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[bookmark: _Toc161072460]Chapter 1: Introduction
[bookmark: _Toc161072461]1.1 Background to the study
According to a study in 2022 conducted by MedTech Europe, there are more than 34,000 medical technology companies in Europe. The majority of which are in Germany and closely followed by the UK. This industry directly employs more than 800,000 people (MedTech Europe, 2022); (MedTech Europe, 2021). 

Consequently, in such a competitive market it is a challenge for organisations such as The Magstim Company to retain current employees and to find replacements in such a competitive market. The competitive market has made succession planning, which focuses on identifying and developing talent to fill future leadership and business-critical positions in the future (CIPD, 2022a). The CIPD goes on to explain that succession planning has gained popularity with organisations during skills shortages and is now being carried out within large and smaller organisations (CIPD, 2022a). 

Succession planning is not a new concept and encompasses several internal activities which aim that at any point organisations have sufficient numbers of employees with the ability, knowledge, personal attributes and required experience to step into senior roles when they become available (Taylor, 2010). Succession planning ensures a smooth transition and avoids the need for temporary promotions, thus avoiding uncertainty and less disruption.  Within human resource management, new terms for succession planning are becoming more popular such as succession management, talent management and talent planning (Taylor, 2010). 


[bookmark: _Toc161072462]1.2 Company Introduction
The Magstim Company is a leading manufacturing company which designs and manufactures Transcranial Magnetic Stimulators (TMS) an effective, non-invasive therapy used in the treatment of depression. The vision of The Magstim Company is to become the market leader within the medical device industry which drives innovation and to create a community of employees who are engaged, motivated and eager to make an impact (The Magstim Company, 2020).

Located on the Pembrokeshire/Carmarthenshire border in West Wales, The Magstim Company forms part of The Welcony Group, as shown in Figure 1, which is made of four neurotechnology brands, Magstim, Neurosign, Technomed and Magstim EGI, with a shared vision to transform lives by delivering minimally invasive neurotechnology to researchers and healthcare providers (The Welcony Group, 2022). 

Globally The Welcony Group employs over 300 employees across its sites in the UK, USA, The Netherlands, and Indonesia, with a revenue of $32 million with double-digit growth expected year on year. 
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[bookmark: _Toc94963404][bookmark: _Toc159673782]Figure 1: The Welcony Group

The Welcony Group is a venture capitalist owned by US-based Telegraph Hills Partners who are dedicated to helping life science, medical device and healthcare companies achieve their growth objectives (Telegraph Hill Partners, 2022).

The Magstim Company is an innovative team of over 100 engineers, manufacturing operatives and supporting functions at its headquarters based in Whitland, West Wales and its US office in Minnesota, USA. 

Our mission is to “Bring to market the best non and minimally invasive neurotechnology for researchers, clinicians and patients” (The Magstim Company, 2020).

Building on The Welcony Group values, as shown below in Figure 2, the organisation is focused on employee collaboration and leadership.  
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[bookmark: _Toc159673783]Figure 2: The Welcony Group Values

The Magstim Company is a Unitarist organisation with its managers and employees working together for a common interest and values (Bennet, et al., 2020); (Dunlop, 1958). 
Following several restructures over the last five years The Magstim Company has moved to a matrix model of organisation from a hierarchical one. A matrix structure allows for several departments to work closely together with improvements to communication and the decision-making process is more effective. However, there are occasions when decision-making is arduous due to the decision-making authority being diffused (Kew & Stredwick, 2016).
[bookmark: _Toc161072463]1.3 Relevance of the Research 
Within The Magstim Company having a knowledgeable and experienced workforce is not enough in a competitive labour market. Beneficial succession planning practices should accompany these qualities and skills. Succession planning is best understood as a series of individual stages which will formalise the process. These stages can be outlined as identifying those positions critical to the organisation; defining the capabilities required for each critical position; identifying and assessing potential candidates for these roles; providing those individuals with a personalised development plan and finally reviewing the progress of those identified successors against the implemented development plan (Bechet, 2008); (Taylor, 2010). 
It is therefore imperative to establish whether there is importance portrayed on succession planning within The Magstim Company. In 2022 a nine-box grid, as shown in Figure 3, to identify each employee's future potential was introduced. This grid allowed managers to rate each employee within their team as having either high, moderate, or limited future management potential. Although this task was completed there was clear animosity towards the task and whether there was any benefit of the process. 

[bookmark: _Toc161072464]1.4 Research Aim
Based on the negativity and animosity shown towards the introduction of the nine-box grid this research study aims to establish whether the Management team within The Magstim Company values the importance of managing succession planning.

[bookmark: _Toc161072465]1.5 Research Objectives
1. To understand the factors that affect Magstim’s Succession Planning
2. Discuss any improvements and offer recommendations on how to implement a successful succession plan within Magstim

[bookmark: _Toc161072466]1.6 Research Questions
1. To understand what level of awareness the Management Team within The Magstim Company have regarding succession planning
2. To identify the levels of commitment and buy-in the Management team within The Magstim Company surrounding Succession Planning


[bookmark: _Toc161072467]1.7 Dissertation Structure

The first chapter “Introduction” provides a background to the study, an introduction to the organisation, the relevance of the research, and the research aims and objectives. The second chapter “Literature Review” will present relevant literature and theoretical frameworks. 

The third chapter “Research Methodology” will guide the overall research project. This chapter will provide a brief introduction to revise the research aims and objectives, followed by research design, research philosophy, research approach, the chosen methodology and key ethical considerations.

The fourth chapter “Results and Analysis” will set out the findings of the data gathered from the relevant stakeholders by setting out the results regarding the levels of awareness the Management Team within The Magstim Company have on succession planning, and their levels of commitment and buy-in. 

The fifth chapter “Discussion” will provide the reader with a summary of what the researcher discovered during the completion of both the literature review and findings chapter.

The final chapter “Conclusion and Recommendations” will conclude the overall discussion and will propose recommendations for practical implementation. 











[bookmark: _Toc161072468]Chapter 2: Literature Review 
This chapter will review relevant literature and theoretical frameworks of succession planning within organisations.

[bookmark: _Toc161072469]2.1 Foundation of the study
This study will focus on both leadership and motivational theories as the theoretical foundation to enhance the literature review. These theories will be focussed on as succession planning is linked to developing leaders at all levels within organisations and motivating those while managing retention. Leadership has been defined as a means of inspiring people to do their best to achieve the desired result. It also involves developing and communicating a clear vision for the future, motivating the workforce and ensuring their engagement (Armstrong, 2012); (Dixon, 1994, p. 214). 

Management in comparison can be defined as establishing what to do and then by any means getting it done through effective use of available resources. A traditional model of what managers do is a logical and systematic process of clear planning, organising, motivating, and controlling (Armstrong, 2012).  

[bookmark: _Toc161072470]2.2 Succession Planning
Succession planning, which is often referred to as talent management, encourages organisations to focus on identifying and growing talent to fill both leadership and business-critical roles in the future. It can cover a wide range of activities which are designed to attract, recruit develop and retain talented employees (CIPD, 2022a). 

Succession planning is a tool which can assist in identifying an organisation's future demand and the supply of people. Succession planning when used correctly has the primary objective of thoughtful planning and efficient transition of employees into pivotal roles (Taylor, 2019). Succession planning differs considerably from traditional HR planning tools whereby the organisation must estimate the percentage of those employees who will remain for several years to one which has to estimate the probability of employees remaining with the company for a certain amount of time (Jackson & Schuler, 1990). 

A prominent researcher in succession planning defined succession planning as an organisational, systematic and deliberate effort to ensure leadership continuity, retain and develop knowledge and encourage people’s development (Rothwell, 2016); (Ghazali, et al., 2022).  

The process of succession planning incorporates several groups of activities which aim to ensure that organisations have adequate employees with the ability, knowledge, personal attributes, and relevant experience to step into senior roles when they become vacant. 

In a similar nature to human resource planning, it requires organisations to focus clearly on the future and developing the next generation of future leaders. Managerial buy-in is required during this process as it requires them to look at the long-term investment and the development of those employees, that they have identified as best placed to take the organisation forward (Taylor, 2019). Investment in talent management has been identified as the differential between organisations with talent management initiatives and their industry peers who do not have similar initiatives. These organisations were also less likely to face difficulties in retaining and attracting key skilled employees (Ringo, et al., 2008); (Narayanan, et al., 2019). 

The longer-term aspect of succession planning activities has considerable implications for an organisation’s culture, its ability to recruit and retain talent, and most importantly to maintain the performance levels of the employees lower down in the organisation's management hierarchy (Bechet, 2008).

Succession planning can be best appreciated through a series of distinct stages and activities:
1. Identifying business-critical positions within the organisation
2. Understand and define the competencies each role will require in the future
3. Assessing the potential employees for those roles 
4. Provide the employees identified as potential successors with a clear development plan that will prepare them for these roles
5. Conduct regular reviews to understand the progress of the identified successors. This can be done through the organisation’s annual performance development reviews and regular one-to-one meetings (Bechet, 2008, pp. 247-248); (Taylor, 2022).

[bookmark: _Toc161072471]2.2.1 Identifying Business Critical Positions within the organisation
Literature states that most research conducted on succession planning heavily focuses on the most senior roles or those which are critical within organisations. Whereas, in smaller organisations, particularly those which are owner-managers are restricted to only focusing on family members. However, public sector organisations, they tend not to undertake formal succession planning and prefer to advertise all roles and allow for open competition between both internal and external candidates allowing for full transparency (Taylor, 2022); (Nyberg, et al., 2017) 
All organisations must have processes in place for succession planning for all roles or posts within the organisation. However, for many, it can be a costly process and in turn, could potentially become an overly elaborate process (Taylor, 2022).

[bookmark: _Toc161072472]2.2.2 Understanding and Defining the competencies each role will require in the future
There are several publications which have stressed the importance of identifying and considering the attributes which will be required to ensure success in a future senior role, thus avoiding like-for-like replacements. Priorities and requirements of an organisation will change over time along with changes and developments to the business environment (Taylor, 2022). 

Succession planners within organisations must consider the attributes and competencies they are looking to identify within their workforce are the characteristics they require in the future. The management of the organisation must consider if the organisation can choose a successor who is right at the time, they will likely succeed (Bowick, 1996, p. 180). Several writers have also advocated for a contingency-based approach to succession planning, which involves the planning for possible responses to a variety of potential environmental developments (Taylor, 2019, p. 119). 

As the future remains uncertain many argue that organisations need to plan for several possible scenarios and ensure that they have a workforce with distinct talents which are suitable or can be developed (Bechet, 2008); (Cascio, et al., 2017); (Taylor, 2022). Organisations must consider their future needs and requirements concisely. It is also important that when an organisation has a succession planning or talent management system in place, which identifies talented employees, the process measures the correct aspects and does not extinguish the appropriate talent from the organisation (Blass, 2009, p. 290).

[bookmark: _Toc161072473]2.2.3 Assessing the potential employees for those roles 

Many organisations which hold succession planning as an integral part of their wider talent management processes, choose not to identify particular groups of employees, instead, they take a much more democratic viewpoint and label all their employees as “talented” and develop them at the same time (Taylor, 2022). Although it may be beneficial to label all employees as equal it can be said that this is not an effective strategy for developing leaders, nor will it be beneficial to the organisation to drive individual performance in such a competitive business environment (McLaughlin, et al., 2020, p. 186); (Taylor, 2022). It has been argued that treating all employees the same may be an effective strategy in order to reduce employee relation issues, however, it may not be an effective strategy for talent development, nor can it be a method in driving organisational and individual performance when dealing with a challenging business environment (McLaughlin, et al., 2020, p. 186). 

When assessing an employee's performance there are two dimensions which need to be considered: the employee's current contribution to the organisation and their future potential.
One of the most used models for assessing an employee's performance is the 9-box grid as shown in Figure 3 which was originally developed by David Clutterbuck. Whereas his model used terminology such as solid performer, core contributor and rising star, contemporary models represent such as that devised by McKinsey maps employees against current performance and future potential (Gupta, 2022) (Clutterbuck, 2012). 
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[bookmark: _Toc159673784]Figure 3: 9-Box Grid (McKinsey, 2008)
It must be recognised that those employees identified to be included in the succession plan must have relatively frequent reviews through appraisals and using this model. This is because an employee’s performance or potential can change especially for those who move job roles, and for those who have been promoted upwards in the organisation's hierarchy. In contrast, those employees who may not have initially been identified as high performers with high potential can improve their status if they are given new opportunities or a new reporting structure (Taylor, 2022); (Taylor, 2019).
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Figure 4: Odiorne's typology (Odiorne, 1984) 
Odiorne in comparison developed a more helpful four-box model, as shown in figure 4, which states that those who have been identified within the “stars” category should be included within an organisation’s success plan (Taylor, 2022).
[bookmark: _Toc161072474]
2.2.4 Providing the employees identified as potential successors with a clear development plan 
It is important to note that the developmental needs of those employees identified as potential successors will vary. The current annual performance development review process within The Magstim Company is designed to assist both Managers and Supervisors in supporting employees with their professional development by enhancing employees’ knowledge, skills, and experience (The Magstim Company Limited, 2021). 

Performance development is best defined as a process which contributes to the effective management of individuals and teams to achieve high levels of organisational performance. Performance management is not a single activity but should be described as several practices that should be approached holistically. When effective, performance management will focus on two-way discussions with regular feedback. This process should record clear objectives and improvement plans for those who are underperforming within the organisation (Rees & French, 2016); (Armstrong & Baron, 2005); (CIPD, 2022b). 

Organisations such as The Magstim Company need to consider that the learning needs of an employee who is relatively new in their career will have different needs to an employee who has several years of experience. When devising a development plan to aid a company's succession plan managers and supervisors should ensure that it expands on the employees' interest in the company whilst also seeking to improve on their weaker areas. It is also encouraged that employees identified as future leaders are exposed to several functions within the organisation thus broadening their experience in unfamiliar functions of the organisation. These activities combined with structured coaching and mentoring sessions will aid and increase an employee's knowledge base (Taylor, 2022);  (Taylor, 2019). 

Once the employee has been identified and a clear development plan has been put into place their progress must be reviewed regularly. The Magstim Company's annual performance development reviews encourages Managers not only to complete the form on an annual basis but also to have a follow-up review meeting so that progress on objectives can be discussed and reviewed. If it is clear that the employee would benefit from additional training this can be recorded and implemented.

[bookmark: _Toc161072475]2.2.5 Contemporary Approaches to Succession Planning
So far this research project has focussed on the more traditional approaches to succession planning there is still a need within organisations to develop their managers of the future. It has also been identified that there is a link between the presence of a formal succession plan with superior business performance (Kispal- Vitai & Wood, 2009, p. 183). 

Having a formal succession plan can improve an organisation's retention, talent management, organisation development and an enhanced employer brand. Whereas traditional approaches to succession planning within organisations may have been shrouded in secrecy contemporary approaches have become more ethically minded and are becoming in tune with a more fluid labour market and have closer links to a wider talent management programme (Clutterbuck, 2012); (Cascio, et al., 2017); (Hirsh, 2000). 

[bookmark: _Toc161072476]2.3 Talent Management
Talent Management is the process which an organisation uses to ensure that it has the talented employees it requires to achieve its strategic business goals. Talent management can also be described as several interlinked processes as shown in Figure 5. For organisations to do this they must incorporate processes which attract, develop, and engage valuable employees and is a process and opportunity to help management provide for individuals in the organisation as individuals with talent  (Armstrong, 2012); (CIPD, 2023); (Blass, 2007, p. 1). 

A key aspect of talent management is consideration towards expectancy theory which focuses on individuals’ motivation and how motivation impacts an employee’s performance (Vroom, 1964). The expectancy theory although focuses primarily on the motivation of an individual, leadership behaviour and the practices of the organisation also have a greater impact on individual motivation and career development (Connolly, 1976); (Armstrong, 2012). 

In an era where automation and AI practices are increasing and replacing some roles the need to upskill or reskill employees should become the primary focus of organisations. An organisation-wide talent management strategy will not only provide a clear focus on people investment but can contribute to several strategic objectives such as developing a high-performance workplace, encouraging continuous learning, and strengthening the employee value proposition (CIPD, 2023). 
[image: A diagram of a talent management system
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[bookmark: _Toc159673785]Figure 5: The elements of talent management (Armstrong, 2012)

In terms of developing a talent management strategy, it needs to align with the organisation’s overall strategy and determine the future workforce needs of the organisation. Workforce planning looks at and identifies the supply and demand of the workforce for the future as well as labour market trends. The purpose of a workforce plan is to assist in the prioritisation of talent management activities within an organisation and can include the following activities: 
· recruitment 
· development of talent pools
· learning and development
· succession planning
· leadership development
· career management (CIPD, 2023)

A key ingredient of workforce planning is to identify the most business-critical roles which tend to be leadership and specialist roles. This is where succession planning, when used correctly, aids organisations in preparing potential leaders to fill key positions from within (CIPD, 2023); (Armstrong, 2012). Having a robust performance management process in place is one of the first methods for identifying future talent early. Performance management focuses on a two-way discussion with regular, open, and supportive feedback on progress towards objectives. When carried out effectively performance management is a means of increasing the engagement and motivation (CIPD, 2022b); (Armstrong, 2012). 

[bookmark: _Toc161072477]2.3.1 Training and Development
	



Training and development are key for an organisation’s short- and long-term health. Whilst training and development primarily focuses on equipping and improving employees’ skillsets and ultimately will have far-reaching benefits such as improving employee satisfaction and enhancing employee retention and employee engagement (Deshmukh, 2022). 

Having a clear, systematic, and constant identification of learning and development needs which relate to performance gaps, such as leadership development, is key to ensuring effective learning and progression throughout the organisation. Training and development sit hand in hand with an organisation’s workforce and succession planning programme. Such analysis allows for clear identification of training requirements for individuals, teams and on an organisational level (CIPD, 2023c). 

A key tool for analysing training requirements is a learning needs analysis (LNA). It is intrinsic to succession planning as it focuses on the current check on the skills, talent and capabilities of the organisation and is carried out with multiple stakeholders. An LNA fundamentally gathers and analyses data regarding an employee's capability, the organisation's overall demands for skills, and the implications of both new and changing roles.  

It has always been assumed that it was an employer’s responsibility for an employee’s training and development. Training and development were aspects organised by the employer because it was overall good for the organisation and employees expected their employers to provide training opportunities as part of the psychological contract. Many organisations follow this model and see the key role of learning, training and development as to provide the knowledge, skills and behaviours required for sustainable success (Rees & French, 2016, p. 206); (CIPD, 2015, p. 7). 

[bookmark: _Toc161072478]2.3.2 Benefits of combining learning with succession planning 
When integrated within a training and development program, succession planning can significantly impact the bottom line of the organisation. When combining the two processes it allows the organisation to pre-plan for key role successors. 
It also has multiple benefits such as:
· Saving money and resources as internal promotions cost significantly less than the use of external recruiters
· The process develops a sense of stability 
· Retains top talent as employees who trust their organisation’s ability to invest in its employees and promote personal career development (Deshmukh, 2022). 

[bookmark: _Toc161072479]2.4 Chapter Summary of Literature Review 
In summary, the key findings from the literature review as defined by (CIPD, 2022a) is that succession planning encourages organisations to focus on identifying and growing talent to fill both leadership and business-critical roles in the future. 

Succession planning differs from regular HR planning whereby the focus is on estimating which employees will remain with the organisation for several years, to one which needs to estimate the probability that those employees will remain with the organisation for a certain amount of time (Jackson & Schuler, 1990). Succession planning is similar to HR planning as it requires management within an organisation to focus on the future and develop those employees who have been identified as future leaders (Taylor, 2019). 

The long-term aspect of succession planning has considerable implications for an organisation’s culture, its ability to recruit and retain talent, and most importantly the performance levels of those employees lower down within an organisation’s management hierarchy, who have been as identified as those future leaders (Bechet, 2008). 

It is imperative that when organisations undertake a Succession planning programme, they consider each distinct stage:
· Identification of those critical roles within the organisation
· Understand the capabilities each role requires 
· Assess potential internal employees for those roles identified as business-critical
· Provide those identified employees with clear development plans so that they are prepared for those roles
· Continuously review the progress of those employees (Bechet, 2008); (Taylor, 2022). 

To have a successful Succession Planning Programme organisations must ensure that they have talented employees to achieve their strategic business objectives. Organisations can do this through a process identified as talent management. Organisations can successfully do this through the incorporation of several processes which will attract, develop and engage valuable employees (Armstrong, 2012); (CIPD, 2023); (Blass, 2007, p. 1).

Ensuring an organisation has a clear organisation-wide talent management strategy doesn’t just provide a clear focus on investing in people but will also contribute to several strategic objectives and can develop a high-performing workplace, encourage a culture of continuous learning, and strengthen employee value (CIPD, 2023)
















[bookmark: _Toc161072480]Chapter 3: Research Methodology 
When conducting a research project, it is important to note that it involves systematic enquiry into an issue to increase knowledge and underpin effective decision-making (Anderson, 2013, p. 6). 

This research project aims to analyse and understand the importance of Succession Planning within a medical device manufacturer. The proposed results can enhance the Succession Planning practices within the organisation by broadening their knowledge of effective performance management tools such as performance development reviews and talent reviews using tools such as the nine-box grid. 

The methodological decisions made in this chapter will guide the overall research project. This chapter will provide a brief introduction to revise the research aims and objectives, followed by the research design, research philosophy, research approach, the chosen methodology and key ethical considerations. 

[bookmark: _Toc161072481]3.1 Introduction

A study in 2022 which was conducted by MedTech Europe stated that there were more than 34,000 medical technology companies in Europe. The majority of which are in Germany and closely followed by the UK. This industry directly employs more than 800,000 people (MedTech Europe, 2022); (MedTech Europe, 2021). 

Consequently, in such a competitive market it is a challenge for organisations such as The Magstim Company to retain current employees and to find replacements in such a competitive market. The competitive market has made succession planning, which focuses on identifying and developing talent to fill future leadership and business-critical positions in the future. 

The CIPD states that succession planning has gained popularity during skills shortages and is now being carried out in large and smaller organisations (CIPD, 2022a). 


[bookmark: _Toc161072482]3.2 Research Aim
The research project intended to assess and establish whether the Management Team within The Magstim Company values the importance of managing succession planning.
This aim was chosen based on the negativity and animosity shown towards the introduction of a talent management tool the nine-box grid. 

[bookmark: _Toc161072483]3.3 Research Objectives
3. To understand the factors that affect Magstim’s Succession Planning
4. Discuss any improvements and offer recommendations on how to implement a successful succession plan within Magstim

[bookmark: _Toc161072484]3.4 Research Questions
3. To understand what level of awareness the Management Team within The Magstim Company have regarding succession planning
4. To identify the levels of commitment and buy-in the Management team within The Magstim Company surrounding Succession Planning





[bookmark: _Toc161072485]3.5 Research Design
It has been suggested that when developing a research project its design relates not only to the writing but the composure of the research project itself (Yin, 2013). The topic chosen for this research project is to understand the level of awareness of the management team of The Magstim Company have regarding succession and their buy-in. 

Research design by definition is the proposed manner in which the research question will be answered and when based on the Saunders model of research design can have several identifiable layers which has been described and noted as a research onion as shown in Figure 5. The research onion has several inner and outer layers which provides an in-depth understanding of how the research should be conducted by covering aspects such as philosophy, approach, and data collection.  The research design will contain clear objectives, specify the sources of data collection, and data analysis and discuss ethical considerations and constraints (Saunders, et al., 2015). 
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[bookmark: _Toc159673786]Figure 6: Research design (Saunders, et al., 2015)

3.5.1 Data Collection 

Quantitative and qualitative are the most commonly used methods for data collection. To differentiate quantitative research from qualitative research the research must distinguish between numerical (numbers) and non-numerical data (words or images). The quantitative method of data collection is the most commonly used technique such as questionnaires and for the use of data analytical tools such as graphs or statistics. On the opposite side of the spectrum is the qualitative research method which uses data collection techniques such as interviews and analyses results by categorising data using thematic analysis (Saunders, et al., 2015). 

[bookmark: _Toc94963318][bookmark: _Toc159673792]Table 1: Qualitative and quantitative approaches to research (Neuman, 2008);  (Jankowicz, 2005)
	Quantitative data
	Qualitative data

	Based on familiarisation of current research rather than specific situations
	Based on a familiarisation with a real-life context or situation

	Analyses a limited number of variables
	Analyses significant themes that are suggested from a range of sources

	Seeks to achieve abstraction from repeated observations
	Seeks to find out how people understand a situation and how their understanding influences their actions



Qualitative data is categorised as encompassing information in the form of words and language through observation and participation, one-to-one interviews, focus groups and individual accounts or diaries (Anderson, 2009, p. 206). As qualitative data is generated by activity which takes the form of words, it can be difficult to quantify. Analysis of qualitative data involves working with a smaller sample size and as a result, the information gathered can be highly detailed, rich, and extensive (Anderson, 2009).

[bookmark: _Toc161072486]3.6 Research Philosophy
Research philosophy is a term which has been referred to as a system of beliefs and assumptions regarding the development of knowledge. During each stage of a research project, researchers will make several types of assumptions (Burrell & Morgan, 2016); (Saunders, et al., 2019). An imperative starting point of a research process is to determine the philosophical stance by using a research paradigm. A paradigm is a set of linked assumptions and provides the researcher with a conceptual framework. A research paradigm is imperative during all research processes as it shapes the researcher's methodological approach in investigating the research question (Ragab & Arisha, 2018); (Kuhn, 1962). 

There are two fundamental thoughts which influence research paradigms: scientific and humanistic. Each thought provides opposite ontological and epistemological views. An ontological assumption looks at human knowledge and the extent to which personal values interfere with the research process. These assumptions can shape research questions, methods selected and interpretation of findings (Crotty, 1998). 

An ontological assumption focuses on the reality and the essence of its existence. There are two main perspectives of the ontological assumption: objective and subjective. Objectivism views reality as a concrete structure which exists externally to humans and will continue to exist as a tangible entity regardless of people's actions (Holden & Lynch, 2004); (Burrell & Morgan, 1979); (Ragab & Arisha, 2018). 

Whilst objectivists believe in a single reality, subjectivists in comparison believe that multiple realities could potentially co-exist according to the different views and opinions of the world. In the subjectivist viewpoint, social phenomena are regarded as the outcome of actions and perceptions and are in a continual process of revision (Smircich, 1983).

An epistemological approach involves the study of how knowledge is acquired and can be presented as a debate between positivism and interpretivism, which can also be referred to as phenomenology (Becker & Niehaves, 2007). A positivist approach underlays a scientific approach and aims to develop generalised findings from experimentation and structured views of reality. Such as a researcher must objectively obtain data whilst remaining external and impartial to the research process (Hussey & Hussey, 1997); (Remenyi, et al., 1998). 

Interpretivists will argue that, unlike natural or human phenomena, the element of social phenomena is unique as it is created by individuals within certain contexts and is too complex to be reduced to a generalised ruling or formula. Interpretive research focuses on the role of obtaining knowledge through research subjects to understand the phenomena which are being studied in a subjective and empathetic manner (Holden & Lynch, 2004);  (Crotty, 1998); (Rowlands, 2005). 







[bookmark: _Toc161072487]3.7 Research Approach
There are two contrasting approaches, as shown in Figure 7, which can be used during the development of a research project: deduction and induction. 

[bookmark: _Toc159673787]Figure 7 Induction and Deduction (Ragab & Arisha, 2018)

A deductive approach involves the refinement and reconsideration of theories through the process of testing out propositions in a variety of contexts or situations. This is also referred to as a top-down approach. The deduction approach follows a highly structured methodology and will investigate the relationship between several variables and generate findings (Anderson, 2009);  (Trochim & Donnelly, 2008); (Ragab & Arisha, 2018).
While deductive reasoning focuses on the refining and reconsideration of theories, inductive reasoning focuses on the level of practice. During the process of gathering data, the researcher will develop general propositions and will begin theory building. On several occasions, an inductive approach will be further developed in a deductive manner (Anderson, 2009). 



[bookmark: _Toc159673788]Figure 8 Inductive and Deductive Approaches (Anderson, 2009)

As shown in Figure 8 the induction approach, builds theory through the identification and evaluation of patterns of data, involves observing and investigating the relationship between several variables within complex situations and is less concerned with generalisation although further avenues of exploration may be identified. The deduction process in comparison looks at theory building through the testing of various propositions and involves clear formulation of propositions or theories which need to be tested. Data gathering through a deduction approach can also identify weaknesses within the theory and may identify ways in which the theory could be modified (Anderson, 2009). 

[bookmark: _Toc161072488]3.8 Research Strategies
When conducting a research project, the researcher must consider and implement a research strategy in order to achieve the overall research goal. A research strategy can also be identified as the methodical link between the research philosophy and the subsequent choice of methods selected to collect and analyse the data (Denzin & Lincoln, 2011); (Saunders, et al., 2016).

There are several research strategies which were considered for this research project including action research and grounded theory 

[bookmark: _Toc161072489]3.8.1 Action Research
Action research is a term used to describe professionals studying their own practice to improve it. It can also be a flexible approach which allows for action such as change or improvement and research understanding and knowledge to be achieved in the same way (Dick, 2002); (General Teaching Council for Wales, 2002); (Costello, 2011). 

Action research which is also known as Participatory Action Research is an approach which is commonly used for improving practices and conditions It is maintained that the strength of action research lies in the focus on generating solutions to practical problems (Lingard, 2008); (Whitehead, 2003); (Meyer, 2000). 

[bookmark: _Toc161072490]3.8.2 Grounded Theory
Grounded theory is regarded as a methodological approach to data collection and analytic procedures and can be used within research projects to develop theoretical explanations of social interactions and processes in a wide range of contexts which can include business and management (Saunders, et al., 2016). 

A grounded theory strategy needs to have a clear strategy, a plan of action, and a clear process which underlines the choice and the use of particular methods (Crotty, 2015); (Tarozzi, 2020). 

Grounded theory allows for a systematic approach to the collection and analysis of qualitative data. Whereas, in quantitative data collection grounded theory can be used to collect a complete set of data and then analyse (Saunders, et al., 2016)

[bookmark: _Toc161072491]3.9 Research Methodology Comparisons 
During the commencement of this research project, it was important to review several methods of data collection to gather the appropriate data. These methodologies, as shown in Table 2, considered the timescale available for this research project to be conducted and the availability of the participants. 

[bookmark: _Toc159673793]Table 2: Consideration of alternative research methods (Anderson, 2013)
	Advantages
	Disadvantages 

	Interaction between researcher allows for clarification and follow up questions
	Large quantities of data may be difficult to analyse

	Can be less time consuming than individual interviews
	Participants may be influenced by other focus group participants

	High response rate
	Potential interviewer bias

	Additional information can be gathered
	Time intensive

	Can observe participants behaviours and actions within the workplace
	A researcher’s presence may influence a participant’s behaviour one way or another




[bookmark: _Toc161072492]3.10 Chosen Research Methodology 
After considering both quantitative and qualitative data-gathering methods the chosen research methodology for this research project is semi-structured interviews. This is a flexible structure which will allow for interviewees to be prompted and encouraged to provide additional data for analysis. This form of methodology will also allow the interviewer to probe the interviewee to elaborate on responses or follow a new line of questioning based on the responses of the interviewee (Cohen & Crabtree, 2006). 

Qualitative research methods are a valued hypothesis of enquiry and the complexity which surrounds qualitative research requires methodical methods to create useful results. When gathering qualitative data, a suitable analysis tool must be used  (Nowells, et al., 2017, p. 1). 

Thematic analysis is an important research analysis tool. It is used when analysing large qualitative data sets as it is a method for identifying, analysing, organising, describing, and reporting themes found within a gathered data set (Braun & Clarke, 2006). 

Alternative methods of research gathering were considered as part of this methodology investigation. Although surveys/questionnaires can achieve a broad coverage for data collection and comparison this method of data capture also allows the research to repeat the study. 
It should also be noted that this method of data capture also has several disadvantages which can include poor data quality due to questionnaire design and respondents may not submit their questionnaire therefore their thoughts will not be captured (Neuman, 2008); (Bryman & Bell, 2007). 

As the data captured within semi-structured interviews takes the form of words it is not quantifiable. Qualitative data tends to be generated through a process which can be less structured and whereby questions are not standardised. Therefore, presumed preconceptions are suspended (Anderson, 2013).  

Semi-structured interviews in which the expressions and responses of the interviewees are recorded and analysed in their own words generate qualitative data. Qualitative data assists the researcher in explaining and understanding issues within their organisational context and provides a real-time picture of the processes which are taking place (Anderson, 2013). 

For many of the participants in this research project, this will be the first time that they have been questioned or interviewed on this subject matter. It will be important to consider their nerves and their concerns about confidentiality. 

[bookmark: _Toc161072493]3.11 Participation Selection
The Magstim Company currently has 85 employees based in their UK Head Office in West Wales. Seven of those employees hold Supervisory, Managerial or Director roles within the organisation. A breakdown of the participant demographics is referenced in Table 3. The duration of each interview was approximately 30 to 45 minutes. 
The interview schedule is referred to in Appendix 1. 
To obtain a better understanding of what level of awareness the Management Team within The Magstim Company have regarding succession planning and to identify the levels of their commitment and buy-in a sample of Supervisors, Managers and Corporate Directors will be interviewed on a one-to-one basis to understand what succession planning practices exist within the organisation, whether the planning activity encourages career development through its annual performance development review procedures and whether performance goal orientation is linked to employee retention. 

This data was provided by The Magstim Company’s Time and Management System. 






Table 3: Participant demographics
	
	
	Count
	Percentage

	Gender
	Male
	4
	57

	
	Female
	3
	43

	
	Prefer not to say
	0
	0

	Age
	18 or below
	0
	0

	
	19 - 25
	0
	0

	
	26 - 35
	2
	29

	
	36 or above
	5
	71

	Management Status
	Corporate Director
	2
	29

	
	Senior Manager
	2
	29

	
	Middle Management
	2
	29

	
	Supervisor
	1
	14




The results of the qualitative information have been organised into different themes after a rigorous process of synthesising and categorisation. 

[bookmark: _Toc161072494]3.12 Ethical Considerations 
For the chosen research design careful consideration was made around ethical issues and data protection. A code of behaviour must be adhered to during research projects concerning the rights of those individuals who become the subject of a research project or who participate in one (Wells, 1994, p. 284);  (Anderson, 2013). The term ethics is a philosophy which addresses the issues of human conduct with doing what is right and what is wrong (Remenyi, et al., 2011, p. 1).

The CIPD code of conduct and ethics reiterates that HR professionals should safeguard all restricted, confidential, commercially sensitive, and personal data. This data should not be used for personal advantage or to the benefit or detriment of third parties (CIPD, 2023b). An ethical principle which was carefully considered for this research project was that the interest of the participants would be always protected along with the secure storage of the gathered data (Anderson, 2009). 

All data relating to this research project is stored on a password-protected computer and uploaded onto the Microsoft Cloud which is also password-protected. The design of the interviews considered what data was required to achieve the research project objective and informed the question choices. 

[bookmark: _Toc161072495]3.13 Reliability and Validity of Research
Reliability and validity are the most important and are fundamental in the measurement of methodology for data collection. Validity focuses on the instrument that measures, whereas reliability concerns the truthfulness of the obtained data (Ahmed & Ishtiaq, 2021). 

Research projects will lack credibility if the researcher is unable to ensure that the data captured is relevant and trustworthy. In understandable terms, valid research will use research strategies and data capture processes that are appropriate to the research question and are implemented correctly. Validity of research means that the research conducted is appropriately robust to all confidence in the conclusion drawn. Reliable research is research, which is accepted as fair, trustworthy, and objectively undertaken (Biggam, 2011); (Anderson, 2013). 

It is important when conducting a research project to assess the reliability of the questions. For example, it is important to question whether similar observations would be reached by different observers and would the methods used generate the same results. It is possible that not all research will produce generalisable conclusions (Hart, 2010); (Easterby-Smith, et al., 2003); (Robson, 2011). 

When assessing and considering the validity of the research questions it is important to note and consider what difference the context of the investigation would make to the data captured and ensure intervening variables have not interfered with the data gathered. When using a qualitative research approach the following issues must be considered: 
· credibility – accurate data capturing
· transferability- have you captured a true picture which draws on a range of perspectives
· confirmability – reflect on the extent personal bias or that of the respondents has been acknowledged (Lincoln & Guba, 1985); (Anderson, 2013). 

[bookmark: _Toc161072496]3.14 Chapter Summary of Research Methodology

This chapter discussed the methodological decisions undertaken which guided the overall research project. This chapter provided a brief introduction to the research aims and objectives, followed by research design, research philosophy, research approach, the chosen methodology and key ethical considerations. 

This research project used an inductive research strategy to evaluate its theory by identifying and evaluating themes. This theory is less concerned with generalisation although further avenues of exploration may be identified for future projects.






[bookmark: _Toc161072497]Chapter 4: Results and Analysis
This chapter sets out the findings of the data gathered from the relevant stakeholders by setting out the results of what levels of awareness the Management Team within The Magstim Company have on succession planning, and their levels of commitment and buy-in. 

4.1 Research Objectives
1. To understand the factors that affect Magstim’s Succession Planning
2. Discuss any improvements and offer recommendations on how to implement a successful succession plan within Magstim

4.2 Research Questions
1. To understand what level of awareness the Management Team within The Magstim Company have regarding succession planning
2. To identify the levels of commitment and buy-in the Management team within The Magstim Company surrounding Succession Planning


4.3 [bookmark: _Toc161072499]Interview Findings


[bookmark: _Toc161072500]4.3.1 Theme One: Existence of Succession Planning within The Magstim Company



The most common theme that emerged from the analysis is the need to enhance the organisation’s succession planning practices in retaining employees for identified business-critical roles. All the participants have stated that there is no clear succession planning process and that the organisation only considers succession planning when an employee within a key role resigns. One participant (R2) stated that “it was very difficult to see how the leadership plans for succession”. A second participant (R3) stated that “last year a member of staff, who had a somewhat unique role, announced that they were retiring, and we took months to consider whether we would make a direct replacement or hire an alternative role. We were in this position as we could not identify a replacement internally. We then started to question whether it was an important role for our organisation going forward. The outcome was to recruit for a different role but did leave us with somewhat of a knowledge gap”. 

It was also evident within this research project that although there are many positive aspects of having a management team located throughout Europe and the USA, there can be negative aspects as well, which were mentioned by one participant (R4) who stated that with “several of the Senior Management team located in Europe and USA it does make it difficult to align on certain roles as they don’t have a true understanding what it is we need as each role can interlink with several other departments”.

It was clear when speaking to the participants that although they agree that there is no clear succession planning process, several of the Managers questioned stated that they do however include development plans, outside of the annual performance development reviews, with their own teams with R1 stating that they undertake this activity  “in the hope that not only will they become high performers in their roles but one day they could be my replacement”. This Manager also stated that they “did not see succession planning within my team as a threat to my job but the company needs to have a plan b if I leave”. 

A fellow Manager (R2) when questioned spoke about the struggles of recruiting specialist roles within the industry and have made a “conscious effort to recruit graduates within several specialities”. With this in mind, “we have already identified a potential graduate who has the skillset and the personality to one day become a team lead within their specialist area”. 

[bookmark: _Toc161072501]4.3.2 Theme Two: Methods and Tools of Leadership Development conducted with direct reports


A second theme which arose from the semi-structured interviews was the variety of leadership development methods which have been carried out with direct reports. All the participants, some of whom were relatively new to management or supervisory roles, used a variety of leadership methods with their teams. One challenge two participants admitted to was that having remote workers or being the remote worker within the team presented its challenges when developing their team members. One participant stated that as their team were “located throughout the UK it was challenging at times to allocate appropriate time to coaching or mentoring activities”. 

One method that all the participants mentioned was that they conducted performance development reviews, also referred to as appraisals, every year with each member of their team. This allowed each Manager and Supervisor to sit down on a one-to-one basis with each report. The process of performance development reviews consisted of according to R5 the ability to “sit down with them and review the previous year’s objectives, some of which was predominantly led by individual sales targets”. The performance development reviews also allowed “an opportunity to talk about their future aspirations for both the short and long term”. One participant of the research project admitted within their interview that they assumed that the short-term and future aspirations of the performance development review “would be a waste of time and nobody would be interested in completing the section”. However, they went on to state that “by going through the form and really spending time discussing aspects of their lives, which we may not normally do, I came to understand that how many of my team want to go back to university or at least continue their education and complete degrees as one of my direct reports, in particular, would be the first in her family, and she feels that she has the support of our organisation”. What was also mentioned in this particular interview was that we do not “always recognise, especially as our organisation is so fast-paced, how deeply moved employees are when we promote them”. 

The performance development review form, as shown in Appendix 2, itself has several positives as within the one document it captures several key forms of information. The first section of the form is to review the job description as on many occasions these have not been updated for several years. 

A second method which the Management Team mentioned was the nine-box matrix, also referred to as the talent review. This tool was originally introduced in 2022 and was used throughout The Welcony Group in 2023. The participants explained that the nine-box matrix process was a little unnerving as it forced them “to discuss their teams and see where they fit within the nine-box matrix”. One negative point raised by (R5) was that the results may not be a true reflection on the individual and could be open to interpretation, with one manager stating “that at the time I felt one way but that could have been down to several factors or events. If we do conduct the review a few weeks later, I may feel differently and place individuals in different categories”. During one interview a manager (R2) explained that “at times there were disagreements and I had to reiterate my decision. Ultimately this was my opinion at the time as I am the one who works closely with them”. 


[bookmark: _Toc161072502]4.3.3 Theme Three: Identifying the importance of completing performance reviews and its links with succession planning 

It was evident throughout the interviews that the majority Management Team and was clearly stated by R1 was that they “didn’t find any value in performance reviews” and only completed them because the Welcony HR team forced them to. There was an exception whereby one Manager (R2) stated that they are “normally the first to complete their teams’ development reviews within the given timescale as they see the benefits of performance reviews”. The time they spend with their direct reports allows the time and opportunity to sit down and talk through their progress and any training needs or concerns they may have. It was also important for them to show their team that “they were worthy of my time and the organisation wants to develop them for the future, which is not something I experienced with former employers and managers”. 

A key aspect of an organisation’s succession planning process is to have clear development plans for those employees who have been identified as potential successors for business-critical roles. One tool to capture and monitor development reviews is the completion of the organisation’s performance development reviews. Section XX of the Performance Development Reviews, as shown in Appendix 2, provides both the Manager and Employee an opportunity to discuss and plan for training and development requirements for the coming year. 

Initially, not all of the participants saw the relevance of completing performance development reviews or the nine-box matrix (talent review) and its link to succession planning. However, one participant (R7) did go on to explain that they believed the “issue or concern I had especially with the talent review initially is that you are identifying your successor. I do not have any issues with the company conducting this activity, but it can be difficult to get to grips with the fact that the company is ultimately planning for your departure. As a Manager I 100% understand the need but if I put my employee hat on it is difficult to accept”.

                                                                                                                                                                               


[bookmark: _Toc161072504]Chapter 5: Discussion

The primary research question of this research project was to understand the levels of awareness the Management Team within The Magstim Company has of Succession Planning and to identify their levels of commitment and buy-in. 

For The Magstim Company to achieve its strategic goals it needs to have a knowledgeable and experienced workforce; however, it is not the only factor when operating within a competitive labour market. Having clear organisational succession planning practices should accompany these qualities and skills. The research found that succession planning can be best understood as a series of several individual stages which when used correctly will formalise the process. These stages can be outlined as identifying those critical roles to the organisation; defining the capabilities required for each identified critical position; identifying and assessing potential candidates for these roles; providing those identified individuals with a personalised development plan and finally reviewing the progress of those identified successors against the implemented development plan (Bechet, 2008); (Taylor, 2010). 

It is therefore important to establish whether there is an importance portrayed on succession planning within The Magstim Company. To support the organisation’s succession planning, in 2022 a nine-box grid, as shown in Figure 3, was introduced to identify each employee's future potential. This grid allowed managers to identify and rate each employee within their team as being a high performer with high potential to being low performer with low potential. Although this task was completed there was clear animosity towards the task and whether there was any benefit of the process. Interviews with seven members of the Management Team within The Magstim Company were conducted to further understand their animosity towards the process of the nine-box matrix and to establish whether they value the importance of succession planning and whether they identify the link between conducting and completing performance development reviews, the nine-box grid and succession planning. 

One of the most common themes that emerged from the primary research was the need to enhance or formalise The Magstim Company’s succession planning practices. This is primarily to aid in the retention of employees who have been identified as future leaders and successors for business-critical roles. 

All the participants interviewed stated that there was no clear succession planning process, or none had been shared with them, within The Magstim Company and reiterated that the organisation only considers succession planning when an employee within a business-critical role resigns. One of the key findings from the literature review is that succession planning encourages organisations to focus on identifying and growing talent to fill both leadership and business-critical roles in the future (CIPD, 2022a). It was clear from the interview findings that this process does not occur within The Magstim Company on a regular basis and on the occasions that it does, this is only because of the resignation of an employee who holds a business-critical role. 

When interviewing the participants although they agreed and willingly stated that there is no clear succession planning process within the organisation, several of the Managers stated that they do however include development plans, outside of the annual performance development reviews, with their direct reports with R1 stating that they undertake this activity  “in the hope that not only will they become high performers in their roles but one day they could be my replacement”. This Manager also stated that they “did not see succession planning within my team as a threat to my job but the company needs to have a plan b if I leave”. 

Succession planning differs from standard HR planning whereby the focus is primarily on estimating which employees will remain with the organisation for several years, but to one which needs to estimate the probability that those employees will remain with the organisation for a certain amount of time (Jackson & Schuler, 1990). A Succession plan requires clear management provisions, and it requires the management team within an organisation to focus on the future and develop those employees who have been identified as future leaders or successors for business-critical roles (Taylor, 2019). 

The long-term aspect of succession planning has considerable implications for an organisation’s culture, its ability to recruit and retain talent, and most importantly the performance levels of those employees lower down within an organisation’s management hierarchy, who have been as identified as those future leaders and successors (Bechet, 2008). 

It is imperative that when organisations undertake a Succession planning programme, they consider each distinct stage within the process:
1. Identifying business-critical positions within the organisation
2. Understand and define the competencies each role will require in the future
3. Assessing the potential employees for those roles 
4. Provide the employees identified as potential successors with a clear development plan that will prepare them for these roles
5. Conduct regular reviews to understand the progress of the identified successors. This can be done through the organisation’s annual performance development reviews and regular one-to-one meetings (Bechet, 2008);  (Taylor, 2022)

To have a successful Succession Planning Programme organisations must ensure that they have the right talented employees in place to achieve their strategic business objectives. Organisations can do this by working through a process known as talent management. Organisations can successfully do this through the incorporation of several processes which will attract, develop, retain and engage valuable employees (Armstrong, 2012); (CIPD, 2023); (Blass, 2007, p. 1). An important aspect of talent management which needs to be considered and monitored is the expectancy theory which primarily focuses on an employee’s motivation and how motivation ultimately impacts their performance (Vroom, 1964). Expectancy theory ultimately focuses on the motivation of the employee, however, it also requires the leadership and organisation to behave in a certain manner as this too has a greater impact on their motivation and overall career development  (Connolly, 1976);  (Armstrong, 2012).

Ensuring an organisation has a clear organisation-wide talent management strategy doesn’t just provide a clear focus on investing in people but will contribute to several strategic business objectives and can support the development of a high-performing workplace, encourage a culture of continuous learning, and strengthen employee value (CIPD, 2023). 

However, the business environment can be a hostile place, especially at times when automation and AI practices are increasing within workplaces resulting in the replacement of some roles. With this in mind, the need for organisations to upskill or reskill employees should become their primary focus. An organisation-wide talent management strategy will not only provide a clear focus on people investment but can contribute to the achievement of several strategic objectives such as developing a high-performance workplace, encouraging continuous learning, and strengthening the employee value proposition (CIPD, 2023). 

In terms of developing a talent management strategy, it needs to align with the organisation’s overall strategy and determine the future workforce needs of the organisation. Workforce planning looks at and identifies the supply and demand of the workforce for the future as well as analysing labour market trends. The purpose of a workforce plan is to assist in the prioritisation of talent management activities within an organisation and can include, but is not limited to, activities such as: 
· recruitment 
· development of talent pools
· learning and development
· succession planning
· leadership development
· career management (CIPD, 2023)

A key ingredient of workforce planning is to identify the most business-critical roles within an organisation which tend to be leadership and specialist roles. This is where succession planning, when used correctly, aids organisations in preparing potential leaders to fill key positions from within (CIPD, 2023); (Armstrong, 2012). Implementing a robust performance management process in place is one of the first management tools for identifying future talent early. Performance management focuses on having a two-way discussion with regular, open, and supportive feedback on progress towards objectives. When carried out effectively performance management is a means of increasing an employee’s engagement and motivation (CIPD, 2022b); (Armstrong, 2012). 

A theme which was identified from the semi-structured interviews was the leadership development tools the interviewed Managers have carried out with direct reports. All the participants, some of whom were relatively new to management or supervisory roles, used aspects of leadership and development methods with their teams. One development method that all the interview participants consistently mentioned was that they conducted performance development reviews, also referred to as appraisals, annually with each member of their team. 
Performance development can be best defined as a process which contributes to the effective management of individuals and teams to achieve high levels of organisational performance. Performance management should not be seen as a single activity but should be several interlinked practices that should be approached holistically. When used effectively, performance management focuses on two-way discussions with regular feedback. This management process should record clear objectives and improvement plans for those who have been identified as underperforming within the organisation (Rees & French, 2016); (Armstrong & Baron, 2005); (CIPD, 2022b). 

What the research found was that this process allowed each of the participants interviewed to sit down on a one-to-one basis with each of their direct reports. The process of performance development reviews consisted of, according to both R1 and R5, allowing them to “sit down with each of their direct reports and review the previous year’s objectives”. The performance development reviews also allowed “an opportunity to talk about their future aspirations for both the short and long term”. One participant of the research project admitted within their interview that they assumed that the short-term and future aspirations of the performance development review “would be a waste of time and nobody would be interested in completing the section”. 
One challenge two participants of the interview process admitted to was that having remote workers or being the remote worker within the team presented its challenges when developing their team members. One participant stated that as their team were “located throughout the UK it was challenging at times to allocate appropriate time to coaching or mentoring activities”. 

This research project identified the importance of organisational succession plan and why they should be implemented. Through the interview processes with Managers and Supervisors from The Magstim Company it was noted and recognised that although there is no formal succession planning process within the organisation there is an undertone of employee development through performance development reviews and individual reviews. Performance development reviews are the most popular management tool. The nine-box matrix, or talent review, when introduced was met with animosity, however, through this process of discussion with Managers and Supervisors they are now able to see the link between this tool and succession planning.

One key aspect of the research project which has been discussed is that the literature states that organisations should have succession plans in place for several reasons and the process they should undertake. There is a clear gap however within the literature which is what is the process for organisations when the employees within the organisation are not suitable successors. Small businesses are a clear example as many small businesses have less than 10 employees of whom may not have the appropriate skillset to lead the organisation for in the future. 


























Chapter 6: Conclusion and Recommendations
[bookmark: _Toc161072505]
6.1 Conclusion

The purpose of this qualitative study was to establish whether the Management Team within The Magstim Company valued the importance of Succession Planning, to understand their levels of succession planning awareness and to identify their levels of commitment and succession planning buy-in. 

To fulfil the purpose of this research project, a total of XX respondents were selected from several management levels within the organisation, to participate in face-to-face interviews. The analysis conducted used semi-structured interviews resulted in identifying XX main themes of the analysis.
The XX themes that emerged from the analysis were X, Y

[bookmark: _Toc161072506]6.2 Recommendations


According to the findings of this study, it has been explored that integrated succession planning practices in developing the employees would not only retain them but will also assist in adding leadership competencies which will further help in delivering the desired strategic business results. 

6.2.1 Recommendation one
The success of succession planning is reliant on the development and clear implementation of several succession management practices. While this research project indicated that The Magstim Company had succession management practices, formal implementation of a process was lacking. It is therefore recommended that a formal procedure is introduced throughout the organisation. 
5.2.2 Recommendation two
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[bookmark: _Toc161072508]Appendix 1: Interview Schedule 


1. If you consider some of the positions within our company that may become vacant in the next few years, how would you describe the plans for succession?

2. Tell me about the forms of leadership development activities you have participated in throughout your career. 
a. Why did you participate in these activities? 
b. Which of these did you feel were most effective, and why?

3. Tell me about what methods of leadership development you have done with your direct 
reports? 
a. Which did you find most helpful, and why
(Link to current PDR process, does the management team understand the link)

4. How would you describe our company’s overall leadership development processes? 
For example, I would like to understand your thoughts on:
a. Our annual appraisal programmes
b. the talent review (9-box matrix) we undertake

5. Do you believe undertaking these activities is linked with the organisation’s succession planning practices? 

6. How would you say The Magstim Company’s characteristics or culture influences the way it approaches succession planning? 
a. Do you think succession planning is openly discussed or held in private?
i. Why do you feel like that?

7. Would you like Magstim’s succession planning to change, and why?










Appendix 2: Performance Development Reviews
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