(”.

This research has been approved by a Research Ethics Commit-
tee, meeting national guidelines®® relating to ethical aspects of re-
searchinvolving human beings, under Certificate of Presentation for
Ethical Consideration (In Portuguese, Certificado de Apresentacdo
para Apreciacdo Etica - CAAE) 83707418.1.0000.5078. All faculty
members invited to participate in this research were informed about
the study objectives, and those who agreed to participate signed
the Informed Consent Form. Data confidentiality and protection of
participants’ identities were guaranteed through the exclusion or
replacement of information that could identify them.

RESULTS

Sixteen nursing faculty members from eight Brazilian states
participated in the study, mostly women (14 faculty), aged between
39 and 70 years, with only two under 53 years old. All worked at
public higher education institutions (13 faculty affiliated with federal
higher education institutions and three with state higher education
institutions), with four to 40 years of teaching experience, with only
two faculty members having been active for less than 15 years. All
had previously held or were holding management and/or adminis-
trative positions at the time of data collection.

The faculty members nominated by their peers hold or
have held highly relevant positions in academic administration.
Furthermore, they demonstrate a high level of scientific productiv-
ity, developing research projects recognized both nationally and
internationally, and are involved in postgraduate programs. Also
noteworthy is the presence of young faculty members who already
distinguished themselves in their respective fields.

Speech analysis points to three categories of analysis: “Meet-
ings that inspire and liberate for training leaders”; “Cultivating future
leaders in daily work”; and “New seeds have been sown, and the
future belongs to them”.

The synthesis of the first category, “Meetings that inspire and
liberate for training leaders”, converges on the idea that it is the
meaningful human interactions throughout faculty’ careers that
underpin how they develop their successors. This process begins
with the interaction of current leaders with more experienced fac-
ulty who were their mentors throughout their own training. The
idea that commitment to nursing and support for developing fu-
ture nurses, faculty, and researchers pave the way for training new
leaders remains consistent in this category. Genuine and meaning-
ful human meetings constitute, essentially, the greatest legacy of
the leadership training process. Table 1 describes the synthesis of
the data from category 1 and the subcategories (“Who | am today
reflects those | have met along the way”; “Being someone who
supports the development of young people”; and “Commitment to
nursing”).

The second category, “Cultivating future leaders in daily
work”, was consolidated around data that points to strategies in
the preparation of young leaders. These are based on the faculty’s
understanding of the importance of preparing people to continue
their work. The process of developing leaders for the future occurs
through the identification of young people with potential who are
willing to learn and who take responsibility of becoming new lead-
ers. To achieve this, learning collaborative work, the division and/
or delegation of responsibilities, and participation in deliberative
bodies and committees is essential. Fundamentally, the strategies
are based on dynamic interpersonal relationships and the strength
of collective work. Table 2 describes the sunthesis of the data from
category 2 and the subcategories (“Identifying leaders”; “Working
together”; “Sharing responsibilities”; and “Participation of orga-
nized collectives”).

Finally, the third category, “New seeds have been sown, and
the future belongs to them”, gathers data indicating that training
new leaders primarily involves the idea of detachment from more
experienced individuals so that their successors can take over roles
and positions, building their own career paths. Table 3 presents a
summary of the data from this last category: “New seeds have been
sown, and the future belongs to them”.

DISCUSSION

The essence of the results of this study is based on the idea
that meaningful meetings between experienced and younger fac-
ulty offer a possibility for developing successors. This interaction
allows for the identification and development of leaders, enhancing
the building of bonds and networks, and enabling the exchange of
information and collaborative work.

The analysis of the meanings of the first category, supported
by the phenomenological framework, allows us to affirm that the
significant meetings between faculty and students in leadership
learning occur in the field of interpersonal relationships, strength-
ening the idea of a social man, a being-with-others. Coexistence is
an existential aspect of Dasein, contributing to the development of
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human identity®”. Dasein, or presence, for Heidegger, is an indica-
tion of experience and means that it is only possible to understand
being-there-in-the-world from its possibilities of being, constituted
in the relations of being-with-others and in the relations of being-
with-the-world®©”,

To build opportunities for future leadership, settings that foster
spaces for learning and leadership development®®2? can be central
to enhancing young scientists” ability to pursue their profession-
al careers within a culture of mutual support®®. What we observe
is that interaction with experienced faculty allows for constructing
madels of how to exercise leadership, expanding the possibilities
for younger faculty to acquire their own identity as leaders, and
making it easier for emerging leaders to find their way®183?,

The faculty members participating in this research indicated
that those they considered leadership role models are the people
who inspired them in their academic careers. These individuals
are identified with skills such as empathy, engagement in nursing,
communication, technical competence, and ethics. While these
characteristics are considered innate, they can also be learned and
improved.

Learning leadership through meetings with inspiring role mod-
els and the possibility of developing leadership skills reinforces the
importance of formally investing in academic leadership succession
strategies by creating spaces that guarantee interaction, because it
is through this interaction that individuals build their potential to be
leaders in the world.

Table 1 - Summary of data from the analysis category “Meetings that inspire and liberate for training leaders”, Goiania, Goias, Brazil, 2018

Analysis category Meetings that inspire and liberate for training leaders

Subcategories Excerpts from speeches

“Everything | learned in terms of research groups, everything I learned in terms of mentoring, of having project insights, of
managing my project; everything | learned, in fact, during the period, | got my master’s and doctoral degrees” (P. 1)

“The influences were happening. Many good people that we meet in this life, who have a genuine interest in nursing, a genuine
focus on seeing nursing as a recognized, valued profession, and taking over, within the range of health professions, the true role

that belongs to it” (P. 4)

“She was able to grasp things and make certain predictions of situations and anticipate them. So, our department was always at
the forefront because of this ability she had, and | greatly admired this ability” (P. 9)

Who | am today reflects
those | have met along
the way

person is very significant to me” (P. 13)

“It was with them that | learned to be the professional | am, to believe in the potential | have, with tears or with joy, and that’s part
of a process. Amazement and disappointments happened with these people” (P. 12)
“And she was the one who first said, ‘You have the ability, you can do it’ And she opened the first doors of my career. So, this

“So, | think she was someone who demonstrated so much competence in an area | was already interested in, that she became a
bit of a role model. She was my master’s and doctoral advisor. She was someone | looked up to” (P. 14)

“This life at the university has a fantastic thing: we can always have incredible meetings. And I had brilliant students who
wouldn’t leave me alone, who made me study, who were people who thought a lot, who were very critical, so they were
students who made me develop intellectually and as a person” (P. 16)

“A good professor is one whom students surpass. A professor whom students don’t surpass hasn’t done their homework” (P. 1)
“So, anything | think is important for people’s development isn’t something I tell them how to be, it’s about being. So, in this
process, in undergraduate and graduate classes, in the moments we spend together (...) you can build leadership succession in

everyday life” (P.2)

“It is up to us, in the exercise of leadership, to prepare new leaders. So, when | told you that, throughout my journey, | did
everything that, according to my judgment, within my reference, my values, | fought to develop, to contribute to raising the name

f ing” (P. 3,
Being someone who of nursing” (P. 3)

“It's about giving them the tools to think and then carry out their management process in the best possible way, ethically, and

supports the development
of young people

ultimately, creatively, in a collegial, collective setting” (P. 8)
“When | look at my students, those | supervised in their dissertations, for instance, they have all already completed their master’s

degrees. Half have already completed their doctoral degrees because they had the right profile; it’s about believing in people and

awakening talents” (P. 12)

“Essentially, we have been working towards empowering young researchers who are entering academic life. Some are former
advisees or completed their training here in the program, co-workers from the department and program who have joined more
recently so that they open new paths, or at least continue on the path we've already managed to open, achieving better and

more powerful things” (P. 13)

“It makes us think about how to prepare these people so that they engage in nursing projects, because taking on a nursing
position in any of these instances, or entities and institutions, means thinking about the profession, and you have to be engaged

with the profession” (P. 7)

“I think we have some challenges, and perhaps the strongest in this sense, and | think the most decisive for us to continue the

Commitment to nursing
training of our students” (P. 13)

advances that we have already achieved in the last 40 years of nursing. | think we need to think about this ethical-political

“I hope to live up to everything | have experienced, and to be able to contribute to the profession, to science, to teaching and
to the profession, in its various fields of activity, respecting the advances that need to be made. And | understand that it is a
responsibility of mine and of all the co-workers who are arriving at the university at this moment” (P. 15)
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In this way, experienced leaders play an important role in this
interaction: that of being inspirational and mentors in young facul-
ty’s careers. The development of institutional mentoring structures,
such as mentoring programs, socialization groups®?, as well as
mentor development spaces, becomes crucial to encourage expe-
rienced faculty to improve mentoring skills®?, developing skills to
perform this role and leadership competencies, which can influence
the guarantee of qualified leaders in the future.

For young faculty, formal interaction with experienced leaders
can contribute to institutional leadership, as they receive career sup-
port and share inspiring characteristics such as empathy and ethics,
fostering emotionally intelligent leadership within the institution®.

The strategies indicated by the faculty members participating
in this research for preparing future nursing leaders in educational

institutions are evident in the analysis of the data from the second
category. They indicate that, in the absence of institutional succes-
sion planning programs, each faculty member individually invests in
the training of new leaders at work, based primarily on meaningful
relationships between faculty and students. This reinforces the im-
portance of experienced leaders in maintaining the legacy built by
generations of nursing faculty.

For Heidegger, as being-with, humans exist essentially by vir-
tue of others. In this sense, supported by Heidegger's perspective
that man, as being-with, in co-presence, turns towards others and
projects their own being onto themselves “in another”®”, in the dai-
ly coexistence of being-with-others, the faculty indicates strategies
for recognizing and cultivating future leaders. These strategies be-
gin with the identification of young people with leadership potential

Table 2 - Summary of data from the analysis category “Cultivating future leaders in daily work”, Goiania, Goias, Brazil, 2018

Category Cultivating future leaders in daily work

Subcategories Excerpts from speeches

“This is someone I've identified as a leader who could succeed me. I've internalized this, and I've invested a lot in her training”

(PD

2

“I've always been concerned about who would continue my work. And I've been calling people and students, advisees,

Identifying leaders

especially master’s and doctoral advisees who have an academic profile (..) over the years, I've always sought to identify

these students and worked with them” (P. 10)
“These are the students | always try to stay in contact with and keep close, offering more opportunities and bringing them to
work with me. And | get the reciprocity; they are always available, always want to help, participate” (P. 14)

“If we function as a network, exchanging experiences and ideas, discussing difficulties, solving difficulties together, | believe
this will be work that can bear fruit” (P. 4)

“We have numerous demands (...) and she shared the tasks with me. She participated in all the meetings. We defined things
together” (P. 6)

“Working with people in building projects allows these people to continue when we stage away” (P. 7)

“You prepare young leaders within your work process. Thus, they experience issues that they themselves are preparing

for, we discuss issues together. For instance, if you are a department head, and the other is a deputy head, you share the
process; they will learn as they go along with their management” (P. 8)

“We managed to create a process that wasn't easy. We worked on a large project that brought together 53 people, always
discussing and making decisions together. Not that there weren’t problems, but it was a process that | think was really good
for everyone who worked on it and was able to learn” (P. 16)

Working together

“In every position I've held, I've passed the work on to my successor, every single one. From holding meetings to leaving
messages. Look, this was done for this reason, for that reason, for that reason. So, | never finish and turn my back. | always
make myself available (...) sometimes, I've taken on heavy responsibilities without anyone passing anything on to me. | never
did that. So, | always left the information and even a written script, all of them handwritten” (P. 3)

“I've always been concerned about who would stay and continue my line of research. Thus, | experienced the development
of four leaders who continue the work. One of them, in fact, has already taken on a large part of my responsibilities” (P. 10)
“In this leadership succession process, | could make an analogy with shift handover. The co-workers who left or are leaving,
or are thinking of leaving, they hand over what they did, passing on the responsibilities. When | arrived here, my advisor was
considering retirement, so she passed on to me the coordination of our distance learning specialization course, which she
was responsible for. So, this leadership succession process, in my case, happened with this transfer of responsibilities” (P. 15)

Sharing responsibilities

“I have always encouraged students to participate, even during their training, in professional associations, especially the
Brazilian Nursing Association, which is open to students” (P. 7)

“We need to encourage students to start with very simple things, such as leading an academic center, for instance. These
spaces are fundamental for the development of new leaders, so encouraging students and recognizing it as an important
activity is a way to develop leadership attitudes” (P. 13)

“The student union was a space parallel to my undergraduate studies (...), and it was the most important space because it
was a space where | wasn't just concerned with building myself as a nurse, but also as a citizen, as someone who participates
in this world and whose experiences also affect us. So, there | interacted with people from various health professions, all
people who were in training. And my involvement within the university context, participating in meetings with vice-rectors,
rectors, and making demands, helped me to have this more collective perspective” (P. 16)

Participation of organized
collectives
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Table 3 - Summary of data from the category “New seeds have been sown, and the future belongs to them”, Goiania, Goids, Brazil, 2018

Category: New seeds have been sown, and the future belongs to them

Excerpts from speeches

“Someone or several people will take this forward [interviewee referring to her research group’s assets]. My way? Obviously not! And you want frankness?

Good! You understand? Because it's necessary to innovate” (P. 3)

“I'm going to retire and whoever stays here will do it the way they want to do it, the way they think is best” (P. 8)
“People, they build a history, and we leave that history for the world. | think that each person who acts in life is also responsible for leaving a legacy for future
generations, but cannot be held responsible for 100% of the future that will come, because we are not able to live for the future, to live the future. We always

live in the present” (P. 9)

“Everyone’s life story is different. Now, if they had good foundations while they were with me, | can already consider that a legacy. A structure, | think that’s
the legacy, now, what each one will develop, doesn’t have to be my offspring, “Each one has their own trajectory” (P. 11)

“It's not that the person left and the business ended, no. The business continues to thrive; what changes are the ways in which the proposal is managed” (P. 12)
“My hope is that this legacy will at least be inspiring for those who succeed me. Each person will certainly shape their own story. | have followed a path, | have
a history, | built an academic and professional career from one perspective, but | am also very clear that each person who succeeds me will build their own
career, their own story. So, in that sense, | think my legacy isn’t something that someone else will have to pick up and continue, but rather that it should be
inspiring so that they can forge their own path and their own professional and academic trajectory” (P. 13)

“So, | see that there are already people taking on various roles within our research group, and things will continue differently. | think that some people are
already carrying on. | can rest easy, | separate myself from things, and things keep happening. And very cool things happen, so | think that’s the result of your

work in the lives of those people who continue” (P. 16)

and continue through collaborative work, task sharing, and encour-
aging participation in management committees and commissions.

Although the teaching of leadership concepts and practices
needs to be present in all education programs®?, in its absence,
experienced nursing leaders need to take on the preparation of their
co-workers®123,

The recognition of leadership skills in others needs to happen
as early as possible in teaching careers®3? to ensure the presence
of qualified people to lead nursing®®, as the complexity of leader-
ship roles in academic settings requires preparation and maturation
time to take over these positions®>12,

Once potential leaders were identified, faculty members de-
scribed how they began planning ways to develop them. One of
the strategies identified in the data is investment in collaborative
work, such as research groups, partnerships to coordinate research,
joint mentoring, preparation, discussion, and submission of scien-
tific articles, among other functions. Faculty members believe that
sharing these functions and participating in discussions and deci-
sions allows them to prepare others for the role, favoring young-
er members’ involvement in management. The literature indicates
that young individuals with leadership skills need to be encouraged
and mentored by experienced faculty leaders so that they can de-
velop their potential@1832),

The faculty who participated in this study indicated that, when
undertaking strategies to identify and develop future leaders, they
do so based on their own experiences throughout their academic
and professional careers. Thus, when faculty members focus on
developing future leaders, they reproduce their own experience
and existence. What each person lives and has lived, such as their
history and culture, opens up possibilities for being. Humans and
things are defined by relationships. Thrown into the world, beings
apprehend the world’s occurrences and, based on what they have
been, elaborate and decide what they can be®”. Upon entering the
world, faculty, in their quest to learn leadership, come to understand

their role and interpret the possibilities of being a leader based on
their past experiences and interactions with others. They define
themselves and learn to be leaders based on the relationships they
establish with other faculty they consider leaders, with co-workers,
and with future leaders.

Openness to the possibilities of being developed from histo-
ry and shared experiences redirects attention to the importance of
sharing experiences and information among faculty of different gen-
erations. This is especially important in an academic context when
institutions lack formal strategies to develop future academic leaders.

In addition, faculty understand that the commitment to devel-
oping projects to cultivate future leaders allows for the planting of
living seeds of their legacy. These seeds enable leadership succes-
sion, as well as progress continuity and transformations that the fu-
ture will demand. This is the central idea of the third category, and
data supporting it indicate that being-professor is committed to and
“pre-occupied” with caring for future leaders, understanding that
the possibility of being part of the future has been exhausted, and
because they do not exercise governance over it. Thus, at a certain
point, they cease to take responsibility for what will happen in the
future, as they feel they should only care for new faculty and allow
them the freedom to do what they deem appropriate.

Concerned about the profession’s future, faculty embark on a
journey of dedication and care for young nurses. However, the care
they offer is not one that dominates, taking the place of the other,
but rather the care that enables the other to evolve and build their
own path, with freedom.

According to Heidegger, concern can manifest itself in two ex-
treme ways. In one of them, it can take care of others away and take
their place, jumping into their position. In this mode, others’ occu-
pation is taken over, making them dependent and dominated, even
if silently. There is also the possibility of a concern that does not
replace, but rather leaps forward, anticipating them, not to withdraw
care, but to restore it as such©”.

Rev. Eletr. Enferm. 2026;28:80771, 1-8 6



Academic nurse leaders and the development of successors: a phenomenological study

Hence, the study results, through faculty members’ statements,
relate to Heidegger's thought, referring to solicitude as zeal, care for
the other, enabling their growth, and the exercise of their freedom.
Thus, the responsibility of experienced faculty is built in the present,
and in the future, what remains is their capacity to care in a liberat-
ing wau. By doing so, they enable young faculty to find their way
and know how to act when their mentor is no longer around.

The faculty’s legacy is anchored in the essential structure of be-
ing-together, not just being together, because it is not their stories,
but the seeds, that remain in each person who lived with them. What
was planted will allow younger generations to build their own paths.

By using the snowball sampling technique, starting with faculty
members considered key informants based on their leadership pro-
file, not all states in Brazil were reached, which can be considered a
limitation of this research.

Despite this, the study points to clues that can assist in the suc-
cession planning of academic nursing leaders, as well as gaps in
workforce development policy in academic settings.

CONCLUSION

The study revealed that leadership succession in academia
occurs through meetings between generations of faculty, as well
as through the openness of experienced leaders to a liberating ap-
proach to care.

Concerned about the future of their own work, experienced
faculty use their relationships with younger co-workers, especial-
ly their advisees, to develop leadership skills. To do this, they adopt
strategies that they experienced in the past with their mentors or
built throughout their careers. The interaction between experi-
enced faculty, students, and junior faculty plays a significant role,
as it allows faculty to identify potential future leaders. Furthermore,
through collaborative work and encouragement to take on admin-
istrative and academic management responsibilities, faculty create
opportunities for learning and development.

While we understand the importance of formalizing strategies
for leadership succession in institutions, experienced leaders have
an essential role in ensuring that new leaders are prepared for the
future. To do this, they need to understand the finite nature of their
professional careers and the importance of nurturing young faculty
members so that these individuals have the capacity and freedom
to build solid careers, equipped with the necessary tools to guar-
antee the continued growth of nursing within institutions and the
profession as a whole.

In this context, itis also important to highlight the need for insti-
tutions to reflect on the importance of establishing, in their planning,
development strategies aimed at leadership succession, which, in
the academic context, proves to be even more complex due to the
involvement in specific topics and the long-term nature of the ca-
reer itself.

Furthermore, this issue deserves discussion at the governmen-
tal policy level, as the breakdown of leadership directly impacts the

core activities carried out, in this case, of immeasurable value, since
it concerns nursing education.
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