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Why It Matters
The Succession Planning Imperative in Canadian
Healthcare

Canada's long-term care, retirement living, and home care sectors are facing a compounding leadership crisis. An aging leadership workforce, rising
rates of burnout, and rapid sector growth have converged to create significant gaps in executive and operational talent. Organizations that fail to
plan proactively risk disruption to care quality, regulatory compliance, and organizational stability.

Aging Workforce Growing Demand Proactive Development

A significant proportion of senior Sector expansion in home care and Organizations that invest in leadership
healthcare leaders are approaching retirement living is accelerating the need development today are significantly better
retirement age, with limited pipelines to for qualified clinical and operational leaders positioned to maintain continuity and

replace institutional knowledge. at all levels. quality through transitions.



Projected Retirement of
Healthcare Leaders by Age Group

A substantial share of today's healthcare leadership workforce is concentrated in the
50-60 and 60+ age brackets — meaning many organizations could face simultaneous
leadership transitions within the next decade. Understanding this demographic
reality is the first step toward effective succession planning.

& Under 40 - 12%
A 40-50 - 26%
A 50-60 - 38%

Rk 60+ - 24%

Over 62% of current healthcare leaders in Canada are aged 50 or older —
representing an urgent window for organizations to identify, develop, and prepare
their next generation of leaders before vacancies emerge unexpectedly.



At-Risk Roles

Leadership Roles Most Difficult to Recruit

Certain leadership roles carry significantly higher replacement risk due to the depth of experience, regulatory knowledge, and sector-specific
expertise required. These positions often take 6-18 months to fill when vacancies arise reactively. The chart below illustrates relative recruitment
difficulty across key roles in LTC, retirement living, and home care.

Leadership Role Why These Roles Are Hard to Fill

Executive Director / Administrator

Each of these roles demands a rare combination of clinical credibility,
regulatory fluency, and operational leadership capacity. External

Director of Care

recruitment is slow and costly — making internal development the
most sustainable strategy.

Regional Operations Leader

Long Time-to-Fill

Clinical Manager

Senior roles average 9-18 months to fill externally

Nurse Manager
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Recruitment Difficulty Score (1-10)

High Onboarding Cost

External hires require 12+ months to reach full effectiveness

Regulatory Complexity

Roles must meet provincial licensing and compliance standards



Assessment Tool

Leadership Readiness Checklist

Use this framework to evaluate high-potential employees when assessing readiness for advancement into leadership roles. A structured

assessment ensures objectivity, consistency, and fairness across your candidate review process — and helps identify targeted development areas

for each individual.
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Years categories. Document assessments annually to track progress over time.



Internal Talent

Internal Promotion Assessment
Framework

A consistent, criteria-based scoring model ensures organizations evaluate internal
candidates fairly and strategically. By assessing candidates across six core
dimensions, HR leaders and operators can build objective succession decisions

grounded in demonstrated capability — not simply seniority or availability.

The Six Assessment Sample Scoring Profile
Dimensions

Assessment Dimension

Clinical Expertise —
Operational Lea... —
Operational Leadership staff Management  ( MDD

Regulatory Kno... —
Strategic Thinking _

Clinical Expertise

Staff Management Ability

Regulatory Knowledge Communication... (D
0 5
Strategic Thlnk|ng Candidate Score (out of 10)

Communication & Collaboration

Score each dimension on a 1-10 scale.

Aggregate scores help classify

candidates and prioritize development

investments.




Development Roadmap

Leadership Development Planning

Developing future leaders requires a deliberate, structured approach — not ad hoc mentoring or opportunistic promotion. Organizations that embed
leadership development into their annual planning cycles consistently outperform peers in retention, care quality, and leadership continuity. Follow

this five-step roadmap to build a sustainable internal leadership pipeline.

Identify Talent Leadership Succession
Use readiness Training Timelines
assessments Internal and Set milestones

external programs and review dates
Stretch
Mentorship Assignments
Pair with senior Expand scope and
leaders responsibility

Each step builds upon the last. Begin with a structured identification process, then systematically invest in each candidate's growth through

experiential learning, formal training, and documented timelines that are revisited at least annually.



Pipeline Mapping
Succession Mapping Template

A succession map is a living document that provides a real-time view of your leadership pipeline. It should be reviewed at minimum annually and
updated whenever there are significant organizational changes. The table below shows a sample format. Adapt it to reflect your organization's

unique structure.

Role Current Leader Potential Successor Readiness Level Development Plan

Executive Director CurrentED Senior Manager 2 Years Leadership training & board
exposure

Director of Care Current DOC Assistant DOC 1Year Clinical leadership mentorship

Clinical Manager Current CM Senior RN 3+ Years Management certification & stretch
roles

Nurse Manager Current NM Charge Nurse Ready Now Formal onboarding & transition
support

Leadership Pipeline Readiness — Current State

@ Ready Now @ Readyin1-2 Years @ Ready in 3+ Years

Executive Director Director of Care Clinical Manager Nurse Manager
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Risk Awareness

Common Succession Planning Mistakes to Avoid

Even well-intentioned organizations can undermine their succession planning efforts through predictable, avoidable mistakes. Recognizing these

patterns early is critical — because the cost of reactive hiring is far greater than the investment in proactive planning.
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[ KeyInsight: Organizations that wait for a vacancy to begin succession planning spend on average 2-3x more on recruitment costs and

experience significantly longer periods of leadership disruption compared to those with established pipelines.



Strategic Action

Strategic Recommendations for Healthcare Operators

Sustainable leadership continuity does not happen by chance — it is the result of deliberate strategy, consistent investment, and organizational
commitment at the executive level. The following four recommendations form the foundation of an effective, future-ready succession program.

Develop Formal Leadership Investin Training & Annual Leadership Partner with Recruitment
Pipelines Mentorship Readiness Reviews Specialists

Document and formalize Allocate dedicated budget for Conduct structured readiness Engage healthcare-specific
succession plans for every critical leadership development assessments at least once per recruitment partners like

role. Identify at least two internal programs. Pair emerging leaders year. Use scoring frameworks to MedMatch to support executive
candidates per position and set with experienced mentors and track candidate progress and searches, workforce planning, and
structured timelines for readiness.  provide access to management update succession maps succession strategy development.

certifications. accordingly.



Looking Ahead

The Future of Healthcare Leadership

The landscape of healthcare leadership is evolving rapidly. Clinical professionals are increasingly stepping into operational roles, the complexity of
care environments is intensifying, and the demand for experienced nurse managers and clinical directors is projected to grow significantly through
2030. Organizations that understand and plan for these shifts will be far better positioned to compete for talent and deliver quality care.

Emerging Trends Shaping Leadership Demand

Nurse Managers
200

— Clinical Leaders Moving into Operations

Directors of Care

150 More RNs and clinical professionals are transitioning into

Executive Directors

managerial and executive roles, requiring new competenciesin

100 finance, HR, and strategy.
50 — Nurse Manager Demand Surging
Frontline management roles are the fastest-growing leadership
0 . .
2024 2025 2026 2027 208 2026 2030 category as patient volumes and regulatory requirements
vear increase across all care settings.

Index: 2024 = 100 baseline. Projections based on sector growth
modelling and demographic trends in Canadian healthcare. % Increasi ng Ma nhagement Com plexity

Leaders must now navigate labour relations, digital health
transformation, and evolving provincial regulations

simultaneously.



MedMatch Recruitment

How MedMatch Supports Leadership Succession

MedMatch Recruitment specializes in connecting Canadian long-term care, retirement living, and home care organizations with the exceptional
leaders they need — now and for the future. We go beyond placement to serve as a true strategic partner in your leadership continuity planning.

Q

Leadership Recruitment

Targeted search and placement for Executive Directors, Directors of
Care, Clinical Managers, and other senior healthcare roles across

Canada.

@

Succession Strategy Support

Hands-on support developing formal succession plans, readiness
frameworks, and leadership development roadmaps tailored to your

organization.

G

Workforce Planning

Strategic analysis of your current leadership talent pool to identify
gaps, risks, and opportunities before they become critical vacancies.

&

Executive Search

Confidential, high-touch executive search services for C-suite and
senior leadership roles in complex, regulated healthcare
environments.



Let's Build Your Leadership
Pipeline Together

The organizations that will lead Canadian healthcare through the next decade are
investing in their people today. MedMatch Recruitment is here to support you every

step of the way — from succession planning to executive search.

Visit Us Online

www.medmatch.ca

Connect with Our Founder

Crystal Arsenault
Founder & CEO, MedMatch Recruitment

"Connecting healthcare organizations with the leaders shaping the future of care.”
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