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Abstract

This study aims to explore the usefulness of the Myers Brigg Type Indicator (MBTI) as a useful tool in the context of succession planning for UK Non-Profit organisations, and its role in identifying suitable executives to drive long-term growth and organisational success.

A systematic research approach was used to scrutinize the desired literature. This approach facilitated a thorough review of the literature to closely examine existing data, explicit knowledge and research conducted on the use of Myers Brigg Type Indicator (MBTI) in executives’ succession planning between 2008 and 2018; the adoption approaches, application and the keys learnings which emerged from its use. Furthermore, this comprehensive review of research studies was conducted to highlight the use of Myers Brigg personality type assessments in the context of succession planning within Non-Profit organisations and the implications thereof. The researcher is of the opinion that Non-Profit organisations are increasingly required to become more accountable and transparent especially as custodians of funds, potentially leading to sustained performance, long-term stability and overall organisational success. 

This review indicates that research on the succession planning readiness for executives of Non-Profit organisations has increased over time and with the proliferation of studies on succession planning for executives of Non-Profit organisations. The conclusions suggest that although the use of MBTI is prevalent across a wide range of industry sectors for team building, leadership development, recruitment, etc., there are concerns that MBTI is not designed for selection purposes but rather to help organisations optimise individual talent and abilities that already exist with the organisation. 

Consequently, leading the researcher to recommend that to attain a long-term, scalable, robust and relevant executive succession plan, there needs to be a combination of approaches.  
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1. Introduction

Like for-profit organisations, there is an increasing need for accountability and transparency by Non-Profit organisations to meet the needs of those they serve. This is expected for the organisation to operate as a going concern, and most importantly to ensure continuity of leadership, however with the decline of executive CEO population within this sector, there is a need for a robust succession planning to mitigate the challenge which lays ahead (Meadows, 2015)

Research over the last few years shows that for reasons such as growing economic and social significance of the Non-Profit sector in an increasingly complex operating environment, the exit of executives voluntarily through retirement and job; or involuntarily through death or termination is on the increase. (McKee et al., 2016; Santora et al., 2015). 

According to Greater Milwaukee Foundation (2008), the Nonprofit world is becoming increasingly competitive in the face of duplication of services, dwindling resources and a narrow talent pool. Research findings, therefore, predict a potentially massive exodus of Non-Profit executives as substantial numbers of baby boomers, now at the peak of their careers, reach retirement age. And with the growth of Non-Profit organisations both in size and number, the impending leadership gap is becoming a huge concern for many organisations. (Froelich et al. 2011, Bell, Moyers, & Wolfred 2006, Cornelius et al., 2011; Deaton et al., 2013)

Non-Profit organisations have either failed to pay much attention to executive succession planning or are not well equipped for the transition when the need arises. (Santora et al. 2011, Gothard and Austin 2013). Santora (2015) asserts that succession planning is essential as otherwise, the lack of it can result in “disruptive and potentially deleterious to the effective operations of the organisation”.

In this study, academic research has been undertaken to examine and highlight succession planning approaches and their effectiveness, concerns and limitations relative the organisational impact of the adoption of these approaches (Hoffman et al., 2014) 

Santora et al. (2015) claim there is a strong need for Non-Profit organisations "to consider the implication of failing to plan for executive transition or to develop a suitable strategy to improve the selection and recruitment process to replace departing Non-Profit executives. Furthermore, with the sustainability of organization requiring a series of high performers to fill critical roles and meet current or future talent needs (Rothwell, 2010), there is a move towards considering approaches such as the adoption of personality tests to acquire talent with future potential more beneficial to an organisation than in-house expertise (Henderson, 2014). 

A counter-argument is that Non-Profit organisations have not demonstrated strength in developing and hiring from within, and only about one-third of Non-Profit hires are internal promotions as compared to approximately 60 percent in business. (Kerle’, 2009; Tierney, 2009). Furthermore, according to the most recent ‘Daring to Lead’ survey of Executive Directors, “thirty-six percent of leaders said there would not be a credible staff candidate for the executive position should they leave today” (Cornelius et al., 2011, para. 10). 

Consequently, Non-Profit organisations can no longer exclusively depend on the application of old-style or traditional selection and recruitment methods, but instead, emphasis must be placed on identifying and matching personality types to organisational needs claims Daft, 2008 & Jang & Park, 2016.  Moreover, the use of information originating from personality assessments to influence the recruitment and selection process within organisations can have a significant positive impact on organisational succession planning (Cook, 2009)

One such personality assessment tool is the Myers Brigg Type Indicator (MBTI). Developed in 1943 Myers-Briggs Type Indicator (MBTI) is one of the most used and well-known personality tests. "It is a psychometric questionnaire designed to measure psychological preferences in how people perceive the world and make decisions” (Montequín, 2013).  The MBTI method is based on the theory of typology by C. B. Jung, and this theory uses the combination of essential functions and preferences that determine the development of personality to explain the differences in human behaviour. (Mészáros, 2016). 

According to Badjic, E (Forbes, Sept-2015), about 80% of Fortune 100 companies rely on these types of tests to build stronger, more effective teams and healthier organisations. The information from personality tests in the writer's' opinion "help companies better understand their employees’ strengths, weaknesses and the way they perceive and process information."

This has therefore prompted research to evaluate the effectiveness of MBTI as a succession planning tool, and consequently, this study will aim to address as far as possible the following specific objectives; 
A critical review of critical research into the use of MBTI as a personality test in the context of succession planning in Non-Profit Organisations
A detailed discussion of Cohen, Ornoy & Keren (2013) study, considering the research philosophy, ethics, reliability and validity

[bookmark: _1p5t87x5gp70]
[bookmark: _5aeuwdnx54x]2. Methodology
The Research methodology should include a description of the theoretical concepts that inform the choice of methods to be applied, and a review of its relevance to an examination of the research subject. This also includes a comprehensive review of the literature on methods adopted by other researchers to study the topic. (Bryman, A (2008). An inclusion and exclusion criteria (see Table 1) was used to adequately guide the researcher in determining the types of studies to assist in answering the following research question, ‘Is MBTI an effective tool for succession planning for executives in UK Non-Profit Organisations?’, a systematic literature review approach was adopted. (Petticrew, M. & Roberts, H., (2006). A well-conducted systematic review systematically enables the researcher to identify, select, assess, and synthesise the relevant research, and will help make clear what is known and not known about a research topic. Adopting this approach makes systematic review ideal for academic research and answering specific research questions (Rother, 2007). And given this perspective, a framework which enables the exploration of the crucial elements associated with an effective systematic literature review process has been adopted.
Table 1: Inclusion & Exclusion Criteria
	
	Inclusion
	Exclusion

	Type of studies 
	- Publication date 2008 - present 
- Studies from US, Canada and Europe
- English Language
- Studies using qualitative methods of analysis
- Seminal work predating 2008
- Abstracts that contain one or more of the key search items identified
- Use of MBTI in Non-Profit organizations  
	- Publication date pre: 2008 
- None English Language
- Proceedings
- Opposite of inclusion criteria





[bookmark: _tfgb83tegh1c]
[bookmark: _ql9kciad25jy]2.1 Framework

The search for academic and relevant sources of literature for further evaluation was limited to a ten-year timeframe between 2008 and 2018 inclusive. Following the identification of databases pertinent to the research question, literature was obtained using the Boolean research parameters approach in the form of keywords making replication easier. 
· Myers Brigg Type Indicator
· Personality assessment OR Test AND Non-Profit Organizations 
· MBTI AND Leadership AND Succession planning 
· Succession planning and MBTI NOT Business 
· MBTI AND Non-Profit AND Executives 
· Executives or Leadership AND Non-Profit AND succession planning 
· Succession planning AND Non-Profit organisations 

Following the comprehensive literature search from the previous step, the retrieved studies were sifted with the researcher making a decision on which papers are likely to meet the researcher's inclusion and exclusion criteria fully and thus require a more detailed examination. Furthermore, a critical appraisal of the included studies is conducted and assess the risk of potential biases of studies perhaps from the design or other factors. (Rothwell, 2010)

Using the Cochrane systematic review (yourhealthnet, 2018), much thought was given by the researcher to the process of combining the data to appropriately interpret the data collated and ultimately achieve the desired report outcomes. The result of the analysis of findings from the conducted literature research was an opportunity to identify potential gaps in research highlighting recommendations and future research direction to fill existing gaps in knowledge or to strengthen the body of evidence (Gough et al., 2012).

[bookmark: _nrii6x2umev1]2.2 Research Limitations
Patton notes that “there are no perfect research designs. There are always trade-offs”. The author further claims that the researchers challenge is to demonstrate that personal interest will not bias the study. Self-Awareness of the methodological literature about the self in conducting an inquiry, interpreting data and constructing the final narrative helps as does the epistemological debate about what constitutes knowledge and knowledge claims.

Consequently, it should be noted that the researcher did not conduct a peer review as planned due to time constraints to ensure reflexivity and a reflection of perspectives and to uncover inherent or implicit biases the researcher may have. With this in mind, to avoid jumping to premature conclusions, the researcher committed to being open-minded, sceptical, and considerate of research data (Machi et al. 2016), through the adoption of a systematic literature review framework.
Other noteworthy limitations from the research include the fact that the research has primarily focused on the suitability of MBTI as an effective tool for executive succession planning within the Non-Profit sector rather than the overall use of MBTI for other operational purposes within an organisation.

Additionally, literature evaluated seem to suggest that executive succession planning within a Non-Profit organisation was not reliant on the use of tools such as MBTI. Therefore
research relating specifically to the application of MBTI as a succession planning tool within this sector was limited. This claim is further is backed by Kearns et al. (2015) who assert that research around executive succession planning in Non-Profit organisations is growing but remains small or at an early stage of development. However, based mostly on the mindset and context of for-profit organisations and consequently, it could be argued that the lack of sufficient literature evidence in this sector indicates the absence of application, awareness or related benefits. 

Furthermore, MBTI unlike the five-factor model of personality does not offer publicly available, free assessment tools, and as does not make it feasible for use by most financially strapped governments or Non-Profit organisations (Cooper et al., 2013). It could, therefore, be argued that cost plays a role in the lack of application of MBTI as a succession planning tool for Non-Profit organisations.

The researcher in applying triangulation methods to the literature reviewed has aimed to highlight the validity and reliability of the literature selection as well as providing additional supporting evidence for any conclusions drawn. Lastly, it could be argued that the literature selection period between 2008 and 2018 could be considered a limitation, as crucial research on MBTI as a succession planning tool could have been conducted before this timeframe.

[bookmark: _tfk688umlj9a]3. Literature Review
This part of the report provides a detailed analysis of existing research about this topic area to give more understanding on the role MBTI plays as a useful tool in the context of organisational succession planning of executives in the Non-Profit sector. And through the research, some areas have emerged which call for further discourse as it is in alignment with the claim by Deaton at al (2013) that the literature on Non-Profit leadership and succession planning suggests myriad challenges for the future of the Nonprofit sector. Understanding the problems enables the creation of leadership development approaches for emerging leaders to ensure their readiness to assume the reins. 

[bookmark: _pe6xyk1mb4f]3.1 Internal Vs External Selection
According to Tierney (2006), Nonprofits have failed to support the need for leadership development and hiring within (Kerle’, 2009; Tierney, 2006). Only about one-third of Non-Profit hires are internal promotions as compared to approximately 60 percent in business. According to the most recent ‘Daring to Lead’ survey (Cornelius, Moyers, & Bell, 2011) of Executive Directors reported that “thirty-six percent of leaders said there would not be a credible staff candidate for the executive position should they leave today”. (Corneilus et al., 2011, para. 10). Consequently, one key recommendation of 2011 Daring to Lead study was that Nonprofits “ systematise leadership development.” (Deaton et al.,2013).

Furthermore, Tucker (2009) implies that determining the most suitable executives in developing a succession plan for an organisation can be complicated by external influences such as the environment but also impacted by internal influences such as skills and personality type. 

This seems to suggest that as up and coming leaders fail to get the support they need to enhance their skills, identifying and preparing the next generation of leaders to develop themselves and eventually move into senior leadership roles would become a challenge. (Kansas City Fed, 2008)

In contradiction, Tierney (2006) refutes this argument by asserting that, despite substantial investment to homogenise succession planning approaches, executive transition management and interim executive leadership, nearly two decades of efforts toward making these approaches into mainstream management practices within the nonprofit sector, a significant gap remains between practice ideals and actual practice.

Furthermore, as organisations continue to explore succession planning approaches for executives either through internal leadership development or external selection and recruitment, the use of personality tests such as MBTI pose some benefits as is evident through a study compiled by Brown (2016). This study highlights the potential benefits of personality tests such as MBTI in selection, recruitment and retention of candidates with the suitable personality, skill set and cognitive ability to drive sustainable performance while aligning with the organisations' needs. 


[bookmark: _4il9z92rcbfj]3.2 Popularity of Personality Tests 

As has been previously mentioned "about 80% of Fortune 100 companies rely on these types of tests to build stronger, more effective teams and healthier organisations" (Forbes, 2015). The Information from personality tests in the writer's' opinion "help companies better understand their employees’ strengths, weaknesses and the way they perceive and process information."  He further cites that people are too interesting and complicated, to sum up in a simple assessment arguing that MBTI and any other personality assessment is neither valid not reliable.

Interestingly, on the contrary, Elena Bajic (Forbes Sept-2015) claims that MBTI, the most widely used personality inventory in the world, is the best tool in ensuring that organisations have the right people in the right position. 

The popularity of the MBTI as a test of personality is further emphasised in Pittenger (2005) who contends that each year millions of copies of the test are administered in the workplaces with many people seeing the MBTI as an invaluable tool that helps them understand their behaviour as well as the behaviour of others. However, despite the popularity of the MBTI, the author claims numerous problems persist with the use of MBTI. The author further suggests that the "claims made about the MBTI cannot be supported. In other words, although the MBTI appears to measure something, many psychologists are not convinced that any significant conclusions can be based on the test. In this article, I will review the basic research that questions the validity of the MBTI". 

[bookmark: _qvm52jj27k0t]3.3 Short Term Vs Long Range thinking
Numerous studies attest to the importance of executive succession planning; consistent evidence highlights the fact that Non-Profit organisations have failed to expend effort in this area (kansascityfed 2018, Santora 2015, Tebbe et al. 2017, Cornelius, Moyers, & Bell, 2011)
According to BoardSource, only 27% of Non-Profit organisations have a written plan for the executive director or CEO succession currently in place. A change in senior leadership affects every area of an organisation, including the board, employees, volunteers, other stakeholders. And given this perspective, timely and effective succession planning will ensure that all those associated with the organisation make the transition with minimal disruption as possible. (Price, 2017)

This lack of attention to executive succession planning especially in Non-Profits can be due to some reasons claims (Santora, 2015). Amongst reasons cited include a lack of knowledge or capabilities to deal with such a strategic issue and a lack of adequate internal leadership pipeline or leadership development initiatives to identify and groom potential internal leaders.

Tebbe et al. (2017) assert that in the ensuing year's succession planning will be attributed to organisational sustainability. And effective executive transition management is likely improved executive retention and management stability. However, their recent research suggests that a significant gap remains toward the widespread adoption of leadership succession and transition management tools as standard management practices.  Interestingly, with the notable exception of the study by Weerawardena et al. (2010), the topic of organisational sustainability has yet to receive rigorous research attention, claims Tebbe et al. (2017).  

[bookmark: _dmk302x5pieh]3.4 Ethical Implications
Due to inherent biases which are prevalent in humans, it unsurprising that ethical concerns exist over the use of MBTI personality assessments for selection, recruitment and leadership development purposes in succession planning. According to Mukherjee et al. (2018), though ethical guidelines have evolved to overtime to ensure that appropriate procedures are followed, there remain concerns around inappropriate utilisation, confidentiality, invasion of privacy, etc. Ultimately resulting in questions around the validity of such tests, as in the use of MBTI personality tests as a succession planning tool, the privacy concerns of participants could impact the responses given thus resulting in a disengaged and non-committal workforce (Rothwell, 2015). And while laws exist that protect an individual’s privacy, none exists that prevent companies from using invalid assessment tools claims Dattner (2013)

[bookmark: _27eiiuh3x98b]4. Cohen et al. (2013) Study
To adequately appraise the role of MBTI personality assessments as an effective tool in the process of succession planning within UK Non-Profit organisations, it is necessary to evaluate one of the research studies which forms a part of the study. The research study to be considered for this purpose is the “MBTI Personality Types of Project Managers and Their Success: A Field Survey” conducted by Yuval Cohen, Hana Ornoy, and Baruch Keren (2013). 
The Myers-Briggs Type Indicator (MBTI) is a psychological test that has been used by numerous organisations for various purposes. In this study, this test is being used by project managers to ascertain a correlation between personality types and successes as project managers. They set out to understand how different thinking patterns impact on the work performance of an individual and the way they achieve success. 
The personality of the project manager according to Kerzner (2010), is attributed to a project's performance. Consequently, the study further asserts that in comparison to other, other managers, the project managers are best placed to handle any non-routine activities and uncertain environments. Moreover, the project managers tend to face additional challenges when it comes to planning, organising, and motivating teams. Furthermore, it is worth mentioning that the relationship between the personality of a project manager and the nature of a project has received little attention by way of research. 
The Myers-Briggs model which has gone through many changes was initially created for the job matching and assignment tool aspect, during the World War II (Cohen et al., 2013). It is claimed to be one of the most used and well-known personality tests "designed to measure psychological preferences in how people perceive the world and make decisions” (Montequín, 2013).  Based on the theory of typology by C. B. Jung, The MBTI method uses the combination of basic functions and preferences that determine the development of the personality to explain the differences in human behaviour. (Mészáros, 2016). 
[bookmark: _14wtwzxw37gv]4.1 Research Philosophy
As defined by Saunders, et al. (2009), a research philosophy is "the development of knowledge and the nature of knowledge" and further added that in research philosophy each researcher follows essential views on how they perceived the world. It is therefore imperative that an appropriate research method is adopted, as these views are likely to hugely impact the research strategy and methodology the researcher utilizes as part of its approach. Furthermore, an understanding of the philosophical issues about the research strategy and methodology can be considered a pivotal step in establishing potential research implications. 

Saunders et al. (2009) suggest three ontological approaches that can be adopted in research; Positivism, Realism and Interpretivism. Positivism according to Veal (2005) is a framework of research in which the researchers view the people and its behaviour as phenomena to be studied, using facts and observations as its strategy to explain the phenomena.
Based on the Positivism ontological approach as defined by Veal (2005) and epistemological considerations, it concluded that the Positivism approach is applied in conducting the Cohen et al. (2013) study 
In this study, the sample population chosen are 280 managers with project management expertise. These individuals have worked in different areas of the business, such as software, construction, banking, communications, food, engineering, security, transportation, and education. It further states that the average age of participants were around 38.7 years. There were 72% males and 28% females involved in the study. 

The research procedure comprised of the participants selected by a group of MBA students who had carried out field research, as part of their studies. The respondents all from different industry sectors were selected by their organisations to participate. Each participant was given required to complete a questionnaire which was distributed between January and February 2010.  The details of the research objective were explained to the participants as well as detailed guidance regarding how to fill the questionnaire in the most accurate manner possible. The approximate time required to fill up a survey took around 20 to 30 minutes. The supervision was carried out by the MBA students who were trained by the researchers for this particular study. For this study, the data analysis method adopted comprised of populating the data collected into an excel spreadsheet, and averages and standard deviations along with distributions and statistical tests were analysed on copies of the chosen spreadsheet. According to Badke (2008) "through the collection and analysis of data, the researcher should be able to answer the research question”. And furthermore, care must be taken in assessing the reliability of study findings as it requires researchers to make judgements about the ‘soundness’ of the research concerning the application and suitability of the methods adopted and the integrity of the conclusions. Noble, H., & Smith, J. (2015).

[bookmark: _xrxfjmsj7q61]4.2 Ethics, Reliability & Validity
Positivism has been identified as the researcher's philosophy and given this perspective to ascertain the value of the Cohen et al. (2013) research study; the following implications will be examined further; Ethical, Reliability and Validity.

[bookmark: _r07z4k1ej9ey]4.2.1 Ethical Implications
Ethics play a significant role in research, and it is imperative for the researcher to ensure that ethical considerations are a part of the research (Miller et al., 2012). Irrespective of research type there are areas of focus to be considered by the researcher to address ethical considerations which ultimately ensures that the respondents involved in the study are also aware that the ethical aspects are being considered. These areas are; informed consent (Christensen et al. 2011, Wellington 2015); the likelihood of harm to participants (Flick, 2014); respect for anonymity and confidentiality (Noble & Smith 2015, Peräkylä, 2011); and respect for privacy (Trotter II, 2012).
The extent to which these ethical areas have been considered, mitigated or removed in the Cohen et al. (2013) research study will be further examined.

In the study of “MBTI Personality Types of Project Managers and Their Success: A Field Survey”, steps were taken to ensure that and assure the participating project managers who were selected by a group of MBA students conducting the field, that their privacy would be protected. This was achieved by not linking the responses back to the participants, and the responses were to be used for the research purposes only. This is validated by Christensen et al. (2011) who emphasize the importance of respondents was made aware of how the study will be conducted and how the responses provided will be reflected in the study.  

Furthermore, where participants believe that through their participation in the study, there is no evidence of an invasion of privacy (Drost, 2011), the participants are willing to participate in the study exempt of coercion argues Kimmel (1988), ensure that the respondents do not feel pressurized to divulge the information.

Furthermore, strict adherence to such ethical standards supports the credibility and reliability of the conclusions, as well as ensure that ideal professional practices help to establish psychological assessments as an accurate, valid and methodical discipline. Mukherjee et al. (2018), Hammersley & Traianou (2012)
The participants were selected by a group of MBA students who conducted the field research as part of their studies. These students from companies across a diverse industry sector picked participants from their home organisations, and although Cohen et al. (2013) consider the 280 participants a representative sample, it could be argued that this represents a research design and selection bias and potentially influencing outcomes. The project managers from the researchers own organisation could have been selected based on their project successes thus potentially impacting the research outcomes (Bryman & Bell, 2003). 

Pannucci et al. (2010) suggest that reviewers of the literature must consider the degree to which bias was prevented by proper study design and implementation. And given this perspective, in the Cohen et al. (2013) the selection bias could have been avoided through the use of a rigorous criteria to avoid confounding results. For this study, the participants should have been selected from the general population of project managers so that the outcome is unknown at the time of selection. Pannucci et al. (2010) 

[bookmark: _4ng6jq4m5nxs] 4.2.2 Reliability
The reliability of research outcomes can be impacted by the methods adopted throughout the research process as indicated in 4.2.1. Reliability refers to the extent of consistency in particular measurement of the test. A key factor to note is that tests that are considered highly reliable are mainly preferred in research studies (Miller et al., 2012), for the main reason that no matter how many times the test is conducted, the same results are achieved. Where this is the contrary, the result would be different each time the test is carried out indicating some error in the research practices and procedure, owing to which the test should be completely discarded (Christensen et al., 2011).
In this study, the MBTI tool is used. It would not be wrong to state that MBTI is an appropriate tool to assess the project managers and their success. The MBTI has a set of results, each of which is applied to different people in different ways. An individual’s type would not change, no matter what the situation is. This makes the reliability of the MBTI tool extremely high and easier to use for the researchers, according to Cohen et al. (2013).

In contradiction, however, a noted issue with the 16 categories of MBTI types is that error variance resulting in scale scores which are close to the cut-offs, often lead to incorrect classifications implies Chamorro-Premuzic (2010). Furthermore, Burger (2004) points out, "a different answer on one or two items can throw a test taker into a different type, resulting in about a third of the people who take the Myers-Briggs test a second time end up with a different type classification, even when the gap between tests is only a few weeks" (p. 134). The test is unreliable asserts Burger (2004).

[bookmark: _syubbzrk848c]4.2.3 Validity    
It should be noted the validity is a difficult aspect to consider in understanding the MBTI personality assessment. Numerous studies state that there are many ways to evaluate the validity of the MBTI test. One way is to assess if the four areas (Extraversion & Introversion; Sensing & Intuition; Thinking & Feeling; and Judging &Perceiving) that are stated in the MBTI theory do in fact exist (Trotter II, 2012). This can be achieved through the statistical process which is known as factor analysis. The second was suggested by (Drost, 2011) is comprehending if a person’s MBTI type allows the prediction for how that particular individual (or in this case study, the project manager) would perform under different circumstances. The factor analysis is mainly a statistic process which comprises of the analysis of the correlations between those questions in the test. For instance, if the MBTI theory is indeed accurate, then the results obtained from this test would be through the factor analysis (Miller et al., 2012), where every factor involved is independent of other factors (Christensen et al., 2011). This is similar to the MBTI theory that states that each dimension of the theory is different from the other. Therefore, if the two factors turn out to be correlated, it can be concluded that the researcher measures the same thing.

Lastly, there are numerous individuals who state that there is a relationship among the type and occupation in assessing the proportions of the type in each profession. Considering the research study chosen, if the majority of the project managers show the type of being an ISFJ (introversion, sensing, feeling, and judging), then it means that all project managers or individuals in fields of similar jobs would have ISFJ type (Wellington, 2015). This has not been completely supported by research due to the sheer vastness of the areas within this field. The first aspect to note is that almost every job comprises of men or women. It is difficult to state that women who are working as project managers would depict the type of ISFJ (Noble, and Smith, 2015). There is a possibility working practice based on gender is completely different, which could lead to different MBTI types of the project managers (Peräkylä, 2011). 

[bookmark: _tv82oc254kjy]5. Conclusion
The report aimed to explore the usefulness of-of the Myers Brigg Type Indicator (MBTI) as an effective tool in the context of succession planning for UK Non-Profit organisations, and its role in identifying suitable executives to drive long-term growth and organisational success. And although the literature reviewed implied methods such as the MBTI personality assessments plays a role in identifying personalities, there was no evidence of a correlation of its use as an assessment tool for executives’ succession planning within non-profit organisations. Instead, more pressing areas of concern and limitations became evident.  Merne cited in Fino (2018), claims that MBTI is not designed for selection purposes but rather to help organisations optimise individual talent and abilities that already exist with the organisation. Furthermore, the author goes on to assert that a successful succession planning should include the development of internal candidates. 
Although this view is held by Santora (2015) who suggests that “an ongoing and thoughtful process that is integrated into the organization’s overall strategic planning processes” is the key to leadership succession planning, the author asserts that to ensure its successful adoption, HR policies must be in place for hiring internally, with the use of MBTI as a selection or development tool.

Overwhelmingly, a high number of organisations use of motion to better gauge employee preferences and according to CPP, the publisher of the Myers Brigg test, "80% of Fortune 500 companies and 89 of the Fortune 100 companies have used the Myers-Briggs Type Indicator (MBTI)". Through this review, the statistics about the use of MBTI in the nonprofit sector was not evident. However, it is evident that leadership development and hiring from within is not a focus (Kerle’, 2009; Tierney, 2009). Also, this sector has either not paid much attention to succession planning or are ill-equipped for leadership succession. (Santora et al. 2011, Gothard and Austin 2013). Also, given personality has been a subject of interest when examining successful leaders and their successors (Stavrou et al. cited by Tucker, 2009), this poses an area for further investigation.

[bookmark: _ezos5k13b6u]5.1 Implication of the findings 

The research surfaces profound insights into the lack of attention paid to the need for succession planning, and with the next wave of executive retirements spiking interest in succession planning throughout the nonprofit sector, findings indicate that most nonprofits do not plan for a successor (Santora, 2015). This, therefore, leads the researcher to believe that further research needs to be conducted beyond the use of personality assessment tools such as MBTI for executive succession planning within the UK non-profit sector and to extend the effort into exploring the factors influencing the lack of importance ascribed to executive succession planning in practice. And according to Froelich et al. (2011), although research around executive succession planning in Non-Profit organisations is growing, it remains at an early stage of development, and mainly in the context of for-profit organisations.  

[bookmark: _uofzora1mu6q]5.2 Recommendation

As previously mentioned, there is insufficient research into the application of MBTI as a succession planning tool within the non-profit sector, as well as the subject of succession planning. And given this perspective, it would be rewarding to explore reasons why non-profits have failed to pay much attention to the area of succession planning in the United Kingdom. 

According to Herman & Heimovics as cited by Froelich et al. (2011), the chief executive plays a significant role in the success of Non-Profit organisations such as delivering on mission-related activities to ensure ongoing legitimacy with the public. Therefore ‘Selection of the chief executive thus has particularly far-reaching consequences and is one of the most important duties of the board of directors’ claims Renz (2010). 


Research has shown that the sustainability of an organisation requires a succession of high performers to fill critical positions and to meet current or future talent needs (Rothwell, 2010). Consequently, the researcher is of the opinion that the use of personality assessment tools such as MBTI as a first step could be considered unavailing if an organisation has placed little or no attention to devising an appropriate strategy to improve the selection and appointment process to replace outgoing executives. 

Based on the findings of this research, perhaps non-profit organisations would benefit from establishing standards that identify leadership succession planning and executive transition management as core responsibilities their board of directors. This approach could further ensure that succession is embedded in the core operations of the organisation, thus providing boards better understand this critical and unavoidable responsibility. 


Lastly, a further observation from the review suggests internal leadership development was not commonplace in the non-profit sector and given this perspective, an understanding of the challenges enables the creation of leadership development approaches for emerging leaders to ensure their readiness to assume the reins (Deaton et al. 2013) in the future.  
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a) Is Philosophy Dead?
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