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Abstract
This study examines the Importance of Strategic Succession Planning in the Public Service and Statutory organisations of St. Vincent and the Grenadines (SVG). A qualitative phenomenological research approach was adopted, and data was gathered through semi-structured interviews. Six (6) interviews were held with senior management employees directly involved in HR within the Public Service and Statutory organisations of St. Vincent and the Grenadines. The study reviewed academic literature and adopted a thematic analysis of the interviews to (a) identify evidence concerning the importance of succession planning within organisations, (b) examine the benefits derived from succession planning implementation, (c) investigate the challenges and barriers faced, and  (d) highlight best practices on how to improve succession planning within organisations. The findings of the study found there was a divide on the importance and implementation of succession planning by organisations within SVG’s Public Sector; 67% of the participants stated that their organisations engage in succession planning and 33% do not engage in any formal succession planning. This result is consistent with evidence from existing literature (Lowan and Chisoro, 2016) which suggests that public sector organisations don’t have proper succession planning. The findings highlighted a difference between the perceived value of succession planning and its actual practice within the public sector of SVG. Differences in succession planning practices were identified between the public service and statutory organisations. Based on the findings, the study recommends various strategies to improve current succession planning practices and assist in future studies related to succession planning in the Public Sector of SVG. 
Key words: Succession planning, importance, benefits, challenges, barriers
Chapter 1: Introduction and Background

1.0 Introduction
Today’s dynamic business environment contends with unpredicted changes and leadership transitions that require relevant and adaptable strategies to accommodate unanticipated circumstances and cover these changes. Succession planning is therefore considered a fundamental strategic support for organizations to navigate these changes, ensuring business sustainability and success. According to McDonnell et al., (2010) Irish study of international MNEs, international succession planning is a mutual strategy embarked upon by MNEs. The study found that 67% of US-owned and 62% of European MNEs carry out strategic succession planning. Based on existing literature, although succession planning has various challenges and barriers, the effective implementation of best practices of strategic succession planning is significant and has multifaceted benefits when practiced by proactive organisations (Nicholson and Rao-Graham, 2016; Barnett and Davis, 2008).

Oganisational continuity and smooth transitions are essential for organisations to compete and remain viable as they change. Studies conducted by Rothwell (2015) and Durst and Wilhelm (2012) highlight the importance of succession planning in alleviating organisation disruption and ensuring knowledge transfer during periods of transitions. A practical approach to strategic succession planning reduces operational interruptions and promotes stability, preserving the organisation's path. Further, organizations must strategize to create relationships and linkages between talent management and the overarching business strategy, ensuring competitiveness and longevity.
Developing talent and encouraging employee engagement is essential to effective succession planning. Deshwal (2015) posits that the dynamics of the business environment require organisations to depend on their most important assets - people. So, organisations must strategize to develop and retain talent and motivate employees, resulting in increased profitability and competitive advantage. Additionally, offering internal employees development opportunities and channels to leadership promotes employee engagement, motivation, and allegiance, building a pool of well-resourced future managers.

An effective succession planning approach generates financial benefits. Literature by Pynes (2004) emphasizes the cost-effectiveness of succession planning. Practicing succession planning provides specific staffing projections for budgetary purposes and ensures that recruitment resources are efficient. Forecasting and planning allow management to address issues relating to retirement, internal vs. external hires, training, and staff development, reducing financial wastage and mismanagement of funds. By concentrating on internal talent, organisations can escape the high cost associated with external or wrong hires, supporting stability and lessening onboarding problems.

Knowledge retention and innovation are critical to effective succession planning, guaranteeing business competitiveness, success, and permanence. Weisblat's (2018) research underlines the crucial part succession planning plays in maintaining resources, valuable institutional knowledge, and expertise as organisations deal with shifts in leadership, power, and improvement strategies. Implementing mentorship activities and programs and knowledge sharing initiatives; develops the organisation's human resources, fosters linkages between generations, preserving the organisation's innovations, and ensures continuity of best practices.

Notwithstanding the importance of succession planning and its benefits, challenges, and barriers hinder its adaptation. Rothwell, 2015 and Pynes, 2004, opines that resistance to change, lack of resources, difficulty in talent identification, political undermining, and lack of managerial and administrative support are some hurdles organisations must conquer for succession planning to be effective. By focusing on best practices, using clear communication, and adopting a systematic approach to succession planning, succession plans must undergo consistent reviews and updates to ensure the plan remains relevant and flexible.

Effective implementation of strategic succession planning within the Public Service and Statutory organisations of St. Vincent and the Grenadines (SVG) is important and necessary. It can assist in addressing unforeseen challenges with HRM practices that management may not have predicted, resulting in talent development, cost savings, knowledge retention and innovation, and business continuity. Often, in the management of the public sector of SVG, there are many barriers to the practical implementation of strategic succession planning. Challenges of lack of financial, human, and other resources, political biases, little managerial support, and lack of appropriate talent and competencies, among others, impede the successful implementation of strategic succession planning. Deshwal (2015) identified two categories of factors that inhibit succession planning - (a) challenges with the process – inability to build an appropriate talent pool, lack of interest by management, (b) challenges with technology, such as lack of assessment, succession planning tools, and career development tools. These challenges led to the failure of succession planning. 

Consequently, as the workforce within the public sector of SVG competes with changes of; retirements, deaths, promotions, or other forms of departure from the organisation and competition for particular talents, and competencies, the necessity to implement strategic succession planning is significant to the success of the public sector of SVG. According to Akinyele et al., (2015) succession planning is viewed as a leadership pipeline that increases leadership effectiveness over time. As such, strategic succession planning provides management with the prospects to make proper and realistic decisions about its talent, maintaining its success and relevance. This research investigated the importance of strategic succession planning within the Public Sector of SVG. This is to examine how important is a strategic succession plan to the Public Sector of SVG, and how succession planning can be improved upon in the Public Sector of SVG. 
1.1 Background 
According to Guidance (2011), the term Public Sector is organisations of government and all publicly controlled or publicly funded agencies, enterprises, and other entities that deliver public programs, goods, and services. Furthermore, the public sector includes three (3) types of organisations – (a) core government – which includes departments and ministries (b) agencies – independent bodies headed by a board or commission that deliver public programs, goods, and services and (c) public enterprises which operates independently to provide public programs, goods, and services, and have their source of revenues additional to public funding (Guidance, 2011). On this basis, the Public Service can be classified under agency, while statutory organisations can be categorised under public enterprises.

Within the context of the public sector of St. Vincent and the Grenadines, the public service is the branch of government headed by the Public Service Commission (PSC), whose members are appointed based on the St. Vincent and the Grenadines Constitution Order 1979. The PSC is guided by the SVG's Constitution and is mandated to represent the interest of the public officers of SVG. Meanwhile, statutory organisations within SVG are those independent arms of government directed by Cabinet-appointed boards. Statutory organisations are managed and operate based on the Laws of SVG. They function autonomously and provide the citizens with public programs, goods, and services. 

The area of interest supporting the research involves examining the matter of succession planning in public organisations of SVG, specifically investigating - The importance of succession planning within the Public Service and Statutory organisations of SVG. Succession planning is identifying future potential leaders to fill key positions (Deshwal, 2015) and efforts designed to prepare people for promotion within an organisation by emphasising internal talent development (Rothwell, 2010). Succession planning is therefore a critical element of any business strategy, and when employed appropriately, the potential benefits outweigh the challenges.

The effectiveness of succession planning implementation within the public sector of SVG is determined by the managerial capacity of HR, the implementing agencies, and the appropriate supportive structure. Understanding the importance of succession planning is therefore crucial for its success. Succession planning is essential to ensure the seamless functioning of the public sector of SVG, alleviating disruptions and preserving institutional knowledge, encouraging efficiency and innovation, improving public trust and service delivery, and supporting accountability.
By employing robust and contextual succession plans, SVGs public sector can surmount challenges related to changes in staff and institutional knowledge loss, ensuring a skilled and committed labor force for the future. Consequently, this contributes to better governance and efficient service delivery, benefiting its people.
1.2 Rationale
Within recent times the importance of succession planning within the Public Sector of SVG has come under scrutiny. According to Jennings (2022), succession planning is essential to any business, regardless of the times. However, due to the current succession planning practices, the Public Sector has been and continues to be plagued by many challenges. For example, brain drain, retirement extensions, political biases regarding appointments and promotions, depleted talent retention, and lack of ability to recruit new talent, especially among specialized skill sets and personnel.  This has brought on the urgent need to understand how different factors can influence succession planning within the Public Sector and how it can be improved. 

In addition to the importance academia has placed on succession planning in the corporate world, the student researcher is very interested in the topic and keen to learn more about the issue given their interest in HRM and assess how differently succession planning is managed in the public service vs. statutory organisations of SVG. The researcher hopes their investigation will enhance their knowledge and development and can address the gaps in available literature from the perspective of the Public Sector of SVG.

The research will adopt a qualitative phenomenological paradigm drawing upon interviews with various senior public servants and senior managers from the public service and statutory organisations of SVG. The study will be guided by theoretical ideas and concepts related to succession planning and leadership styles theories. These frameworks constitute the foundation of the subject and will provide the structure for analysing and interpreting the gathered data. The research will also offer a review of existing literature, highlighting the following themes: the importance of succession planning, the benefits of succession planning, challenges and barriers associated with strategic succession planning, and how to improve succession planning within the organisation.

Understanding these themes can assist the Public Sector in revealing new issues and challenges that managers may not have foreseen and propose practical insights into ascertaining factors that drive succession planning as well as identifying its barriers and challenges within the Public Service of SVG, ultimately resulting in more refined strategies and processes to improve succession planning within the Public Sector of SVG.

1.3 Significance of the Study
The findings from the literature review emphasise a lack of existing literature on succession planning within the Public Sector of St. Vincent and the Grenadines (SVG). This researcher therefore explored regional and international studies to understand and conceptualize the study. However, from a regional perspective, little academic research on succession planning was identified. Only three (3) Caribbean studies by (Ocho et al., 2020; Nicholson Rao-Graham, 2016; and Beckles, 2012) were recognized, while the international studies identified focused on SMEs and MNEs. Most of the qualitative studies identified were limited in scope since they concentrated on private entities, and not many studies were found on public organisations. This dissertation then aims to undertake a qualitative study of the public sector organisations' of SVG to deduce the importance succession planning has for them. As such, the findings will be shared with the management of the Public Sector in SVG and will assist them with the knowledge of the importance of proper implementation of succession planning within their organisations. The study findings will be valuable to other researchers and add to existing knowledge of the importance of succession planning within the Public Sector. The findings will also assist academic scholars in guiding further research and can be used as a reference.
1.4 Research Question
The primary research question this dissertation hopes to answer is: 

How important is Strategic Succession Planning to the Public Service and Statutory Organisations of St. Vincent and the Grenadines?

1.5 Aims and Objectives
The following aims and objectives guided this study:
· To assess whether succession planning is perceived as important by the Public Service and statutory organisations within SVG and how they exhibit this.
· To identify how the Public Service and statutory organisations of SVG engage in succession planning.
· To explore the need for and the benefits that can be derived from succession planning by the Public Service and statutory organisations of SVG.
· To examine the challenges and barriers posed by succession planning for the Public Service and statutory organisations of SVG.
· To explore the relationship between succession planning, talent management, and business strategy.
1.6 Design of the Study
This section will deliver an overview of the dissertation and outline its structure. 
Chapter One: Introduction and Background
This introductory chapter will provide an introduction and background to the research topic. It will also provide a rationale for its implementation and highlight the gap in the literature that the study seeks to address. This chapter will outline the main research question, aims, and objectives that this researcher attempts to address and provide a design of the study of the chapters of this dissertation.
Chapter Two: Literature Review 
This chapter will provide a critical investigation of literature relevant to strategic succession planning. It will provide a theoretical framework that examines the transformational leadership and succession planning theories employed to support this study. This chapter will also discuss key themes, including the importance, benefits, challenges, and barriers of succession planning and how to improve succession planning, to provide context for the study.
Chapter Three: Methodology 
This chapter will outline the research methodology the researcher aims to use to conduct this study. It will examine the qualitative phenomenological research paradigm and explain why it was the chosen approach for this research. This chapter will emphasize the philosophical approach and explain why it was employed. This chapter will give the reader an understanding of why interviews were the chosen data collection method. Finally, this chapter will also provide details of the data analysis employed, followed by a discussion of the limitations and ethical considerations when conducting this study.
Chapter Four: Data Analysis
 This chapter will analyse the data collected from the primary research to classify the main themes emerging from the data. The analysis of the primary research will make allusions to the secondary research found in the literature review.
Chapter Five: Discussion, Conclusion, and Recommendation
The final chapter of the dissertation will discuss the findings of the research and refer to extant literature.  This chapter will present a conclusion from the information provided in the subsequent chapters of this study. It will provide appropriate recommendations based on the findings from both primary and secondary research. Lastly, this chapter will contribute suggestions for future research. 

1.7. Chapter Summary and Conclusion 
This chapter established the basis for the exploratory research on the importance of strategic succession planning within the Public Service and statutory organisations of SVG. The chapter provided a detailed introduction and context to the topic under investigation. It was noted that there are benefits from implementing succession planning, including organizational continuity and smooth transitions, talent development and employee engagement, financial benefits, and knowledge retention and innovation. Conversely, there are challenges and barriers associated with succession planning, including resistance to change, lack of resources, political undermining, and lack of talent identification (Lowan and Chisoro, 2016; Rothwell, 2015; Pynes, 2004). A background of the topic was presented, which contextualized succession planning relative to the public sector of SVG. 

The research question, aims, and objectives were presented, guiding the research in addressing the issue. The rationale and design of the study were highlighted, emphasizing the significance of the research and providing an overview of the chapters of the dissertation. The ensuing chapter will provide a literature review to bring additional context to the topic under investigation.  


Chapter 2: Literature Review

2.0 Introduction
This chapter aims to provide an analytical overview of relevant literature on succession planning in an effort to contextualize the issue. This dissertation sets out to investigate the importance of strategic succession planning within the public sector of St. Vincent and the Grenadines (SVG). However, with limited data available in SVG, a wider regional and international investigation is required to help explain and communicate fundamental views relating to succession planning.  The literature review begins with a review on the social, political, economic, and cultural make-up of the St. Vincent and the Grenadines’ society. This will allow contextualization of the research. Subsequently, a theoretical framework from the perspective of the following theories is presented; Theory of Transformational Leadership, and Theory of Succession Planning, which establishes the foundation of the matter under examination.  Then, it offers a review of existing literature on the themes of; the importance of succession planning, the benefits of succession planning, challenges and barriers related to succession planning, how to improve succession planning in organizations; followed by a conclusion and summary. Outcomes from the literature reviewed emphasized that although academic research on succession planning was done, there were limited qualitative research available; as evident by Wadeson and Ciccotosto (2013); Lowan and Chisoro (2016) whose studies focused primarily on one specific company. Most studies conducted are international in nature and concentrated on small family own/run businesses (FOBs), small and medium enterprises (SMEs) and, multinational enterprises (MNEs) while inadequate emphasis is placed on the Public Sector and statutory organisations. Moreover, very little academic research on succession planning has been undertaken in Small-Island Developing States, more so in SVG and the wider Caribbean. Only three Caribbean studies by Ocho et al., (2020); Nicholson and Rao-Graham (2016); Beckles (2012) on succession planning were identified. Consequently, there exists a gap in literature relative to both qualitative and quantitative research on succession planning in the public and statutory sectors in SVG. 
2.1 The Vincentian Context
St. Vincent and the Grenadines (SVG) is a Small Island Developing State comprising of 32 Islands and Cays located in the Eastern Caribbean, with an approximate population of 110,872 citizens. The country is 150.3 square miles in area (Statistical Office SVG, 2024). The country’s main economy is Agriculture. According to Statistical Office SVG, (2024) in 2021 this sector contributed 6.2% to the country’s GDP. Other notable economic sectors are; Trade, Construction and Productive Industries. Historically, SVG was a British colony; however in 1979 the country gained its independence from the British. The country still bears reflections of colonial rule since it is governed under a Constitutional Monarchy system. Additionally, the country adopts a Parliamentary Democratic system of governance. SVG is a member of the Organisation of the Eastern Caribbean States (OECS), CARICOM and Commonwealth of Nations (Fraser et al., 2024). In addition, as part of the Government’s parliamentary democracy component the country has thirty (30) statutory organisations (Ministry of Finance SVG, 2024) established to formally deliver a pubic or government service (Dalton and Gill, 2022). These statutory organisations are managed independently from Central Government by a board and CEO. Some are publicly funded from user fees and charges and do not receive direct public money (Dalton and Gill, 2022). 
The social indicators of St. Vincent and the Grenadines have been improving over the years. The country’s literacy rate stands at 96% (The World Bank, 2024) and its HDI is 0.772 in 2022 (UNDP, 2024). The majority of the country’s population (68.55%) is between the ages of 15-64 years old while, only 12.4% is 65 years and older, which is the period of retirement. The African descent is the prevalent (71.2%) ethnic group in the population, with ethnic minority groups making up for 28.8% of the population. The majority of the population (54.3%) is concentrated in the urban areas, while 45.7% in the rural areas. The life expectancy in the country is 76.9 years (CIA, 2024). Comparing St. Vincent and the Grenadines to its regional neighbours, some of these elements surpass those of SVG. The HDI for example in Trinidad and Tobago is 0.814 while Barbados is 0.809 (UNDP, 2024) and their literacy rates are 99% and 99.6% respectively (CIA, 2024). The mentioned social indicators will certainly impact how succession planning is conducted within both the public sector and statutory organisations. However, the contending issue is, if those in authority will consider these indicators during their succession planning process. Furthermore, within the context of organisations that are managed by CEOs, Harrell (2016) posits that although CEO turnover is increasing, only 54% of boards are preparing a specific successor while 39% has no practical internal candidate. Conversely, addressing the issue of the importance of succession planning with the public service, Lowan and Chisoro (2016) asserts  when governments change, the new administration brings new polices and strategies to diffuse the previous system hence succession planning is overlooked. This indicates that “there are no proper succession plans in government departments” Lowan and Chisoro (2016). Within the context of St. Vincent and the Grenadines, Lowan and Chisoro (2016) statement is of significance since research was futile in locating any existing literature on succession planning within the public service.
2.2 Theoretical Framework
A Theoretical Framework is a systematically developed and intertwined set of concepts and foundations coined from one or more theories with the sole intent of supporting a study Salawu et al., (2023). The theoretical framework in this study consists of two (2) theories that are pertinent to the subject at hand.  These theories are; the Theory of Transformational Leadership, and Theory of Succession Planning.
Transformational Leadership Theory
Transformational Leadership Theory “suggests that leadership is a process of transforming individuals and organisations to achieve shared goals” (Meron, 2023).  According to Bass and Riggio (2005) transformational leaders are those who inspire and encourage supporters to both achieve astonishing results and advance their leadership capacity. Given that research has shown that there is a correlation between leadership and an organisation’s success, it is of significance to assess the relationship between both. Based on this viewpoint Armugam et al., (2019), postulates that the organisation’s success depends on leadership performance.  Attiah (2015) posits when leaders plans strategically, there is strong indication that they are strategically managing the human resources…..simply put succession planning is an essential part of the process. Moreover, Armugam et al., (2019) suggests that in order for succession planning to be successful it should be connected to other components such as transformational leadership style.
As extant research suggests, in any organization including the public sector and statutory organizations, strong leadership and sound management of human capital plays a significant role in succession planning and help determine an organisation’s overall success. In this view, Ahmad et al., (2020) claims that
Leaders in public sector should apply individualized consideration of transformational leadership in the organization by discovering employees’ strengths and abilities while monitoring employees; consequently, promoting a better environment for open discussion resulting in higher level of achievement in succession planning. 
Succession Planning Theory
Meron (2023) states, “Succession Planning Theory suggests that succession planning is a process of identifying, developing and preparing individuals to fill key leadership roles within an organisation”. Since human capital plays a pivotal role in contributing to an organisation’s performance it is important to evaluate succession planning and performance based on the available human resources. Hence, the National Institute of Health (2021) describes succession planning as the process of recognising critical positions, building a talent pool, and organising employees to fill vacancies as employees retire or advance. 
Furthermore, research has shown that although succession planning contributes positively to continuity, and sustainability of an organization, Harrell (2016) asserts that most organizations are ill-prepared to replace personnel who have moved on. In this perspective, to mitigate the problem of unpreparedness relating to effective strategic succession planning, Siambi (2022) refers to management expert Henri Fayol who suggested that organizations should implement the training and development of successors to crucial leadership roles, in order to lessen the negative results of employing unqualified staff.
Notwithstanding, research has been conducted on succession planning in both the public and private sectors, literature on this subject relevant to the public sector is scant (Pita  et al., 2016; Wilkerson, 2007). Considering this perspective, Wilkerson (2007) states that literature of this sector is limited because its leaders presume that they solely possess leadership capabilities of the organization, in addition to having extended tenures.
Succession planning is pivotal to the advancement and viability of all organisations including the public sector and statutory organizations, however only limited organisations have tried to implement the idea and practice (Al Suwaidi et al., 2020). Furthermore, succession planning is a strategy that all organisations, including the public sector and statutory organisations should be ready to adapt and utilize. Attiah (2015) and Ugoani (2020) claimed proper succession planning policies will not only ensure leadership continuity but will provide a plan of action for staff employment and development.
Conversely, in order for strategic succession planning to be successful in any organisation including the public sector and statutory organisations there are barriers that must be addressed.  Pita et al., (2016) asserts these barriers includes but not limited to; budgetary constraints, busy and work overloaded managers, and where succession planning is not regarded as priority.

2.3 Importance of Succession Planning  
The exiting of an organisation’s chief executive officer (CEO) through any form of departure is inevitable, and organisations must strategically prepare for such event. From a Caribbean region and global perspective, and based on conferred figures from Ocho et al., (2020); Harrell (2016); Nicholson and Rao-Graham (2016); PWC (2016); Beckles (2012), and McDonnell et al., (2010), succession planning is critical to all types of organization, thus it is being adopted and implemented by practical organisations. 
Various regional and international case studies were researched to investigate the importance of succession planning by organisations. Drawing on findings from a qualitative study of Small FOBs in 3 major English-speaking Caribbean (ESC) Islands, Nicholson and Rao-Graham (2016) claims that 42% respondents identified a successor, and 40% has a written succession plan in place. Motwani et al., (2007) conducted a study on 368 family-owned SMEs regarding the significance of succession planning within firms. Resulting from the study 47.0% responded that succession planning was identified as the single most important topic requiring the attention of the firm’s leadership, in comparison to other areas of business strategies such as business investment (22.8%) and organization plan (23.9%). 85% of the respondents stated that explicit efforts should be made to train and mentor potential successors and 74.8% indicated that a formal plan should exists relating to the issue of succession(Motwani et al,. 2007). Although, these studies presents a comprehensive methodology section which augments the validity and reliability of the findings, there is a limitation since the studies focused primarily on family run businesses and SMEs, thus limiting generalisability across a broader population. An Indian study of micro, small and medium-family owned businesses (MSM-FOBs) by Jain and Jain (2014) found that the importance of business succession planning is the main element of the level of succession planning in any MSM-FOBs. 
Findings from a research study conducted on two Welsh small businesses in Wales emphasized the significance of succession planning especially by the owner-managers, who wanted their businesses to not only succeed but to continue (Sambrook, 2005). However, there is a drawback to this study because of the small sample size used, the findings limits it generalisability across a wider population of business owners. Flatt et al., (2013) in their research study found that when organisations engage in CEO Succession plans to handle CEO turnover, there are positive results for the organisations. In this view, Flatt et al., (2013) referred to a Booz Allen’s review of CEO turnover for the period 2000 – 2009, which was centered on 241 companies evaluated by 2007-2008 Fortune ratings, and featured global successions that were filled by company insiders, which saw Japan with a 96% rate while North America saw 80%, Europe 73% and the rest of Asia 72% (Flatt et al., 2013). 
In Johannesburg, South Africa a qualitative study was carried out on Kwalita Business Consultant (KBC) to investigate its succession planning practices and the impact succession planning has on the survival of the business (Lowan and Chisoro, 2016). The findings revealed that the interviewees believed that succession planning was paramount to the firm, unfortunately succession planning was non-existent at KBC therefore no strategic planning was being executed (Lowan and Chisoro, 2016). The limitation of this study however, is that the findings cannot be generalise across a broad population since its focus was a single company. 
Results from an Irish study on MNEs by McDonnell et al., (2010) found that global succession planning is a common approach undertaken by MNEs; with US owned MNEs at 67%, and 62% by the rest of Europe MNEs. However, the study established that German and Irish owned MNEs were the least likely to undertake succession planning. With regard to sectors utilizing succession planning; traditional manufacturing MNEs saw the highest level of 68% while high-tech manufacturing saw the lowest level at 51% (McDonnell et al., 2010).
Based on existing literature, there seems to be a divorce between the importance which corporate boards and administration appreciates succession planning versus the practical implementation of the practice. In this regard, Galbraith et al., (2012) conducted a quantitative research on 34 US academic libraries to examine their views on the importance of succession planning practices. Outcomes from the study show that there exists a gap between perceived significance of principles of succession planning and the actual execution of succession planning principles. Although 88% has somewhat established plans only 41% indicated actual utilization of their succession plan. This study’s strength lies in its detailed methodological segment which augments the transferability of its design. 
Conversely, Hooijberg and Lane (2016) claimed that although strategic CEO Succession plan is important for an organisation; many boards fail to plan for it. In this regard, Hooijberg and Lane (2016) analyzed data from a study of 124 global (primarily non-US based) organizations which included respondents from public and private companies and non-governmental organisations. The study was done to understand how boards view CEO succession practices. The study disclosed that 43% agreed that their boards integrated succession plans in their long term strategy while only 5% has well-defined succession plans. On the issue of emergency succession plan; 58% responded that their board is devoid of an emergency succession plan while only 10% has a strong plan but 51% felt that they should have a plan in place. Regarding the matter of long-term succession plan; 54% stated that they do not have while only 15% claims that a strong plan exists however, 45% felt that they should have a plan. However, the study’s usefulness is limited in scope since it concentrated only on CEO Succession and ignored other important roles within the organisation.
2.4. Benefits of Succession Planning 
Organisations will achieve major benefits from utilizing sound succession and talent management practices including; leadership continuity, reduction in employee turnover, retention of important personnel and improved business and financial results (Barnett and Davis, 2008). Results from Garman and Glawe (2004) study claims that; of the 56 US Companies analysed, those with ‘top quintile talent management practices has a 22% higher return to shareholders than their industries means’ while findings from 604 family-owned Canadian companies showed that succession planning improves satisfaction with outcomes (Garman and Glawe, 2004). Drawing on the 2007 and 2008 Fortune ratings of 241 companies Flatt et al., (2013) established that on average CEO successions improved company reputation. Furthermore, utilizing a well-considered senior management development and associated succession plans will mitigate the risks associated with new leadership appointments (Flatt et al., 2013).
In their research Ocho et al., (2020); Lowan and Chisoro (2016); Beckles (2012) highlighted various benefits of succession planning including; organisation continuity and survival, increase talent pool, smooth transition of power, knowledge sharing and retention, and improve employee development and morale. Similarly, Wadeson and Ciccotosto (2013) qualitative research indicated several benefits from the adoption of succession planning such as; employee retention, talent development, reduces recruitment shortages and contributes to long-term growth. Equally, the absence of a strategic succession plan by any organisation has disadvantages including loss of knowledge transfer which is critical for business survival and continuity (Nicholson and Rao-Graham, 2016). Furthermore, other disadvantages as suggested by Wadeson and Ciccotosto, 2013 are; loss of business knowledge and continuity, loss of expertise, damaged client relationships and the time spent recruiting and training new employees. The plus of Wadeson and Ciccotosto’s (2013) study is that it utilized semi-structured interviews across ten accounting companies providing more in-depth views on succession planning, but the drawback is it cannot be generalized across the population because the study only focused on accounting firms.
Developing and implementing a well-crafted succession plan is a critical factor of recruitment and employment by any organisation (Hall-Ellis, 2015). Some benefits to be obtained are; smooth leadership transition, avoiding mistakes from wrong hire, ensuring available talent for key successor selection (Hall-Ellis, 2015). When organisations strategically plans for leadership succession there are major impacts on their commercial success (Pollitt, 2005). Consistent with this view, results from Pollitt’s (2005) study of 115 international organisations claims that 46% of the respondents ‘report an annual turnover in excess of $1 billion from 19 industries’ (Pollitt, 2005). Overall evidence from this literature asserts that by implementing succession planning strategies organisations will achieve commercial growth, financial success, talent development and retention of outstanding employees (Pollitt, 2005). However, a downside of this study is the low numbers involved in an international survey which restricts the generalisability of the findings. 
2.5. Challenges and Barriers related to Succession Planning 
Extant literature identified several challenges and barriers which are associated with strategic succession planning. A research study of nonprofit organisations succession planning barriers by Mckee and Froelich (2016) states the determination for continuity of current activities, supposed difficulty to replace skill sets of enduring CEOs, and the need to maintain stability of present operations pose barriers that suppress succession planning. Considering this view, Ocho et al., (2020) in their study of Caribbean nurses leadership transitions process posits that lack of strategic succession plan disrupts the organisations momentum and direction. Succession plans are complex, time-consuming, lack focus on future capabilities, and have inadequate integration of talent and succession planning efforts (Church, 2014). Further, succession plans are deemed to have little alignment with a company’s comprehensive business strategy (Brooks, 2014).  Results from Galbraith et al., (2012) study of succession planning in academic libraries indicated that there are indeed hindrances to succession planning - 56% respondents claimed “other initiatives take precedence”, 47% stated “succession planning is not part of the library’s strategic goals or plans”, and 22% said that “the executive team put little emphasis on succession planning”.
Nicholson and Rao-Graham (2016) in their study of FOBs in the ESC asserts that the FOBs under review adopted a “moment in time” approach which diminished business knowledge transfer since no formal structure of succession planning is present.  Likewise, Sambrook (2005) in her Welsh study of small businesses established that both family and non-family businesses engage in succession planning differently. To fill key roles Family firms can hire from the family labour market, but for non-family firms, with no family labour market to hire from, the task of finding and developing heirs becomes critical at the senior level. 
According to Lowan and Chisoro (2016) there are several challenges of succession planning such as; loss of external funding due to the departure of a specifically appointed executive, lack of support including financial from top management, utilizing corporate politics during the hiring and promotion process and the premature departure of the identified successor; resulting in restarting the candidate recruitment process. Additionally, in SMEs and public agencies, supporting specific leadership roles can be weighty and expensive at the top, while in larger organisations this issue is avoided because of negative consequences with authority (Lowan and Chisoro, 2016). Other notable challenges of succession planning are; low visibility of the value and benefits of succession planning by top management, constant organisational changes which questions the value of traditional replacement process, and quick-fix attitudes which sacrifice effectiveness for convenience resulting in issues with employee morale, staff turnover and even bankruptcy (Lowan and Chisoro, 2016). Notwithstanding, this study was qualitative in nature and presents limitations since its focus was based upon a small number of staff in one company therefore, the findings cannot be generalized to the wider population. 
Hooijberg and Lane (2016) in their qualitative research about boards and CEO succession planning identified three reasons why CEO succession planning fails. Hooijberg and Lane (2016) states that the hiring criteria for future CEO do not align with the organisations strategic requirements, boards are hesitant to confront current CEO with succession planning matters, and adequate attention is not given to advancing executives at the lower levels. 
2.6. How to Improve Succession Planning  
Barnett and Davis (2008) in their succession planning study described a way to strengthen succession planning using “the succession blueprint process”.  This blueprint model involves 3 steps – step 1- preliminary planning; decision makers explore and endorse the idea, step 2-preparing for succession planning; which includes essential background work to make the process effective, and step 3-the talent review meeting; where employees are evaluated and rated. Drawing upon Step 3; Hall-Ellis (2015) suggested that an organisation should incorporate talent review into their annual employee review process to emphasise employee recognition, value and importance. 
According to Galbraith et al., (2012) improving succession planning can lead to a well-defined, successful strategic succession plan that can help the organisation develop its talent pool. This idea however, requires the implementing of significant principles including; integrating succession planning into strategic goals or initiatives, providing on-the-job leadership opportunities, providing job-specific training, and providing formal managerial or leadership training (Galbraith et al, 2012; p. 227). Three articles (Ocho et al., 2020; LeCounte et al., 2017; Giambatista et al., 2005) examined and found that important strategic talent management policies and practices are critical to developing effective leadership and talent pool within an organisation. Jones (2015) recommends that implementing performance management, investing in talent development and retention, improving and replacing old static succession plan models are necessary for effective succession planning which builds an organisation’s talent pipeline, opportunities and benefits.  Hooijberg and Lane (2016) in their study of CEO Succession outlined 3 steps that can be adopted to improve succession practices within a company. Step 1 – assess the skills and talents of the long-term CEO needed to execute the company’s strategy, 2 - produce an emergency and long-term succession plan to understand internal talent and gauge external candidates, and 3 - build a strong leadership pipeline of internal talent (Hooijberg and Lane, 2016). 
Additional research suggests ways by which succession planning can be improved within a company to enable the seamless adaptation and development of incoming talent. Nicholson and Rao-Graham (2016) suggested the FOBs in their study adopt a Knowledge Management System (KMS) to address the issues identified in knowledge transfer of the succession process. Sambrook (2005) recognized the need to hire employees with potential, consider skills and talents of potential successors and identify ways of effectively transferring organisational and tacit knowledge from owner-manager to the successor. Pollitt (2005) in his study suggested that companies should identify and develop future leaders by; assigning high potential individuals with new, major roles, encouraging monitoring relationships among senior executives and high potential individuals, providing internal coaching relationships and external executive training programs to high potential individuals.  Hall-Ellis (2015) posits that to avoid mistakes of wrong hire an organisation should; consider designing and executing a strategic succession planning process, and carry out a formal talent study to facilitate and support smooth changeover to new leadership.
McDonnell et al., (2010) in their study of talent management in MNEs stated that in order to attract and retain talent; companies should strategically identify, develop and deploy high performing and high potential employees on an international scale. Furthermore,  companies should; identify those key positions with the most significant competitive advantage, create a talent pipeline of high-potential and high performing individuals to fill these posts, and design a distinguished “human resource architecture” to fill these posts with competent officers (McDonnell et al., 2010). 
2.7. Chapter Summary and Conclusion 
The research investigated the importance of strategic succession planning within the public sector of St. Vincent and the Grenadines (SVG). As such, the preceding literature review provided various regional and international perspectives on the subject matter to understand the issue of the importance of succession planning within organisations. The literature review provided a social, political, economic and cultural review of SVG and incorporated a theoretical framework based on two theories namely; transformational leadership theory and succession planning theory that provided the foundation for the matter investigated. To address the identified themes of the literature review various studies were explored.
The studies examined in the literature review were both qualitative and quantitative by design and concentrated on matters in USA and Europe which lessened the relevancy to the public sector organization of SVG. Nevertheless, the studies provided an understanding into regional and global practices. Three regional researches (Ocho et al., 2020; Nicholson & Rao-Graham 2016; Beckles 2012) contextualized the Caribbean approach. However, these studies limitation was that they focused only on some Islands, thus affecting the possibility to generalise. PWC (2016); McDonnell et., al (2010) conducted two Irish studies. However, the PWC (2016) study was not peer reviewed neither provided a methodology used to attain their findings, while, McDonnell et al., (2010) study comprehensively examined MNE’s in Ireland. Generally, the review communicated the importance organisations placed on succession planning within a Caribbean and international context (Ocho et al., 2020; Nicholson and Rao-Graham, 2016; Harrell, 2016; PWC, 2016; Lowan and Chisoro, 2016; Beckles, 2012; Jain and Jain, 2014; Flatt et al., 2013, McDonnell et al., 2010; Motwani et al, 2007; Sambrook, 2005). Highlights from the outcomes showed that 67% MNEs in the US are most likely to carry out succession planning and 62% in European MNE’s whereas Irish and German owned MNEs are least likely to undertake succession planning and international talent management strategies (McDonnell et al., 2010). Numerous benefits were linked to implementing succession planning within organisations including; leadership continuity, talent retention, increased talent pool, organisation survival, and improved business and financial results (Ocho et al., 2020; Lowan and Chisoro, 2016; Hall-Ellis, 2015; Beckles, 2012; Flatt et al., 2013; Wadeson and Ciccotosto, 2013; Barnett and Davis, 2008; Pollitt, 2005). 
Conversely, extant literature identified several challenges and barriers which are associated with strategic succession planning such as; the need for continuity of current activities (McKee and Froelich, 2016), succession plans are complex and time consuming (Church, 2014), plans doesn’t align with company’s overall business strategy (Hooijberg and Lane, 2016; Brooks, 2014; Galbraith et al., 2012) and lack of support from top management (Lowan and Chisoro, 2016; Galbraith et al., 2012). Within organisations succession planning can be improved by designing a strategic talent management strategy; to identify talent, develop a strong talent pipeline, effectively deploy talent and retain talent (Ocho et al., 2020; LeCounte et al., 2017; Hooijberg and Lane, 2016; Jones, 2015; Hall-Ellis, 2015; Galbraith et al., 2012; Giambatista et al., 2005). 
This review identified gaps in literature regarding qualitative studies conducted on succession planning within organizations with specific focus to SVG. Most of the qualitative studies examined were limited in their scope (Nicholson and Rao-Graham, 2016; Lowan and Chisoro, 2016). Primarily, the majority of studies concentrated on small family-owned businesses and small and medium enterprises (SMEs) while a dearth of attention were placed on larger organisations and public entities. With no evidence of any previous qualitative study conducted in SVG, this researcher is interested in making a small contribution in this area by carrying out a qualitative investigation into the importance of succession planning within the public sector of St. Vincent and the Grenadines.




Chapter 3: Methodology

3.0. Introduction 
This chapter describes the research methodology used to design and execute this study. To begin with, an outline of the research question, aims, and objectives is presented before examining the approach adopted. To complete that, this chapter explores the research method taken, the philosophical approach applied, the organisations highlighted in the Literature review, and the data collection instruments utilised. In addition, this chapter explains the data analysis methods employed, the ethical considerations of the study, and the methods used to enhance validity and reliability. Lastly, details regarding the limitations of the methodological approach are examined. The study referenced scholarly research and literature to support and justify the approach that was utilised.
3.1. Research Question, Aim & Objectives
Findings from the above review found that literature on the subject relevant to the public sector is scant (Pita et al., 2016; Wilkerson, 2007) hence, there is an existing gap in research on the subject. To address this gap in the literature, this researcher, therefore, investigated ‘The importance of strategic succession planning within the Public Service of St. Vincent and the Grenadines (SVG)’. Further, this researcher explored how important is a strategic succession plan to the public service of SVG, and how succession planning can be improved upon in the Public Service of SVG. To answer the previous questions the following objectives were explored; 
1. To assess whether succession planning is perceived as important by public and statutory sector organisations within SVG and how they exhibit this. 
2. To identify how public and statutory organisations in SVG engage in succession planning. 
3. To explore the need for and the benefits that can be derived from succession planning by the Public Service of SVG. 
4. To examine the challenges and barriers posed by succession planning for the Public Service of SVG. 
5. To explore the relationship between succession planning, talent management, and business strategy.
3.2 Research Paradigm and Method
This study applied an exploratory qualitative methodological approach. Qualitative research offers a rich nuanced understanding of people’s perspectives, emotions, beliefs, and motivations about specific situations, phenomena, and issues, which was used to enlighten our understanding of how important is strategic succession planning to the Public Sector of SVG (Hecker and Kalpokas, 2024). Qualitative research draws upon narrative research, grounded theory, and case studies that present a greater level of outcomes and context, unlike quantitative which focuses on numerical and statistical data that is measurable and expressed in numerical form. Therefore, the quantitative approach lacks the depth of research needed to justly comprehend the importance of strategic succession planning in the Public Service of SVG (Hecker and Kalpokas, 2024; Drew, 2023; McLeod, 2023). Qualitative research provides the researcher with the ability to review answers and ask follow-up questions to gain deeper insights into the participant’s responses, unlike quantitative which doesn’t allow for the same (Drew, 2023). Additionally, quantitative research looks to ratify an issue founded on an existing theory, while qualitative research analyses an unfamiliar issue that does not have an existing theory to explain it (Hecker and Kalpokas, 2024). In a quantitative approach, the focus is based on postpositivist claims, experiments, and measures of attitudes, whereas a qualitative approach involves constructivist knowledge claims based on perspectives and observation of behaviours intended to develop a theory, advocacy, or change (Creswell, 2003). Also, to obtain knowledge of different realities a triangulation research method was implemented. This approach collected data from various theories and investigations to enhance the validity and credibility of the findings and lessen the presence of any research biases whilst gaining an inclusive understanding of the research focus (Bahadari, 2022). 
Based on the above reasons this researcher believed that a qualitative approach was more beneficial for this study since it provided avenues to obtain more in-depth information relative to succession planning practices from those who have experienced them. Notwithstanding the benefits credited to qualitative research, a social constructivist paradigm underpinned the study to obtain a better understanding and interpretation of the findings, leading to a practical analysis of the issue and opportunities relative to the study problem.

3.3 Philosophical Approach
The Social Constructivist School of Thought can serve as a foundation for the principle of qualitative research that this study employed, to obtain a better understanding of multiple participant meanings from social and historical construction and theory generation perspectives of the research topic (Creswell, 2003). Social Constructivist philosophy was developed as an alternative knowledge process to positivism (Creswell, 2003), and proposes that various aspects of human life are socially constructed through cultures, societies, interactions, and social processes (Nickerson, 2024). This philosophy assumes that “understanding, significance, and meaning are developed in coordination with other human beings” (Amineh and Asl, 2015). Moreover, social constructivists focus on how humans participate in their world through their experiences and backgrounds whilst providing the researcher with the interpretation of phenomenological occurrences (Creswell, 2003). “Phenomenology studies conscious experience as experienced from the subjective or first person point of view” (Smith, 2018). This dissertation therefore adopted a phenomenological position. Employing phenomenology as the foundation for this analysis included understanding the “lived experiences” of participants in a study (Creswell, 2003). Furthermore, this study focused on establishing the meaning of the phenomenon, in this case, strategic succession planning from the opinions of the interviewees. Therefore, in the context of this research, a phenomenological approach was instrumental in providing an in-depth understanding, and practical analysis of strategic succession planning from the standpoint of those who worked directly in this field within their respective organisations. 
3.4. Organisations Review
Six interviews were conducted with senior executives from both statutory organisations and the public service.  Respectively, there were three (3) interviews from both spectrums. To begin with, the initial sets of interviews conducted were drawn from participants from statutory organisations.  The first interview was held with a General Manager (GM) of a water company. This company is one of the oldest statutory bodies in St. Vincent and the Grenadines. The company provides pipe borne water, sewerage, and solid waste services throughout SVG. The company currently employs three hundred (300) staff. The second participant was a GM of a housing company. This company employs twenty-eight (28) staff and provides affordable and sustainable housing options to the citizens of SVG. The third interviewee was an Accountant from a gaming organization. This establishment currently employs one hundred and fifteen (115) persons. The company provides support for the development of sports, culture and nation building throughout St. Vincent and the Grenadines.
Whereas, three (3) interviews were conducted with senior public officers within the Public Service of SVG; firstly, an interview was conducted with a Senior Assistant Secretary (SAS) from a Human Resource Department. This Department facilitates the HR functions of the Public Service and has the responsibility to provide personnel support and training opportunities for public employees and the general public. This Department currently has two hundred and twenty-seven (227) employees. Another interview was held with a Permanent Secretary (PS) of a Ministry. This Ministry is responsible for pursuing national health policies and meets the health care needs of the population of SVG. This Ministry currently employs fourteen hundred (1400) officers. The final interviewee was another Permanent Secretary within a Ministry. This Ministry facilitates the provision of technical advice, information and guidance to public employees and citizens. This Ministry employs forty-eight (48) persons. The organisations and their respective representatives were selected because they were highly recommended through networking while some were known to this researcher, which provided easier access to obtain information. The participants from both statutory organisations and the public sector provided an understanding into their succession planning practices, affording the researcher a view from two different perspectives. A purposive sampling method was used which allowed the researcher to use judgment in selecting which participants’ are best suited for the purpose of the study. According to Etikan et al. (2016); Patton (2002), purposeful or purposive sampling in qualitative research is utilized to identify and select the information-rich samples related to the topic in focus. Therefore, this approach was appropriate for this study as participants had superior knowledge on the research study and jointly delivered more suitable responses to the questions being examined.
3.5. Access and Consent
For this project, six (6) interviews were conducted and recorded with selected participants in their offices in the city (Kingstown). Preceding the interviews permission was sought and obtained from all participants. The participants indicated their permission by signing a written participant consent form before attending the interviews. Additionally, an invitation letter and an information flyer located in Appendices 3&4 were sent to each participant to brief them on the purpose of the research and ensure access to participants is settled prior to participating in the interview. Participants were assured of strict confidentially with all information submitted and were given the option to decline or withdraw from the study at any time without consequences. 
3.6. Data Collection Methods
There are various data collection methods (for example; focus groups, individual interviews, and observations) associated with the qualitative research methodology that this study could have employed. Focus groups cover many benefits since they provide rich and authentic data but, they are costly and difficult to arrange (Rodriguez et al., 2011). Conversely, both Surveys and questionnaires hold many advantages such as; being economical, quick, and efficient but, they are associated with quantitative research methodology and may only provide limited data rather than in-depth views of the concerned issue (Patten, 2016). However, for data collection purposes of this study, semi-structured interviews were utilised. Interviews are direct and straightforward and gather detailed data regarding a phenomenon (Barrett and Twycross, 2018); they connect the researcher with the interviewee to obtain rich in-depth insights into the issue (McGehee, 2012; Stoner, 2010), and provide understanding into behaviours, attitudes, and opinions of individuals (Indeed Editorial, 2023; Matsumoto et al., 2015). Interviews can be unstructured or semi-structured (George, 2022; Adams, 2015; Stoner, 2010). Semi-structured interviews (SSIs) consist of a mixture of closed and open-ended questions and structured and unstructured interviews (George, 2022; Adams, 2015). Some advantages of semi-structured interviews are; highly suitable for addressing queries, gathering follow-up data, and allowing for the interview to be personalised. However, SSIs tend to be time-consuming, labour intensive, and require the interviewer to be knowledgeable about the issue (Adams, 2015). 
The participants were drawn from Human Resource personnel within the various organisations who directly deal with the research topic as a means of gathering detailed information relating to the issue, and obtaining an understanding of the issue. Because this researcher was aware of the hectic schedules and time constraints of the participants, interviews were considered to be the best strategy as they permitted more flexibility. The main advantages of using semi-structured interviews were; the researcher was able to ask more in-depth questions, follow-up queries, and probe more to get deeper insights into responses (Adams, 2015). Additionally, secondary data were obtained from existing Government documents and publications, case studies, articles, journals, books, previous research, and various available internet sites concerning the topic under study that will be used for the suitable accomplishment of this study.
3.6.1. Data Collection (Interview)
Data for this research was collected by conducting interviews that comprised a blend of open and closed questions. The aims and objectives of this study support the method chosen. The questions were designed to examine if succession planning was functional within the participant’s organization, what are their organisation’s effective succession planning strategies, and what challenges and barriers they perceived existed within their organisation with regard to succession planning? A closed question was asked regarding their management’s effectiveness concerning succession planning. This researcher then examined how the organisation arranged its succession planning component and managed its correlation with the organisation’s general talent management and business strategies. All of the questions assisted this researcher in developing a comprehensive and in-depth understanding of the topic and generated a holistic view of the practice of strategic succession planning within the Public Service and Statutory organisations of St. Vincent and the Grenadines. The precise questions used in the interviews are found in Appendix 2 while transcripts of the six (6) interviews conducted are in Appendices 6-11. Each interview lasted between 35 to 40 minutes. To enhance clarity and understanding of the questions jargons were eliminated. The funnel technique was used to gather more complete, detailed, and additional information for some of the responses provided (Matsumoto et al., 2015).
3.7 Data Analysis
After the interviews were completed and recorded for later transcription in Microsoft Word the researcher organized the information using thematic analysis which identifies, analyses, and interprets patterns or themes within qualitative data (Maguire and Delahunt, 2017; Clarke and Braun, 2017). This study implemented Braun & Clarke’s Six-Step Guide to Good Thematic Analysis (2006) as displayed in Appendix 1. Braun & Clarke’s Analysis (2006) is regarded as the most influential approach for conducting thematic analysis (Maguire and Delahunt, 2017). The framework was created as a step-by-step guide to conduct useful and flexible thematic analysis (Braun and Clarke, 2006). Familiarity with the data was sought and themes and patterns were identified and verified. This method permitted flexibility regarding various analytic options which helped understand the research topic. The responses were then analysed to recognise any trends based on the themes explored in the literature review. The credibility of the process will be improved by bracketing, reflexivity, checking for accuracy with the participant, and peer reviewing. The content analysis of Government publications was categorised by pertinent information related to the study, and an analysis of existing literature to identify themes and gaps. The interpretation of the data established whether the information offered another viewpoint or suggested further research. 
3.8 Reliability and Validity
This section outlined the strategies that were utilized to ensure the reliability and validity of this study. This was necessary to gain confidence in the adopted research methods and provide genuine and credible outcomes. Besides, it assisted the study’s ability to be duplicated to realize comparable outcomes. Reliability according to Fitzner (2007) “indicates that something can be measured consistently”. The internal consistency reliability method, which tests the data collection tool to ensure that is being read similarly among respondents was used to guarantee research reliability. This was accomplished by conducting a pilot test to determine its plausible usefulness and to decide if any changes were required. The pilot test was randomly done by issuing samples of the interview questions to five (5) senior HR Personnel within statutory and public organisations to gain an understanding of whether the questions should be revised and/or simplified. Also, colleagues were asked to review and provide feedback on the questions. These approaches were taken since they permitted the dissemination of the interview questions among persons who are comparable to the intended audience. This aided in obtaining consistency by certifying that the questions were clear, expected responses were well expressed, and advised whether the questions should be modified. Validity is viewed as an essential part of the research study since it accurately measures what it intends to measure (Surucu and Maslakci, 2020; Fitzner, 2007). Therefore, participant validations were employed in this study to ensure its validity, which involved returning to the interviewees and asking them to recheck, approve, and give feedback on the accuracy of the data collected (Fitzner, 2007). 
3.9 Limitations 
According to Theofanidis and Fountouki (2019), limitations are described as potential weaknesses or ‘imposed’ restrictions that affect a research study. Various limitations can be credited to this research study. To begin with, the study’s socio-political feature may cause the intended respondents to perceive the material as sensitive, creating a reluctance to engage in open discussion or respond based on biases. Therefore, private individual interviews were employed to address this to maintain confidentiality and privacy. Another limitation can be access to interviewees, because the researcher is not physically in the country this could pose problems with respondents' work schedules and arranging the physical interviews. As a result, some interviews may be conducted online. The study’s adoption of a qualitative research paradigm has its drawbacks since the findings cannot be generalized. Notwithstanding, the findings can be valuable in emphasizing the commonness of and the importance given to strategic succession planning by the public sector and statutory organisations in SVG.  The study can be affected by data access and gathering, it may be difficult to infiltrate the bureaucratic red tape to access the organisation’s data and information. Networking can be utilised to ensure the requisite data and documentation are accessible and available.
3.10. Ethical Considerations 
When conducting any research study applying the appropriate ethical principles is of importance (Arifin, 2017). Therefore, in designing and conducting this research, as well as reporting the study findings, ethical risks were considered and ethical guidelines were followed to ensure a well-conducted research. So, the ethical concerns considered in this study were; informed consent, confidentiality and privacy, and data management. Informed consent is fundamental in research and can be either verbally or by signing a consent form (Cacciattolo, 2015). The researcher requested each participant to sign an informed consent form (located in Appendix 5) before participating in this study. Additionally, an information leaflet was distributed to participants containing critical information about the study’s purpose and objectives, so that they could make an educated decision about whether to participate in the research, and participants were given a chance to ask questions during the process. Participants were also advised that they had the option to participate or withdraw from the study at any moment without any consequence (Dawson, 2002). The confidentiality and privacy of each participant were highly significant. The researcher ensured that all shared and obtained information from participants was protected and the dignity and autonomy of all participants and organisations were respected (Bos, 2020). 
The researcher was accountable for carrying out the study in a manner that respects all participants’ rights and dignity. Dawson (2002) claims that the research process involves intruding into the lives of participants. Accordingly, this researcher ensured that all participants were treated with respect by ensuring that they were not exposed to any excessive stress, injury, or manipulation that would interrupt their lives. Participants were not pressured or forced into contributing to this study. In addition, all data collected from the interviews including notes and audio recordings were stored in a locked filing Cabinet. The data was then analysed and the information was stored on the researcher’s personal laptop and USB stick and was secured with a password. All collected and stored data and information were destroyed after the project was completed. By implementing these ethical principles, potential complications with the research can be avoided, alternatively, sound data will be collected and competent results will be achieved (Dawson, 2002).
3.11. Chapter Summary and Conclusion
Chapter three presented the details of the methodological approach used to investigate the importance of strategic succession planning within the Public Sector of SVG. This chapter justified why a qualitative research method was taken to conduct this research since it offers more in-depth insight appropriate for obtaining comprehensive information on the research topic. This was accomplished by conducting interviews with a targeted group. A purposive sampling technique was utilized to select the participants that provided the pertinent information. In addition, the social constructivist philosophical approach that the study employed was discussed and justified. A thematic analysis (Braun & Clarke’s Six Step Guide to Good Thematic Analysis 2006) of the collected data was utilised to organize and interpret findings. Additionally, this chapter discussed other aspects used to design and conduct this study such as; ethical considerations used to safeguard interviewees, techniques utilized to ensure the study was reliable and valid, and the various limitations that may present potential weaknesses that may affect the study.




Chapter 4: Data Analysis


4.0. Introduction
This chapter analyses the study’s data and findings gathered from the interviews of senior HR personnel conducted during the preparation of this dissertation. The goal of this research has been to examine the importance of strategic succession planning within the public sector and statutory organisations of St. Vincent and the Grenadines. In organising this chapter, this research examined the findings using an analysis by-objectives approach. This approach involved arranging the research objectives in order of importance with the study’s research questions. The raw data relevant to each objective was assessed to determine how and whether they fulfilled the specific objective. In addition, a thematic analysis was used to find patterns and themes from the gathered data. The responses were then analysed to classify patterns and themes around each objective.

4.1 Interviewees Background 
Three interviews were conducted with senior employees from different statutory organisations within SVG. The first interview was held with a GM of a water company. Staffed with 300 employees, this company collaborates with the government, various ministries, and other companies to provide pipe-borne water, sewerage, and solid waste services throughout SVG. This company will be referenced as ‘A’ during this chapter. An interview was also held with a GM of a housing corporation. This company comprises 28 persons who work closely with the government and various ministries to provide safe, sustainable, and affordable housing options to the population of SVG. Throughout this chapter, this company will be called ‘B’.  The third interview was held with an Accountant from a gaming institution. This company is the main gaming company in the country. The company’s staff of 115 collaborates with the government and other agencies to assist citizens in sports, culture, and nation-building throughout SVG. For ease, this company will be referred to as ‘C’.

Conversely, three interviews were conducted with senior officers from various departments and ministries within the Public Service of SVG. One interview was held with an SAS from an HR Department. The department is staffed with a cadre of 227 employees and is mandated to implement HR Policies and perform the HR roles and responsibilities of the Public Service. This department will be referred to as ‘D’ throughout this chapter. The next interview was conducted with a PS from the Ministry which is charged with the responsibility of facilitating and implementing all the State’s health policies and objectives. Staffed with 1400 officers this Ministry works closely with the government and other ministries to ensure that strategies, programs, and activities are implemented and managed to cater to the population. For ease, this Ministry will be termed as ‘E’ throughout this chapter. The final interview in this segment was held with a PS from the Ministry which is responsible for the overall wellbeing of all public servants and communicates matters about the Public Service to citizens. This Ministry comprises 48 persons who work closely with the Personnel Department and other Ministries to adequately and strategically meet the needs of public officers and assist members of the general public. Throughout this chapter, this Ministry will be referred to as ‘F’.

4.2. Objective One: Assess whether succession planning is perceived as important by public and statutory sector organisations within SVG and how they exhibit this.  
The interview results showed that all six interviewees understood the concept of succession planning. It is evident from the interviews conducted that 67% of the interviewees perceived succession planning as important to their organization. This is obvious because, from the statutory organisation’s standpoint, organisation A effectively practices succession planning and has a succession plan in place. This ensures that its succession planning strategies are operational and its framework is well designed to manage and develop its current and potential employees and ensure business success. From the viewpoint of the public service, all three organisations practice some level of succession planning. Interviewee D stated that D values and practices succession planning to ensure employees are appropriately appointed and suitably trained for their job specifications. While organisations E and F appreciate and practice succession planning to some extent, they have no formalized specific succession plans. Typically, the PS will make recommendations to the Public Service Commission (PSC) with proposed nominees for promotion and some levels of training to fill vacant posts and develop a talent pipeline within the public service. The reason for this course of action is these organisations directives respective to succession planning practices fall under the umbrella of the PSC which acts as both organisations’ overall administrative authority. 

Conversely, organisations B and C which are both smaller statutory organisations don’t practice any form of succession planning.  After conducting the interviews it is unclear if the management of B and C had formally considered succession planning as a strategic concern for the survival of their organisations.  Since most of the respondents who agreed with the statement have a large workforce, it can be concluded from the study that smaller organisations don’t practice succession planning.  Also, it implies that the organisations that practice succession planning are; practical, have implemented a formal succession plan, and have a framework in place. Further, where there is no formalized plan the organisation to some extent has incorporated various successful succession planning strategies to manage employees and ensure business success. Therefore, proper succession planning will provide a plan of action for staff employment and development (Ugoani, 2020). Moreover, succession planning is paramount to all types of organisations including the public sector, and should be adopted and implemented by practical organisations (McDonnell et al., 2010). 

4.3. Objective Two: Identify how public and statutory organisations in SVG engage in succession planning.  
The respondents were asked how their organisations engage in succession planning and what strategies were used to carry out the practice.  Interviewee A was very explicit and elaborated that A Board of Directors values and emphasises succession planning.  The organisation has a clear hierarchal organizational structure and a well-designed succession planning framework in place to ensure that the organization has a talent pipeline that is uninterrupted and efficient. Various succession planning strategies are implemented to recruit and fill job openings with appropriately qualified individuals, invest in mentorship and training to encourage current staff to pursue educational advancement, aid in promotion, etc, provide clear written job descriptions for all job functions, and fill job openings with suitable qualified internal staff. It is clear that organisation A incorporates succession planning as part of the company’s business strategy. Unfortunately, interviewees B and C could not contribute any succession planning strategies because their organisations don’t engage in succession planning and don’t have a succession planning framework. However, regarding the issue of a designed framework interviewee B claimed that although no framework currently exists some development will soon be realized in that area as the retirement and resignation of staff strongly indicate a need. 

From the other perspective, interviewee D stated that organisation D engages in succession planning by implementing strategies to facilitate a continuous talent pool within the public service. Succession planning strategies such as; gathering and compiling data regarding employees’ overall performance and annual evaluation reports are utilised in instances of promotions and training of officers. Its current framework also consists of a profile list of all individuals who are eligible and can be considered for appointment within the public service. Whereas, both organisations E and F asserted that within their organisations succession planning functions to develop staff from an internal capacity and make recommendations to the PSC for external advancement, specifically promotion, training, secondments, and other educational advancements. Internal strategies are used to select and assign persons for training, mentorship, coaching, and development in leadership, communication, and interpersonal skills. Succession planning within both organisations also ensures employee retention especially among senior personnel thereby resulting in maintaining organisational stability. Additionally, both organisations' frameworks are designed to conduct workforce assessments on training needs, monitor employee progress, aid HR requirements i.e. promotions, develop successor profiles, and make recommendations to the PSC in accordance with the Public Service Laws and Regulations. 

Therefore, it can be concluded that while A boasts of an existing formal and successful succession planning system, which promotes staff development, motivation, commitment, and retention, and ultimately benefits the company, some organisations within a similar category are not equipped to enjoy such benefits.  Whereas, parallel organisations have an ad hoc system in place, enjoy minimal internal benefits, and must make recommendations to their parent authority to determine successors and fulfill other HR components. Also, it can be concluded that since individual public sector organisations succession planning framework lacks a structured approach there will be challenges with smooth leadership transitions and readiness for critical roles. Moreover, since the promotion and appointment of public officers are decided by the PSC and some categories are appointed based on The Saint Vincent Constitution (1979), identifying successors in advance may not be possible, nor are organisational levels of hierarchy always followed. Therefore, there are no proper succession plans in government organisations (Lowman and Chisoro, 2016). 
Furthermore, the aforementioned issues speak to the leadership style of the observed organisations. For any strategy to be successfully executed within an organisation there must be support from leaders. Therefore, an organisation’s success depends on leadership performance (Armugam et al., 2019).


4.4. Objective Three: Explore the need for and the benefits that can be derived from succession planning by the Public Service of SVG. 
The discussions around the objective of the benefits derived from succession planning were significant throughout the interviews, and from both the public service and statutory organisation’s perspectives it was recognized that there is a need for succession planning since substantial benefits are and can be derived from implementing its practices. The concept of benefits derived from succession planning has already been recognized and is supported by academic literature (Ocho et al., 2020; Lowan and Chisoro, 2016; Garman and Glawe, 2004).

Interviewee A provided a comprehensive account of the various benefits organisation A has achieved from its succession planning practices. Some key benefits are; staff development and motivation, lower hiring expenses, improvement of efficiency and quality in service delivery, and it allows the organisation to keep pace with beneficial trends, procedures, and technology. These benefits suggest that staff and customer satisfaction are imperative within the organisation, which will eventually be advantageous by ensuring business success and survival. Although organisations B and C don’t practice succession planning, it must be noted that from the discussion interviewee C explicitly elaborated on the benefits that can be derived from succession planning, and strongly echoed the perceived benefits as outlined by A. This suggests that while interviewees A and C are defined by the same organisational category, their organisations take very different approaches to succession planning. However, interviewee C is very much aware that if management should adopt succession planning within their organisation the benefits to be gained will be valuable. 
Interviewees D, E, and F also recognised the organisation’s survival as an important benefit of succession planning. All three interviewees claimed that succession planning ensures employees are fully prepared for promotion and advancement. Thereby, suggesting that when succession practices are followed appointments and advancements are done effectively and efficiently since staff are trained and equipped with the suitable requirements for the job. Interviewees E and F in their capacity as PS’ also recognised the value of succession planning within their specific Ministry. Both stated that it is beneficial because it allows for the internal transfer of institutional knowledge, leadership roles, mentorship, and other HR functions to other employees. This implies that there is a current talent pool available that is equipped to fill vacant positions which will consequently ensure that the Ministries continue to run smoothly without interruptions after important people moved on, and maintain operational stability. This viewpoint is also supported by extant literature (Flatt et al., 2013; Wadeson and Ciccotosto, 2013; Barnett and Davies, 2008) and is discussed in the literature review chapter. 

4.5. Objective Four: Examine the challenges and barriers posed by succession planning for the Public Service and Statutory Organisations of SVG
The objective to examine the challenges and barriers regarding succession planning was of great concern to all the interviewees. From both the public sector and statutory standpoints, there were concerns that these issues suppress succession planning and disrupt an organisation's momentum and direction.

Interviewee A provided rich and in-depth information about the issue relative to organisation A.  Interviewee A recognised that small island developing states like SVG grapple with a limited talent pool for certain job functions exacerbated by high migration rates, especially with university-trained professionals. This suggests that organisations struggle to identify essential competencies needed for a wide range of key positions, including those that may not exist. This barrier leads to several challenges as expressed by interviewees C, D, E, and F. Challenges of not being able to appropriately place officers in available positions due to their field of study, hiring the wrong candidate, available candidates may not have the required qualifications, and not being able to develop proper job descriptions to match positions, are common to organisations on both side of the spectrum in SVG. 

Interestingly, evidence from the interviews which is also supported by academic literature (Brooks, 2014) showed that not having a clear organisational strategy that includes identifying HR needs (for example – not having a formalized succession plan) gives rise to knowledge transfer issues, limited leadership development, and lack of interest and participation from demotivated employees due to external hire, more so by long-serving employees. Further, “long-serving employees are often resistant to change and may not readily mentor younger employees who they perceived as a threat to their job” (A).  This issue indicates that because human capital is critical to the organisation’s performance, management must assess succession planning and performance based on its available human resources.

Another barrier to succession planning recognised by some interviewees (A, B, E, and F) is financial and human constraints. This suggests that budgetary and HR issues may limit investment in hiring, training, and staff development.  According to interviewee B due to the size of his organisation, B’s talent pool is “inadequate and unsuitable; hence recruitment is sometimes done externally”. This hiring process can be costly and may result in internal wrong hire or non-hire, thereby creating further problems with the budget and morale of “next in line” employees or when identifying future potential leaders.

Discussions about top management’s lack of support for succession planning practices were also of interest and interviewees were very passionate and forthright about this issue. Interviewees A and B highlighted some of the corresponding challenges of this issue such as; adverse consequences with authority, and low visibility of the value and benefits of succession planning by top management (Lowan and Chisoro, 2016; Hooijberg and Lane, 2016).  Overall, participants believed that succession planning cannot and will not thrive in an organisational culture that does not support processes that promote knowledge transfer, combined with the lack of interest and passive-aggressive stance by boards and management towards succession planning. Additionally, this indicates a divide in the relationship between leadership and the organisation’s success.




4.6. Objective Five: Explore the relationship between succession planning, talent management, and business strategy. 
According to the interviews, participants acknowledged that succession planning plays a significant role in an organisation’s talent management strategy and the wider framework of the organisation’s overall business strategy.
Interviewee A claimed that organisation A does not have a separate talent management strategy but incorporates HR development in its overall corporate strategy and yearly budgetary exercise, moreover, talent management forms part of the company’s overarching business strategy. HR development activities are implemented by top management and supported by senior management committed to providing the requisite resources to facilitate succession planning. This suggests that within this organisation its HR processes demonstrate the value the company places on its human capital therefore, as interviewee A described earlier the benefits this company experienced due to succession planning implementation far outweigh the barriers and challenges.

In contrast to the solid relationship between succession planning, talent management, and business strategy demonstrated in A this is not evident in B and C as described by the respective interviewees. In response to the question of how succession planning fits into the overall business strategy, interviewee B noted that not much of a talent strategy exists and hiring is done in an “ad hoc manner; i.e. whenever necessary or possible”. The company encourages staff to pursue personal academic advancement and contributes 50% of the cost. However, it must be noted that completion of studies does not guarantee promotion, talent recognition, or appropriate job placement. On the other hand, interviewee C claimed that apart from providing the opportunity to identify desirable skills to be considered in developing the succession plan, there is no significant talent management strategy within this organisation. These issues suggest that within both organisations management does not value talent nor promote succession planning in any notable way, resulting in the reluctance and disinterest by some management to implement strategic succession planning. Therefore, the relationship between the captioned concepts is scarce or nonexistent in organisations B and C. 

Conversely, the respective interviewees representing the public sector agreed that talent management to some extent forms part of the PSC’s overall business strategy. However, specific talent management strategies are not in place in some Ministries. But, talent once identified is given due consideration and is included in the overall employee assessment for training and promotion. This indicates that the organisation tries to ensure that employees find holistic job satisfaction which results in motivating the employees to remain long-term within the public sector. However, apart from identifying talent within the Public Sector to satisfy promotion and training, there exists a need for management to acquire, develop, and retain talent and integrate talent management as part of its overarching strategy.  This approach will secure a robust leadership pipeline for the future advancement of the organisation, thereby limiting issues of brain drain, and finding the appropriate competencies for particular jobs, especially in the health sector and other technical fields.



4.7. How important is a strategic succession plan in an organisation? 
Results from both sets of interviews indicated that both categories of organisations take very different approaches to succession planning. Evidently on the statutory side strategic succession planning is an important element of organisation A but, not so in B and C. Within organisation A, there is a clear hierarchical structure in place which is heavily supported by a board that is very committed to the process and allocates the requisite resources to ensure talent management not only forms part of the company’s overall corporate strategy but is incorporated as part of its annual budgetary exercise.  In B and C, it appears that there is a disconnect between the importance by which boards and management see succession planning versus the actual practice (Galbraith et al., 2012). As such, there is no formal strategy and plan in place and their boards are not committed to or keen on providing the necessary resources to support succession planning within their organisations. It is clear that although all three organisations are statutory by design, the board and management of A see the significance and value of the resulting benefits of practicing succession planning. Organisation A implements strategic succession planning to acquire, develop, and retain a strong talent pipeline, and promote and foster staff development and motivation, thus ensuring the company’s success and continuity. 

On the other hand, from the evidence within the three public sector organisations, there appears to be no formal strategy to implement a succession plan for individual organisations. Rather, the design of the Public Sector is such that the parent organisation (PSC) is responsible for fulfilling the HR needs of these organisations. It is the PSC that influences how talent is acquired, developed, and distributed within the Public Sector. Evidence does not indicate if the PSC has an integrated succession planning strategy or follows a structured succession plan. However, based on the seemingly ad hoc succession system being followed and the lack of a proper succession plan it can be concluded that the current assessment framework allows some subjectivity in employee performance assessments, and there is a need for implementation of reform measures to improve objectivity when selecting nominees for training and promotion. Overall, to answer the captioned question regarding the importance of succession planning within organisations in SVG, it is a mixed view because the evidence suggests that although some form of succession planning exists within most organisations, it is not properly structured and followed.

4.8. Chapter Summary and Conclusion 
The evidence from the extant literature review and new primary data shows a contradiction concerning the importance placed on strategic succession planning in organisations in SVG. While interviewees were generally positive of the benefits of succession planning and understood its importance within their organisation, executing the actual practices was inconsistent or in disagreement and revealed otherwise. Whereas some organisations from both spectrums demonstrated some strategic succession planning, this was not the case for others as described in the interviews. This indicates that leadership efforts relative to succession planning vary thereby creating disconnects between the application of succession planning practices, its value, and perceived benefits. This is exacerbated by the negative relationship between succession planning, talent management, and some organisations’ overarching business strategies. Therefore, the findings highlight the need for boards and top management to re-think their succession planning strategies, by overcoming common barriers and challenges and adopting a proactive approach to ensure their succession planning efforts contribute to the organisation’s long-term success.



Chapter 5: Discussion, Conclusion and Recommendation


5.0. Discussion
5.1. Introduction
This section of the project presents the findings arising from the analysis of the interviews and discusses their significance compared to extant research and literature. This chapter will also provide limitations, a conclusion, and recommendations for this study. And draw on the findings, assessing their importance for future research and practices and recommending strategies to address the issues identified in the study. The primary aim of this dissertation was to establish the importance of strategic succession planning within the public sector and statutory organisations of SVG. To answer the research question, the structure of this chapter will address the key findings based on the objectives set out at the beginning of this study.

5.2. Findings #1: Mixed use of strategic succession planning recognized
The findings from the six interviews suggest that some organisations from both the Public Service and Statutory Organisations within SVG engage in strategic succession planning. Based on the study, succession planning is part of some organization's overall strategy. However, while this is the case for the public service, it was not for some statutory bodies. According to interviewees B and C, strategic succession planning is not practiced categorically across their organisations where formal succession plans do not exist. Moreover, the study agrees with reviewed literature from Nicholson and Rao-Graham, 2016; Wadeson and Ciccotosto, 2013 observations that the lack of a strategic succession plan within any business would initiate drawbacks of loss of business knowledge and expertise and damage client relationships. This disadvantage is unfavourable as succession planning is an integral and critical part of any business strategy that facilitates the seamless leadership transition between current and prospective owners or business managers (Staehr, 2015; Sambrook, 2005). 

The study found that there is a need for the adoption of strategic succession planning within the researched organisations.  It was also revealed and supported by Hall-Ellis, 2015; Pollitt, 2005 observations that an equipped talent pool and commercial success are advantages a company gains from utilizing and integrating strategic succession planning as part of the overarching strategies. These findings are consistent with existing literature which suggests the leaders of A are strategic planners. Besides, employing strategic succession planning is highly significant and beneficial as demonstrated in A but is necessary for advancing any forward-thinking organisation (Attiah, 2015; Jain and Jain, 2014; Motwani et al., 2007).

5.3. Findings #2: Difference between the perceived value of succession planning and its actual practice within organisations of SVG
One inconsistency identified in the findings is, that while the perceived value of succession planning was recognised by participants the actual practice deviated. Although interviewees could identify various benefits supported in the extant literature, only 67% observed and implemented some level of succession planning. For instance, within A, succession planning is successfully managed. This advantage results from the holistic support of management. This benefit gives credence to the Transformational Leadership Theory, which indicates "leadership is a process of transforming individuals and organisations to achieve shared goals" (Meron, 2023).  Interview A asserted that A has a well-defined framework and a succession plan supported by its Boards of Directors and top management. 
Moreover, the company spends less time and money on recruiting and training successors since there is already an available talent pipeline with suitable candidates. This advantage means they can source their talent internally and reduce costly external hires while improving staff morale, motivation, and retention. This benefit concurs with Attiah's (2015) suggestion that when leaders plan strategically, there is a strong indication that they are strategically managing human resources.

Conversely, this is not the case in comparable organisations B and C that understand the value and benefits of succession planning but whose management exhibits a passive-aggressive stance towards the practicality of succession planning. Previous research highlighted this anomaly. It was identified by Galbraith et al., 2012; Hooijberg and Lane, 2016 whose studies similarly explored the importance of succession planning within various organisations and found an appropriate gap between the perceived importance of succession planning and the practical application of its principles. 

Interviews from the parallel organisations (D, E, and F) also recognised the value implied by succession planning. The interviewees stated that because of the construct of their organizational structure, their ministries do not have the authority to implement and manage succession planning. However, the effects of appropriate success planning by their parent authority filter down positively through improved staff training and development, employee retention, and an increased talent pool of promotable employees. Existing research also supports these benefits. Lowan and Chisoro, 2016; Flat et al., 2013; Wadeson and Ciccotosto, 2013 concluded from their studies that the benefits of employee retention, developing fundamental talent, long-term growth, and overcoming recruitment issues are advantages organisations can experience from adopting effective succession planning. 

5.4. Findings #3 - How SVG organisations engage in strategic succession planning 
According to the study, this part of the interview presents a scarcity of detail regarding how SVG’s public and statutory organisations engage in succession planning. This finding suggests that the management of various organisations within SVG lacks interest and appreciation of the importance of succession planning. Therefore, succession planning is not a priority (Pita et al., 2016), and attitudes and behavior toward business influence effective succession planning (Staehr, 2015).

Interviewee A stated that the company employs appropriate strategies to recruit and fill vacancies and invests in mentorship and training to aid the development of current employees. This approach concurs with the Succession Planning Theory, which asserts “succession planning is a process of identifying, developing, and preparing individuals to fill key leadership roles within an organisation” (Meron, 2023). Moreover, succession planning forms part of the company’s business strategy. This approach benefits A with financial growth and success (Pollitt, 2005).  Further, this solidifies A’s position as a prominent statutory organisation within SVG.
Meanwhile, A’s colleagues (B and C) could not provide any succession planning strategies their respective organisations employ. Empirically, this is because there is no established succession planning framework within their organisation. Additionally, it was revealed that successors are appointed when the need arises or by political affiliation. This approach means there is no consideration of the effects of a lack of succession planning and the relationship between leadership, talent management, and business strategy.

Conversely, the public service representatives (D, E, and F) noted their ministries follow the plans and strategies defined by their parent organisation (PSC), or as Lowan and Chisoro (2016) described them as “government’s owners of the succession planning process” who to some extent include succession planning as part of their ongoing strategy. This suggests that succession planning in separate ministries may not be effective and challenges with the transition of leadership, appointments, and promotion of critical roles are imminent, due to favouritism or political appointees who are selected to fulfill the will of the elected party (Lowan and Chisoro, 2016). However, existing literature offers information on how organisations can effectively employ succession planning. Hooijberg and Lane (2016) suggest building emergency and long-term succession plans to ensure a strong leadership pipeline, Sambrook (2005) notes recruiting suitable employees guarantees the transferring of organisation and tacit knowledge, while LeCounte et al., 2017; Jones, 2015; Giambatista et al., 2005 recognised that identifying, developing and retaining talent is critical to ensure organisation’s growth and continuity. Interviewee A concurs with this literature claiming that the Board adopts succession strategies that guarantee an effective and uninterrupted talent pipeline to aid business continuity.

5.5. Findings #4 - Lack of buy-in from top management 
One of the most prevalent challenges recognised by the interviewees was the lack of buy-in from top management and its corresponding problems. Interviewees B and C noted that their Board lacks interest and desire to take responsibility for developing succession plans. The study supports the literature reviewed by Brooks (2014) that the absence of a clear organizational strategy inclusive of formalized succession plans results in demotivation, lack of interest, and knowledge transfer issues from long-serving employees who according to interviewee A believe that the younger employees threaten their jobs. Also, interviewee B acknowledged that his organisation struggles with finding critical competencies required for various key positions, including those absent internally. This then highlights conflicting visions by board members which led to confusion and disunity among top management. According to interviewees A, B, C, and F financial and human limitations concerning succession planning are linked to a lack of interest and support from top management. This challenge suggests budgetary and HR constraints negatively impact communication, recruitment, and training processes. Existing literature concurs with this viewpoint. Lowan and Chisoro (2016) asserted that when a lack of skills, finance, and support from the top combines with corporate politics that backs friends and associates, the consequence is a stopgap at the expense of more suitable candidates and employee advancement. 

The study revealed that succession planning barriers of complexity, limited focus, and time-consuming are some reasons for top management's reluctance towards developing succession planning. These findings are consistent with claims from interviewees B and C and the opinions of Church, 2014; Brooks, 2014, indicating these barriers present challenges to succession planning. Moreover, Lowan and Chisoro (2016) recognised that succession planning visibility is low where its benefits are not currently visible, a true reflection of Boards in B and C.

5.6. Limitations of the study
Various limitations can be credited to this study which were emphasized in a previous chapter and addressed concerns of researcher bias, accessibility of participants, adopting a qualitative research paradigm, and data availability. In retrospect, more planning should have been done to consider a wider sample size to include at least two participants from each organisation. The increase in sample size would have allowed the researcher to capture deeper insights and information regarding succession planning from another employee’s perspective within the observed organisations.

5.7. Conclusion
The dissertation investigated the importance of strategic succession planning within the public service and statutory organisations of St. Vincent and the Grenadines (SVG). It adopted a qualitative approach to examine the benefits, challenges, barriers, and ways to improve succession planning.

The study’s findings conclude that within both the public service and statutory organisations in SVG, the importance of strategic succession planning varies, notwithstanding its value; the evidence proved that boards and other top management are either not interested or reluctant to implement effective succession planning strategies within their organisations. The study further concludes that succession planning is carried out mainly by small family own/run businesses (FOBs), small and medium enterprises (SMEs), and multinational enterprises (MNEs), while little emphasis is placed on public entities, these findings reflect regional and international research (Nicholson and Rao-Graham 2016; Lowan and Chisoro, 2016; Wadeson and Ciccotosto, 2013).  This suggests that the managers of succession planning within public entities need to not only cultivate an appreciation for the value of strategic succession planning but also evaluate the benefits. Furthermore, the management of public entities is encouraged to put strategic succession planning into practice by creating strategies designed for its audience and locality. Leaders in the public sector should consider transformational leadership to promote higher levels of achievement in succession planning (Ahmad et al., 2020). Additionally, the findings indicate that most studies conducted on succession planning are from an international perspective, and MNEs in the United States and Europe were more likely to undertake succession planning when compared to their equals (McDonnell et al., 2010).

One issue noted throughout the research is the gaps in the literature regarding qualitative and quantitative studies conducted on strategic succession planning with a specific focus on SVG. Moreover, there is a lack of comparable research done regionally. This suggests that in SVG the legislation and policy governing succession planning must be updated and documented to include a modern approach while considering our present social, political, and economic variables.  Also, a need exists for governments and management of other organisations to adopt, implement, and document their strategic succession planning strategies and processes across the board locally and regionally. It was also noted that professional and academic literature on succession planning, though scarce, provides evidence of an increasing need for the successful implementation of strategic succession planning within all types of organisations. The study’s findings supported by existing empirical research also conclude that successful implementation of strategic succession planning offers commercial growth, financial success, and business continuity (Ocho et al., 2020; Lowan and Chisoro, 2016; Hall-Ellis, 2015). Furthermore, the findings revealed that, while challenges and barriers exist, the contributing benefits far outweigh the difficulties associated with succession planning.

The conclusion was drawn from the study’s findings that there are differences between the public service and statutory organisations in how they conduct strategic succession planning. For instance, although both sectors can be categorised as public entities the evidence shows that some statutory organisations conduct strategic succession planning in a structured manner, while the public service is semi-structured. According to the study’s findings, within the public service talent management strategies are not individualized by the ministry, rather talents are identified and distributed by their parent authority (PSC), whereas in some statutory organisations talent management forms part of the company’s overarching business strategy and talent distribution is done in a formalized approach. This indicates that while some organizational leaders understand the importance of succession planning, the effectiveness of their efforts can vary. The findings conclude that leaders who are committed, tactical, and proactive tend to be more successful in implementing effective succession strategies and plans that will holistically benefit their organisation’s long-term success.

5.8. Recommendations
Based on the findings, three key strategies are recommended which are applicable by government policymakers, business leaders, and management.

1. The study recommends that policymakers should undertake complete assessments of businesses operating at all levels of both the public service and statutory sector within St. Vincent and the Grenadines to identify the prevalence of strategic succession planning. The outcomes can then be integrated into support for policy formation and development, and acquisition of succession plans given the importance of their contribution to SVG’s public sector and the wider economy.

2. The study recommends that business leaders and management recognise the value of strategic succession planning. Notably, though, they should ensure its actuality. This can be accomplished by promoting a relationship and alignment with talent management and other HRM strategies and practices and fixing it within their business strategy. A talent management strategy should integrate succession planning which should be visible across the company from recruitment to employee development. Importantly, a talent pool that supports succession practices should be considered.

3. The study recommends that policymakers and business leaders should employ a variety of strategies to maintain the acquisition and retention of highly talented potentials by including; comprehensive recruitment strategies, development policies, reward practices, and mechanisms such as mentoring and coaching. These should be strategic components of practice that are followed throughout the organisations.

5.9. Suggestions for future research
This study focused mostly on the importance and value of strategic succession planning in specific organisations. The significant challenges within the study relate mainly to the substantial gaps in the literature and the scarcity of research relative to public entities in SVG, thus more general research is needed to explore this phenomenon. Future research could expand the study to gain deeper insights and details into the concept. This approach should employ a methodology to focus on all ministries and statutory bodies within SVG, and include multiple participants from each organisation, since an additional audience may offer more rich data regarding succession planning.
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Braun & Clarke (2006) Six Stages of Analysis.
_______________________________


1. Familiarising with the data, taking notes of items of potential interest. 
2. Generalising initial codes complete across a data sheet. 
3. Searching for themes. 
4. Reviewing the themes, producing a map of the provisional themes and sub themes and relationships between them. 
5. Defining and naming the themes. 
6. Producing the report. 


Braun V., and Clarke V., (2013) Successful Qualitative Research. A Practical Guide for Beginners.
Sage Publications LTD. London
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Interview Questions 

1. Are you familiar with the term strategic succession planning?

2. Has succession planning been functional within your organisation? 

3. If so, what strategies have been rewarding with succession planning at your organisation/company? 

4. What are the benefits of succession planning for your organisation/company?

5. What are/is there any challenges organisational leaders have with executing succession planning?

6. What are some of the barriers do you believe leaders encounter when developing succession plans? 

7. Do you think organisational leaders are effective with succession planning? 

8. On a scale of 1 to 5, 1 being no extra resources required and 5 being considerably more resources required, how would you rate your organisation/company leaders on committing resources to succession planning? 

9. How is your organisation/company’s succession planning framework designed? 

10. How does succession planning integrate into your organisation/company’s comprehensive talent management strategy? 

11. Does talent management forms part of your organisation/company’s overarching strategy? 

12. Describe any other issue(s) relevant to the purpose of this study that was not addressed in the interview questions.
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Invitation Letter to Prospective Participants 

Dear……………………,	
I am a final-year MBA student at the University of Wales, Trinity St. David. As part of my programme I am required to complete a primary research study. I will be investigating ‘The Importance of Strategic Succession Planning within the Public Service and Statutory Organisations of St. Vincent and the Grenadines’. I am therefore, inviting you to participate in this study by talking to me about your organisation’s experience with succession planning. Your commitment would include an audio taped interview with me addressing the subject stated above. The interview would take place at a date, time and location that is convenient to us both and should take between 30-40 minutes.

There are no risks in taking part in this interview, and I promise that your responses will not be used to identify you and will be destroyed as soon as the study is completed. Your participation is totally voluntary and you may withdraw at any time without any reason or consequence.

If you are desirous of contributing to this worthwhile study, please complete the enclosed consent form and return it via email: zingnel@hotmail.com.

Should you have any questions or concerns about the research or about participating in the study, you may contact me at the above email address.

Thank you for considering this request.


Zinga Nelson
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Information leaflet for research study participants

What is this research study about? 
The purpose of this research study is to determine the importance of strategic succession planning within the public sector and statutory organisations in St. Vincent and the Grenadines. I hope that by gaining a better understanding of these experiences we can help to improve succession planning within various organisations. The study will include interviewing various members of senior management in the public service and statutory organisations in order to ascertain their views on strategic succession planning within their respective organisations. 
What will your participation include?
If you decide to participate, you will be asked to take part in an interview. The interview will entail you discussing with me your experiences as it relates to succession planning. The duration of the interview will be between 30 to 40 minutes. During the interview my role is to listen to your story, I will ask some open-ended questions, which you are welcome to answer in whatever way you decide. There is no correct or incorrect answer. My goal is to hear your views and opinions. 
Are there any benefits to taking part in the study? 
There are no personal benefits for participating in the study except that it will give you the opportunity to share your experiences and opinions. But, I hope that the findings of this study will help to develop and improve practices regarding strategic succession planning within the public sector and statutory organisations of SVG.
How long and how often will you be interviewed? 
The interview may last approximately 30 to 40 minutes, and will be held at a time and location convenient to you and of your choosing. The interviews will be audio recorded, as it would not be possible for me to write your entire contribution during the interview. My intent is to interview you once, but I should be grateful if you would give me permission to return for a second discussion should I deem it necessary for additional clarification.
What will happen to the collected information? 
Once the interview is finished, the information on the tape will be transcribed onto paper so that I can begin the process of analysing the information for common meanings between participants. 
Where will the information be stored and for how long? 
The tape recording will be stored in a locked filing cabinet in the researcher’s office. The tape recording will then be transferred to password protected computer. Every resulting printed transcript of the interviews will also be stored in the locked cabinet. At no point, will your name appear on the interview tape or the transcript. Each tape recording and written transcript will be given a number for identification purposes. I am the only person who will know who each number links to and I will not disclose this to anyone. 
Who will have access to the information? 
The tape recording will only be accessible to me. I will ensure confidentiality in data recording and storage. At no period, will your name appear on the tape.
Is there any consequence if I choose not to participate in the study or if I decide to withdraw half way through? 
You are in no way obligated to participate in the study. If you choose to participate you are free to withdraw your consent at any time without any explanation. This means you can opt out at any period of the interview. Should you withdraw, tape recording and transcript of your interview will be returned to you. You can also decline to answer any question during the interview or request that the tape recorder be turned off. Participation does not commit you to any further research or project connected with the above University.
Will people be aware that I took part in the study? 
I will not be advising anyone that you participated in the study. Your name or that of your organisation will not appear on the tape or transcript. Information that might identify you or your organisation will be not used in any publications resulting from the study. If you wish to talk to people about the study you are free to do so. 
Are there any costs from being involved? 
The only cost of being involved in the study is the time it takes to discuss your experience.

What do I do next? 
If you think you might like to participate in this study please return the consent form to the email address provided. I will then contact you to schedule an interview, if you do not wish to be involved in the study no further actions are required. 
You are under no pressure to participate in this study and deciding not to participate will make no difference to your employment 
Thank you for taking time to read this leaflet and for considering participating in this study, should you need any further information you are welcome to contact me.

Zinga Nelson
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Participant Consent Form

I agree to participate in the research project as outlined in the attached letter titled ‘The Importance of Strategic Succession Planning within the Public Sector and Statutory Organisations of St. Vincent and the Grenadines”.
I understand that this will involve an audio taped interview with a mutually agreed time, place and location. I understand that I can withdraw from the study at any time without any reason or consequence and that my employment/organisation will not be affected.

Name: ………………………………………………….
Signature: …………………………………………….
Date: ……………………………………………………
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Interview Transcript 1 
1. Are you familiar with the term strategic succession planning? Yes 

2. Has succession planning been functional within your organisation?  Yes 

3. If so, what strategies have been rewarding with succession planning at your organisation/company? 

· Hiring of appropriately qualified staff
· Having written and clear job descriptions
· Investing in training 
· Conducting yearly performance evaluations 
·  Encouraging mentorship  
· Reviewing HR needs on an annual basis as part of our budgeting exercise

4. What are the benefits of succession planning for your organisation/company?
· Encourages business continuity. 
· Improves efficiency and quality in service delivery. 
· Motivates employees. 
· Allows the company to keep pace with the latest beneficial trends in procedures and technology.   

5. What are/is there any challenges organisational leaders have with executing succession planning?

· In the context of a small developing state, the human resource pool is limited for certain job functions which is exacerbated by high rates of migration – especially for university-trained professionals.  

· For older organizations, long-serving employees are often resistant to change and may not readily accept mentoring a younger employee who they perceive as a threat to their job.    

· Financial constraints may limit investment in hiring and training of staff. 

6. What are some of the barriers do you believe leaders encounter when developing succession plans? 

· Not having a clear organizational strategy which includes identifying HR needs. 
· Lack of interest and participation by staff, especially long-serving staff. 
· Not having an organizational culture supported by processes that promote knowledge transfer. 

7. Do you think organisational leaders are effective with succession planning? 

· There are varying levels of effectiveness. 

8. On a scale of 1 to 5, 1 being no extra resources required and 5 being considerably more resources required, how would you rate your organisation/company leaders on committing resources to succession planning?  2 

9. How is your organisation/company’s succession planning framework designed? 

· We have a clear organizational hierarchical structure. 
· Every job function has a minimum qualification requirement and job description. 
· Our recruitment process promotes the hiring of individuals who meet our requirements. 
· There is a yearly performance evaluation process. 
· There is a training policy that encourages staff to qualify themselves to be able to capitalize on job openings at the higher levels.  
· Filling job openings with appropriately qualified internal staff is usually the first option pursued. 
10. How does succession planning integrate into your organisation/company’s comprehensive talent management strategy? 

· We do not have a separate ‘talent management strategy’ but we incorporate HR development in our overall corporate strategy and our yearly budgeting exercise.  

11. Does talent management forms part of your organisation/company’s overarching strategy? Yes 

12. Describe any other issue(s) relevant to the purpose of this study that was not addressed in the interview questions.
· Perhaps considering the difficulty with succession planning in a small island developing state with high levels of migration of professionals due to economic pressure and increased regional and global competition for talent given the implementation of free movement policies.   
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Interview Transcript 2

1. Are you familiar with the term strategic succession planning? Not as it is phrased but I’m familiar with succession planning

2. Has succession planning been functional within your organisation? No

3. If so, what strategies have been rewarding with succession planning at your organisation/company? 

4. What are the benefits of succession planning for your organisation/company?

5. What are/is there any challenges organisational leaders have with executing succession planning? In small establishments like ours, the pool of persons from which to identify candidates for succession planning is limited. This therefore means recruitment from outside. This also has the impact of demotivating employees who may be “waiting” for their opportunity.

6. What are some of the barriers do you believe leaders encounter when developing succession plans? Lack of interest by staff. Board not keen on the method or need for the exercise. Lack of knowledge for effective succession planning activities. Pool of candidates inadequate or unsuitable.

7. Do you think organisational leaders are effective with succession planning? Somewhat but it depends on the organization maturity

8. On a scale of 1 to 5, 1 being no extra resources required and 5 being considerably more resources required, how would you rate your organisation/company leaders on committing resources to succession planning? 4

9. How is your organisation/company’s succession planning framework designed? No framework curtrently exists however some development will come soon in that area as the retirement of staff and other resignations strongly indicate there is need.

10. How does succession planning integrate into your organisation/company’s comprehensive talent management strategy? It provides the opportunity for the identification of the desirable skills to be considered when developing the plan.

11. Does talent management forms part of your organisation/company’s overarching strategy? Not in a significant way

12. Describe any other issue(s) relevant to the purpose of this study that was not addressed in the interview questions.
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Interview Transcript 3

1. How familiar are you with the term succession planning? 
I am quite familiar with the term. In my view, succession planning occurs when a company prepares for the future leadership of the organisation. The term refers to a business strategy used by organisations to pass on leadership responsibilities to other employees in the event that their leaders die, retire, or move on to new opportunities to ensure that business proceeds efficiently and uninterruptedly. 


2. How is your organisation’s succession planning framework designed? 
There is currently no succession planning framework.

3. Has succession planning been functional within your organisation? 
No.

4. If so, what strategies have been rewarding with succession planning at your organisation? 

5. What are the benefits of succession planning for your organisation?
The benefits of succession planning include:
reducing interference to the business and guarantees continuity 
enhancing development and learning
aiding in the retention of institutional knowledge
lowering the expense of hiring  

6. What are some of the barriers you believe leaders encounter when developing succession plans? 
Lack of trust
Choosing the wrong successor
Undercutting the successor
Passive-aggressive stance towards planning
Unawareness of personality factors


7. What are the challenges organisational leaders have with executing succession planning?
Lack of strategy
Ambiguity
Leadership development
Not updating the succession plan
Maintaining morale

8. Do you think organisational leaders are effective with succession planning? 
In my organisation, no. In other organisations where the importance of succession planning is advocated, yes.
9. On a scale of 1 to 5, 1 being no extra resources required and 5 being considerably more resources required, how would you rate your organisation’s leaders on committing resources to succession planning?  5


10. How does succession planning integrate into your organisation’s comprehensive talent management strategy? 
There’s not much of a strategy with talent management either. The company hires whenever it’s necessary or possible and employees are always encouraged to develop themselves academically; to which the company contributes at least 50%. However, this encouragement does not guarantee talent recognition and proper placement when studies are completed.

11. Does talent management form part of your organisation’s overarching strategy? No

12. Describe any other issue(s) relevant to the purpose of this study that was not addressed in the interview questions.
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Interview Transcript 4

1. Yes
2. Yes
3. Gathering data on employee as it relates to their overall attendance, performance and annual evaluation reports
4. Succession planning benefits the organization so that appointments can be done effectively
5. It creates a challenge of not being able to place Officers in positions due to their field of study when positions become available
6. It can be difficult in terms of developing job descriptions to match positions. 
     Officers may not have the qualification the position requires
7. Generally yes as Organisational Leaders should already have training in succession planning. However depending on the organisation some leaders may encounter difficulty in implementing succession planning and hence may not be as effective as needs to be.
8. (4) Training locally and internationally are provided for Officers to attend at no cost to them.
9. A profile list is prepared of all Officers eligible who can be considered for appointment
10. The organization tries to ensure that employees find all round  job satisfaction in their work which will in turn  encourage  employees to remain in the organization long term
11. To some extent as employers and employees have to work together to benefit the organization
12. None at the moment
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Interview Transcript 5

1 Are you familiar with the term strategic succession planning?

Answer
Yes

2 Has succession planning been functional within your organisation? 

Answer
Yes.  Succession planning is the ultimate responsibility of the Service Commissions   and it is based on the recommendation from the Ministry through the Permanent Secretary, particularly so, for technical positions. However, a formalized succession plan specific to the Ministry is not yet developed. 

3 If so, what strategies have been rewarding with succession planning at your organisation/company? 

Answer
Persons are selected for training and promotion to under study (receive mentorship from) supervisors based on the following:
Eligibility
Qualifications
Experience
Leadership skills
Communication skills
Interpersonal relationships
Aptitude/competence
Commitment

Implementation of Reform measures to improve objectivity in selecting candidates for promotion
 

4 What are the benefits of succession planning for your organisation/company?

Answer

Succession planning is used to pass leadership roles down to another employee or group of employees. Succession planning ensures that the Ministry continue to run smoothly and without interruption, after important people move on to new opportunities, retire, or pass away. Succession planning ensures all employees at all levels are fully prepared for promotion and advancement 


5 What are/is there any challenges organisational leaders have with executing succession planning?

Answer

(a)Recommendations from the Ministry make or may not always result in the desired employee being promoted especially in the Administrative field.

(b) Candidates with the desired expertise and competence may not be employed within the Ministry.

(c) A formalized succession plan specific to the Ministry is not in place.

6 What are some of the barriers do you believe leaders encounter when developing succession plans? 

Answer

(a) The absence of weighted Job Descriptions on which to base a comprehensive, results oriented performance assessment.

(b) The current assessment framework allows some subjectivity in employee performance assessment.

(c)  Limitations on human and financial resources  


7 Do you think organisational leaders are effective with succession planning? 

No 

8 On a scale of 1 to 5, 1 being no extra resources required and 5 being considerably more resources required, how would you rate your organisation/company leaders on committing resources to succession planning? 

Answer

Three (3)


9 How is your organisation/company’s succession planning framework designed? 

Answer

Ministry conduct assessment on training needs, human resource requirements including promotion and makes the necessary recommendations to the Service Commissions in accordance with the Public Service Laws and regulations. 

10 How does succession planning integrate into your organisation/company’s comprehensive talent management strategy? 

Answer

Talent once identified is given due consideration and included in the overall assessment for training and promotion.


11 Does talent management forms part of your organisation/company’s overarching strategy? 

Answer

Yes

12 Describe any other issue(s) relevant to the purpose of this study that was not addressed in the interview questions.

Answer

The legislation and policy governing succession planning must be updated
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Interview Transcript 6

1. Are you familiar with the term strategic succession planning?
 
Yes, strategic succession planning is an advanced approach to traditional succession planning, integrating it with the organization's overall strategic goals and future direction. While traditional succession planning focuses primarily on filling key roles as they become vacant, strategic succession planning aims to align leadership development with the long-term vision and objectives of the organization.

2. Has succession planning been functional within your organization? 

Yes, succession planning is present and effective within the organization.

3. If so, what strategies have been rewarding with succession planning at your organization/company?

Implementing rewarding strategies alongside succession planning can motivate and retain potential senior employees, ensuring they are prepared and committed to stepping into key roles. Here are some examples of effective rewarding strategies:

a. Internal Promotions: A significant portion of our leadership and key positions are filled through internal promotions. Most leadership roles are occupied by internal candidates.

b. Mentoring and Coaching: Pairing experienced leaders with potential successors for personalized mentorship and career guidance. For example, senior nurses and doctors’ mentor junior staff identified as future leaders.

c. Leadership Continuity: Ensuring a smooth transition when key leaders leave, with successors stepping in seamlessly.

d. Employee Retention: Achieving lower turnover rates among senior employees who see clear career advancement opportunities.
e. Conference Attendance: Sponsoring attendance at conferences, seminars, meetings, and networking events.

f. International Assignments: Providing opportunities for international assignments or secondments, broadening prospective leaders’ global perspective and experience.

g. Organizational Stability: Maintaining stability and consistency in leadership roles, even during times of change or crisis.

By integrating these rewarding strategies, our organization effectively supports succession planning efforts, ensuring that potential senior employees are motivated, developed, and ready to take on future leadership roles.


4. What are the benefits of succession planning for your organization/company?

Succession planning provides numerous benefits to my organization, ensuring long-term stability, growth, and resilience. Here are some key advantages:

a. Continuity and Stability - Minimized Disruption
Succession planning ensures continuity and stability by providing qualified successors who learn from their predecessors, minimizing operational disruptions during transitions and retaining critical knowledge within the organization, as experienced employees mentor their successors.
b. Employee Development and Retention
Succession planning offers a clear career advancement path, motivating employees to enhance their skills and stay with the organization.
c. Knowledge Transfer - Preserved Institutional Knowledge
Succession planning preserves critical institutional knowledge by facilitating mentorship between seasoned employees and their successors.
d. Alignment with Organizational Goals
Succession planning aligns employee development with the organization’s long-term strategic goals, ensuring future leaders are ready to advance its vision.
e. Proactive Planning and Enhanced Leadership and Performance 
Succession planning enables proactive identification of future leadership gaps, fostering the development of capable leaders who can seamlessly fill critical roles, thus enhancing overall leadership quality and performance standards.
f. Employee Engagement and Higher Morale
Succession planning boosts employee morale by showing a commitment to internal promotions and career growth opportunities.

By implementing effective succession planning, our organization aim to secure its future success, maintain operational stability, and cultivate a motivated and capable workforce ready to lead the organization into the future


5. What are/is there any challenges organizational leaders have with executing succession planning?

The following are some challenges when executing succession planning:
a. Measuring Effectiveness:
Developing metrics to assess succession planning effectiveness and continuously monitoring and adjusting plans requires sustained effort and commitment. 

b. Time Constraints
Limited time available to prioritize and implement succession planning initiatives.
c. Technological Barriers:
Difficulty in utilizing appropriate technological tools for talent management and succession planning to streamline processes and improve data management.
d. Knowledge Transfer:
Challenges in encouraging and incentivizing knowledge transfer through mentoring, documentation, and knowledge management systems, despite fears of reduced importance or job security.
By addressing these challenges separately, organizations can better focus on solutions tailored to each stage of succession planning.

6. What are some of the barriers do you believe leaders encounter when developing succession planning? 

Detailed hereunder are some barriers encounter when developing succession plans:

a. Identifying Potential Leaders:
Ensuring objectivity in identifying and evaluating potential successors is often hindered by unconscious biases, highlighting the need for clear, documented criteria and benchmarks for effective assessment.

b. Development Programs:
Creating and implementing training programs for successors while ensuring adequate resources are allocated for robust development tailored to future leadership needs.

c. Resistance to Change:
Organizational culture that may not see succession planning as a positive and necessary process.

d. Knowledge Transfer Issues:
Challenges in encouraging and incentivizing knowledge transfer through mentoring, documentation, and knowledge management systems.


7. Do you think organizational leaders are effective with succession planning?

The effectiveness of leaders within my organizational in succession planning can vary widely depending on several factors. While some leaders excel at developing and executing robust succession plans, others may struggle due to various barriers and challenges, including but not limited to those mentioned above. 

8. On a scale of 1 to 5, 1 being no extra resources required and 5 being considerably more resources required, how would you rate your organization/company leaders on committing resources to succession planning? Three (3)

9. How is your organization/company’s succession planning framework designed?

Creating a succession planning framework involves a structured approach to ensure smooth leadership transitions and readiness for critical role vacancies. Here’s how an organization can design an effective framework:

a. Define Objectives: Align the succession planning framework with the organization’s goals. 

b. Identify Key Roles: Determine critical positions essential to the organization's success. 

c. Assess Workforce: Conduct a thorough assessment to identify potential successors and build a talent inventory. 

d. Develop Profiles: Create successor profiles and development plans, including training, mentoring, job rotations, and stretch assignments. 

e. Implement Knowledge Transfer: Ensure current leaders mentor potential successors, documenting critical knowledge and expertise. 

f. Monitor Progress: Regularly review succession plans and development progress, adjusting based on performance feedback and organizational needs. 

g. Communicate: Clearly communicate the succession planning process and criteria to all employees to foster transparency and buy-in. 

h. Integrate with HR: Align succession planning with HR processes and performance management to address gaps as needed.

10. How does the succession planning integrate into an organization/company’s comprehensive talent management strategy?
Integrating succession planning into my organization’s talent management strategy ensures a cohesive approach to developing and retaining talent, aligning employee growth with organizational needs. Key integration steps include:
a. Align succession planning with long-term strategic goals and vision, identifying future leadership needs based on strategic direction and market changes.
b. Utilize succession planning insights to identify and recruit individuals with potential for future leadership positions.
c. Incorporate succession planning goals into performance reviews to emphasize competency development and utilize feedback to identify potential successors and customize their development plans.
d. training potential senior leaders, target essential skills for future leadership positions, while establishing mentorship and coaching relationships to facilitate knowledge transfer.
e. Document and make critical knowledge accessible while implementing mentorship programs for experienced leaders to share their expertise with potential successors.
f. Enhance potential senior leaders’ engagement by offering clear career growth opportunities and recognizing employees who show potential and support succession planning goals.
g. Utilize HR information systems to track succession planning activities and employee progress while conducting regular talent review meetings to assess potential successors and update plans.
This integrated approach ensures a cohesive strategy for developing and retaining talent, aligning individual growth with organizational success, and securing a robust leadership pipeline for the future.


11. Does talent management forms part of your organization/company’s overarching strategy?

Yes, talent management is an integral part of our organization's overarching strategy, utilizing a talent management system to track employee development and readiness for promotion, while regular talent review meetings are held to discuss potential successors and their progress. 


12. Describe any other issue(s) relevant to the purpose of this study that was not addressed in the interview question.

In general, while many organizational leaders understand the importance of succession planning, the effectiveness of their efforts can vary. Those who are committed, strategic, and proactive tend to be more successful in implementing effective succession plans. However, overcoming common barriers and challenges is crucial for all leaders to ensure their succession planning efforts contribute to the organization's long-term success.
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