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Abstract

The Higher Education Institution just like UiTM Cawangan Negeri Sembilan awares that
human capital is one of their greatest treasured resources would have an impressive
competitive mechanism. Organizations may choose to focus on the financial capital,
information technology, equipment and excellent processes but in the end their personnel
and individual staff are the most important asset for their survival. The aim of the research is
to investigate the relationship between talent management components (grooming of future
leader, career development, skills development and utilization and talent development)
toward succession planning in UiTM Cawangan Negeri Sembilan. Furthermore, this research
also provides the information regarding the level of succession planning among staff of UiTM
Cawangan Negeri Sembilan. Besides, it also identifies the significant influence of the four
independent variables towards succession planning. A cross-sectional survey was undertaken
in the study to provide data on patterns of talent management and succession planning.
Quantitative approach was implemented to gather information and to understand the
characteristic across groups or relationships. The findings of this research revealed that, the
level of succession planning among UiTM Cawangan Negeri Sembilan staffs is at moderate
level and the talent management components has a positive and significant correlation to
succession planning. The talent development has been identified to have the most vital effect
on succession planning of UiTM Cawangan Negeri Sembilan compared to the others. A few
recommendations have also been outlined for the effective succession planning process.
Keyword: Talent Management, Grooming of Future Leader, Career Development, Skills
Development, Talent Development and Succession Planning
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Introduction

Succession planning is a very popular topic in all types of organizations nowadays and it is an
essential survival tool for public university in Malaysia including Universiti Teknologi MARA.
By referring to the popular quotes by Mahler (1986) “succession planning, like a relay race,
has to do with a passing on responsibility, drop the baton and you lose the race.” Another
most referred definition of succession planning is: “a process to ensure continued effective
performance of an organization, division, department or work group by making provision for
the development, replacement and strategic application of key people over time”, Rothwell
(2010). However, it is ironic that, succession planning has taken place in public university but
it is rarely practiced. From the perspective of Davies and Davies (2010) (Davies’s model),
talent management is defined as a systematic and dynamic process of discovering, developing
and sustaining talent. What works depend on the context and the way the organization
implements practices.

The purpose of this paper is to study the level of succession planning among UiTM Cawangan
Negeri Sembilan staff, to identify the correlation between talent management (grooming of
future leaders, career development, skill development and utilization and talent
development) among UiTM Cawangan Negeri Sembilan staffs. The last objective is to identify
which one of these variables is the most influential in succession planning process.

Background of Study

Without any doubt, succession planning is definitely important. Due to this, the university’s
capacity for identifying, selecting, nurturing and developing future leadership can create the
distinction between the mandate of the university and failure (Buss, 2001). Selecting a
successor for top leader and senior management positions is one of the most vital decisions
to be taken by all higher educational institutions.

This study can give us the findings of relationship of succession planning and four (4) main
components of talent management towards succession planning in UiTM Cawangan Negeri
Sembilan. The respondents were from three (3) main campuses of Negeri Sembilan which are
Kuala Pilah, Seremban and Rembau. Total populations of the respondent are 491 staffs from
grade 41 to Jusa B. The research was carried out through online survey among the academic
and non-academic staffs within 3 weeks. The findings of this study can be used as one of the
improvement initiatives in recommended key processes in leadership development of Higher
Education Institution (HEIs) green book.

Literature Review: Succession Planning

Succession planning is now a major concern for a strategic human resource development for
every organization. This paradigm is no longer employed solely in profit organization but also
for non-for-profit organization in order to find out the potential leadership to business
strategy (Wolfred, 2008). This is because the sustainability for the organization to move
forward in global competitive is so much relied on the talent pool which to become the
highest position in organization. Thus, the succession planning studies are still relevant and
important for all sectors. In recent years, few terms have been introduced for succession
planning such as talent management, leadership development, leadership pipeline and many
more.
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However, in discussing this issue, many studies have referred to a comprehensive concept by
Rothwell (2010) which has defined succession planning as a mean of identifying critical
management positions, starting at the levels of project manager and supervisor and extending
up to the highest position in the organization. Succession planning also describes
management positions to provide maximum flexibility in lateral management moves and to
ensure that as individuals achieve greater seniority, their management skills will broaden and
become more generalized in relation to total organizational objectives rather than to purely
departmental objectives. Other scholars have defined succession planning as the plan an
organization employs to fill its most critical leadership and professional positions (Huang,
2001). While Kim (2003) and McDonald (2006) both agreed that it involves process of the
ongoing, purposeful, and systematic identification of qualified and appropriate successors to
leadership, with a commitment to assessing, developing, and investing in organizational
leadership to enhance performance, development, and preparedness.

This area has been discussed widely in many local and international researches like Clunies
(2007), Rosse and Levin (2003) on academic and educational organization, Groves (2007) on
large corporations like Nokia and General Motors, Chung et al., (2003) on hotel industries,
Jarrel and Pewitt (2007) on government sector in the US, and even small medium enterprises
by Durst and Wilhelm (2012) and many more. In Malaysia, Abdullah et al., (2009) has come
out with research paper on succession planning on institution of higher education in Malaysia,
followed by Muslim et al., (2015), Shamsuddin et al, (2012). Other researches like
Poorhosseinzadeh and Subramaniam, (2012) have discussed talent management in
Multinational Corporations in Malaysia.

Effective succession planning is derived from the talent management, which consists of
grooming of future leader, career development, skills development and talent development.
These variables have been discussed by many scholars such as Mehdiabadi and Li (2016),
Rezaei and Beyerlein (2018), Bradley, (2016), Lagace (2016), Kesler (2002), Sloan et al., (2003),
Phillips and Gully (2015), Pruis, (2011), King, (2017), Gritzo et al., (2017), Polychroniou (2009),
Annakis et al., (2014), and, Garavan et al., (2011).

Talent Management

Mehdiabadi and Li (2016) reviewed Talent Management as the combination of organisations’
strategy to utilize the skills of their members in the process of individuals’ potential
development. It is included in the early process of staff selection and recruitment
identification for the right staffs, right skills and competency analysis. Talent management
has been defined by Rezaei and Beyerlein (2018) as the systematic identification activities
and processes of key positions which contribute to different results to the organizations’
sustainable competitive advantage, high potential performance of talent pool
development, the development of difference human resources art that suit the talent
positions and to make sure the talents give their full commitment to the organizations.
Talent management’s framework is usually useful to identify and develop the key person in
organizations, the critical positions and systems of human resources that are required for
university in delivering its strategic missions and objectives. In addition, talent management
concept is used at university’s hierarchy at all level and certain disciplines (Bradley, 2016).
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Grooming of Future Leader

In organisations, talent gives a key competitive advantage which the managers and
appropriate process is tend to select and groom the future leaders as well as training them in
the appropriate way (Lagace, 2016). Future’s potential in leadership skills can be assessed
through the best assessment which is the engagement of the junior or future leaders in senior
leadership teams whom can groom them in a consensus-oriented where they can be called
as calibration committees (Kesler, 2002). At any level, senior top management in
organizations together with the Human Resources line need to ensure that they have
groomed the right leadership talent, at the right time and importantly in the right place
(Sloan et al., 2003).

Career Development

According to Phillips and Gully (2015) career development which is usually related to
succession planning is a continuous system in identification, assessment and development in
enhancing the performance of organisation’s leadership skills that are involved talent
planning, method of assessment, retirement and strategic planning. In the context of career
development and career planning, organisation’s that offered their talents staffs right and
attractive job, positions and project will result to the great learning experience and relevant
work experience (Pruis, 2011). The increase in understanding of fairness in Human Resources
Management to select talent pool for advanced career development is resulted from the
enhancements of talent that practicing clarity, transparency and consistency of job (King,
2017).

Skills Development

Gritzo, Fusfeld and Carpenter (2017), however have analyzed that leaders can use their
organisation’s objectives and principles in developing their leadership skills in term of conflict
management and overcome the incompetence as well as to develop the future leaders by
fostering the innovative culture and environment. The importance of emotional intelligence
is also stated in the effectiveness of developing leaders’ skill and it may be associated with
the type of leadership in organisations (Polychroniou, 2009). Talent must be maximized and
must be used as a discrete source of employees’ competitive advantage as the employees’
skills, knowledge and competencies are very important and as vital elements in an
organisation (Annakis et al., 2014).

Talent Development

Garavan, Carbery and Rock (2011) defined talent development as a process that focuses on
the selection, planning, strategies of development implementation for the associate talent
pool to ensure that the organisation has accurately supply the future and current talent in
achieving strategic objectives which produce systematic development process that are
parallel with organisational talent management implementation. Inductive and deductive
analysis have discovered the generic characteristics of effective Talent Development
Environments (TDEs) which are its long term objectives and methods, wide connection
messages and support, emphasizing on right development for employees or people,
individually selectively and continuously development and development which systematically
implemented in integrated and holistic way. Developing and bringing the specific talent
management model that can be used in developing talent of employees is one of initiatives
in attracting and developing world-class talent with the collaboration between the public and
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private sectors; (Azman et al., 2016). A study conducted by FMI Corporation in 2017 showed
that organisations that practice their talent development model and adopt it into their
working culture as well as giving significant commitments in development of professional and
learning is resulted to a greater retention.

Theory or Model

Several theories and models proposed by many scholars in this field were based on different
organisational settings which mainly divided into profit and non-profit organisation. Rothwell
and Benner Model on succession planning has been widely used in many researches. Most of
these models basically explain about the process for effective succession planning. They have
explained the step-by-step guidelines or how the human resource and leaders in organization
to implement the succession planning.

However, there is no model that fits for all in succession planning. It varies from one industry
to another. This study has combined few important variables in talent management studies
which resulted in Figure 1 as the conceptual framework of this research.

Conceptual Framework

This conceptual framework in Figure 1 explains how talent management will influence the
facilitation of succession planning process. There are four determinants for succession
planning i.e.; grooming of future leader, career development, skills development and talent
development.

Talent Management

Grooming of Future Leader ]7—

s A

Career Development
) ’ _,[ Succession Planning J

Skills Development & Utilization

Talent Development

Figure 1: Talent Management of UiTM Cawangan Negeri Sembilan

Methods

This study seeks to investigate the relationship between the talent management components
(grooming of future leader, career, skills and talent development) towards succession
planning. The following sub topic further explains the methodological component.
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Research Design

As this study is designed as a quantitative research, the theoretical framework was developed.
The theoretical development is later translated into the research hypotheses. The
guantitative methodology shared has also complimented the fundamental philosophical with
the paradigm positivist. It is based on deductive approach with the testing of hypotheses, the
ontology that concerned with reality and characterized with objectivity and generalisability.
This study employs a cross-sectional survey study where data are gathered just once or in
one-shot manner to examine (association/relationship) between the talent management
components and succession planning.

Unit of analysis

The unit of analysis refers to the level of aggregation of the data collected during the
subsequence data analysis stage (Sekaran & Bougie, 2018). The unit of analysis for this study
is the individual levels consist of academic (lecturer) and non-academic (administrators) of
UiTM Cawangan Negeri Sembilan as at June 2018.

Population, Sample Size and Sampling Design

The probability sampling is used to select the respondents for this study. The targeted sample
size is 246 respondents (Sekaran & Bougie, 2018:294). The stratified random sampling was
applied to select the subgroup of elements within the population. The target sample isamong
grade 41 and above that involved directly with the succession planning of UiTM. Table 1
illustrates the number of sample based on three campuses and two categories of staffs.

Table 1
Population and Sample
Campus Academic Non-academic Total
(Lecturer) (Administrators)
Kuala Pilah 131 15 146
Seremban 234 16 250
Rembau 87 8 95
Total 452 39 491

Data Analysis

For the purpose of data analysis and hypothesis testing, the data collected had been keyed-
in into the Statistical Package for Social Science (SPSS) software. Data is presented by using
descriptive statistical, correlational analysis to test the association between variables and
multiple regressions analyse is used to identify the most influential variables.

Findings

Table 2 describes the profile of respondents involved in the study. In total, 156 respondents
were selected or took part in this study. There are seven characteristics of respondents
highlighted in the study, namely; gender, age, education, grade (academic and non-
academic), campus and working experience. The data is presented by using the frequencies
and percentage.
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Table 2
Demographic Profile (N = 156)
Variable Frequency Percentage
Gender
Male 43 27.6
Female 113 72.4
Age
25 — 30 years old 24 15.4
31 - 35 years old 67 42.9
36 — 40 years old 26 16.7
41 — 45 years old 16 10.3
46 — 50 years old 8 5.1
51 — 55 years old 12 7.7
> 56 years old 3 1.9
Education
Diploma 1 .6
Degree 6 3.8
Master 119 76.3
PhD 30 19.2
Grade — Academic
45/46 45 28.8
51/52 88 56.4
53/54 3 1.9
Grade — Non-Academic
41 -44 16 10.3
45 - 48 3 1.9
52-54 1 .6
Campus
Kuala Pilah 66 42.3
Seremban 71 45.5
Rembau 19 12.2
Working Experiences
< 3vyears 8 51
3 -5years 24 154
6 — 10 years 65 41.7
11 -15years 33 21.2
16 — 20 years 15 9.6
> 20 years 11 7.1

Table 2 explains the demographic profile of the respondents. Gender shows that 43
respondents (27.6%) are male and 113 respondents (72.4%) are female. Age distribution
shows that 67 respondents (42.9%) are between 31 — 35 years old, followed by group age 36
-40 years old with 26 respondents (16.7%), 24 respondents (15.4%) between 25 — 30 years
old, 16 respondents (10.3%) between 41 — 45 years old, 12 respondents (7.7%) between 51 —
55 years old and 3 respondents (1.9%) are more than 56 years old.
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Education profile shows that 119 respondents (76.3%) have a master degree. Followed by 30
respondents (19.2%) are PhD holder, 6 respondents (3.8%) are degree holder and 1
respondent (.6%) is a diploma holder. Grade position is split into academic (136 respondents)
and non-academic (20 respondents). Academy shows that 88 respondents (56.4%) are grade
51/52. Non-academic shows 16 respondents (10.3%) in a grade 41 — 44, followed by 3
respondents in grade 45 — 48 and 1 respondent (.6%) is grade 51/54.

Respondents are representing three campuses of UiTM Cawangan Negeri Sembilan.
Seremban Campus with 71 respondents (45.5%), followed by Kuala Pilah Campus of 66
respondents (42.3%) and Rembau Campus with 19 respondents (12.2%). The respondents’
work experience show that 65 respondents (41.7%) have 6 — 10 years of experiences, 33
respondents (21.2%) shows 11 — 15 years experience, 24 respondents (15.4%) from 3 — 5 years
experience, 15 respondents (9.6%) have 16 — 20 years experience, 11 respondents (7.1%)
have more than 20 years experience and 8 respondents (5.1%) have less than three-year
experience.

The following discussion illustrates the most preferred skills as a leader. There are nine most
preferred skills to be a leader in the future. Table 3 explains the nine skills based on a ranked
order.

Table 3
Most Preferred Skills as a Leader (N = 156)
Skills

Number Most Preferred Frequency % Mean SD
#1 Decision making 85 54.5 3.79 3.480
#2 Communication skills 83 53.2 3.67 3.374
#3 Problem solving 80 51.3 3.84 3.418
#5 Teamwork 78 50.0 3.77 3.369
#6 Emotional intelligence 75 48.1 3.72 3.346
#7 Conflict management 72 46.2 3.99 3.468
#8 Leadership skills 72 46.2 3.83 3.304
#9 Supervisory 64 41.0 3.85 3.215

Table 3 shows the nine skills that are expected to be in a future leader. The skills are listed
based on the most and to the least preferred. Decision making skill is listed as number one
skill by the respondents with 85 (54.5%). Ranked second is the communication skills with 83
respondents (53.2%), followed by problem solving with 80 respondents (51.3%), teamwork
with 78 respondents (50%), emotional intelligence with 75 respondents (48.1%), conflict
management with 72 respondents (46.2%), parallel with leadership skills, and supervisory
skills with 64 respondents (41%) is ranked as the least preferred skills.

Analysis
Research Question 1
What is the level of succession planning among UiTM Cawangan Negeri Sembilan Staffs?
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Table 4
Succession Planning Items: Means and Standard Deviations (N = 156)
ltems Mean SD
Succession Planning 3.27 .812
e Inmy V\{orkplace,- top management takes part on 3.46 108
Succession Planning tasks
e Top management in my department / unit /
faculty knows well about process of Succession 3.34 1.03
Planning
e Top management in my department / unit /
faculty disseminate adequate information about 3.04 1.04
Succession Planning
e In my department / unit / faculty provide us the
adequate resources in implementing Succession 3.04 1.08
Planning
e Recruitment and placement in my workplace can
affect on the implementation of Succession 3.71 1.01
Planning
e In my workplace, top management provides clear 594 1.05

assessment criteria in Succession Planning

Table 4 explains the major component of succession planning. The mean values of succession
planning shows that 3.27 mean values with .812 standard deviations. This indicates that there
is moderate level of succession planning among staffs. The items “Recruitment and placement
in my workplace can affect on the implementation of Succession Planning” shows the highest
mean values with 3.71 and 1.01 standard deviations values. The lowest is the item “In my
workplace, top management provides clear assessment criteria in Succession Planning” with
2.94 mean values and 1.05 standard deviations.

Research Question 2

What are the association between talent management (grooming of future leaders, career
development, skill development and utilization and talent development) among UiTM
Cawangan Negeri Sembilan Staff?

Table 5

Correlation, Cronbach Alphas and Convergent and Discriminant (N = 156)

Variables 1 2 3 4 5

1 Succession Planning (.884)

2 Grooming of Future Leader 343" (.896)

3 Career Development .653™" .389"" (.892)

4  Skills Development & Utilization .557°" 584" 619" (.795)

5  Talent Development 7317 286" .765" .606™" (.935)

**_Correlation is significant at the 0.01 level (2-tailed).
Note: Cronbach alpha coefficients for talent management components and succession
planning are reported in parentheses on the diagonal.
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Table 5 shows the correlation, between Cronbach alphas and convergent and discriminant
values among the variables. The data shows that there are positive and significant
correlations among the talent management components (grooming of future leader, career
development, skills development and utilization and talent development) towards succession
planning. The results of the r values is between .343 to 3.765. The most highly correlated with
talent management components is the talent development variable with r = .731, followed
by career development variable with r = .653, skills development and utilization variable with
r =.557 and the lower r value is grooming of future leader with r = .343. Table 5 also shows
the Cronbach alphas values that indicates the reliability of the items measured. The alphas
value is between.795 to .935; talent development (.935), grooming of future leader (.896),
career development (.892), succession planning (.884) and skills development and utilization
(.795).

Research Question 3

Which is the most influential variable of talent management (grooming of future leaders,
career development, skill development and utilization and talent development) and succession
planning among UiTM Cawangan Negeri Sembilan Staffs?

Table 6
Multiple Regressions of Talent Management and Succession Planning (N = 156)
Unstandardized Standardized

Model Coefficient Coefficient t Sig

B SE Beta
Constant 329 276 1.191 236
Grooming of Future Leader .078 .069 .075 1.129 261
Career Development .150 .082 .161 1.831 .069
Skills Development & 111 .099 .092 1.130 .260
Utilization
Talent Development .505 .083 531 6.100 .000
F Value 50.151
Sig .000
Adjusted R? .559
R2 .571

a. Predictors: (Constant), Talent Development, Skills Development & Utilization, Career
Development, Grooming of Future Leader
b. Dependent Variable: Succession Planning

Table 6 shows the Model of multiple regressions of talent management and succession
planning. The four independent variables in this regression model are grooming of future
leader, career development, skills development and utilization and talent development. The
value of R2 shows the percentage variance in the dependent variable explained by variation
in the independent variables. The value of R2 is .571 shows that 57% of all independent
variables explain the variance in the succession planning. Adjusted R2 penalized the addition
of .559 unit of an independent variable (IVs) to the model. The value of Fis 50.151 and it is
significant where p < .05.

10
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According to t-test, the result of grooming of future leader, career development, and skills
development and utilization towards succession planning found not significant with p values
> .05 (p =.261, B =.07; p =.06, B =.16; p = .260, B = .09, respectively). However, talent
development is found to be significant at p < .05 and B = .53. Therefore, talent development
is positively related with succession planning. Unstandardized beta coefficients are the
regression equation value for predicting the dependent variable from independent variable.
The regression equation is Y=.329 + .078 + .150 + .111 + .505. For each one-unit increase in
talent development will increase by .505 with succession planning. Standardized beta
coefficients predict the dependent variable from the independent variable by expressing in
standard deviation form. As talent development increases by one standard deviation,
succession planning increases by .531 of a standard deviation. Therefore, based on the Table
6, talent development has the most vital effect on succession planning of UiTM Cawangan
Negeri Sembilan.

Discussion and Conclusion

Succession planning is done in order to ensure key people to stay and carry out day to day
operations with minimum distractions. Succession planning serves for smooth leadership
transition. To assure success, the organization needs leadership back and individual
development in relevant job categories.

Table 4 illustrates the level of succession planning in UiTM Cawangan Negeri Sembilan which
stated that 3.27 mean values with .812 standard deviations indicated that there is a moderate
level of succession planning among the staffs. Among the items “recruitment and placement
in my workplace can effect on the implementation of succession planning” shows the highest
mean values of 3.71 and 1.01 standard deviation values. The findings show that the staffs
really concern about the recruitment and placement in their department because it can affect
the implementation of succession planning. The lowest item “In my workplace, top
management provides clear assessment criteria for Succession Planning” with 2.94 mean
values and 1.05 standard deviation. It shows that the top management does not provide a
clear assessment tool for their staffs when it comes to succession planning.

The results from Table 5 shows that, there is a significant influence of the four independent
variables in this study for grooming of future leader, career development, skills development
and utilization and talent management towards succession planning. The test shows that the
talent development is the most influencing variable of talent management with r = .731.
Talent development involves developing leaders via processes such as coaching, feedback,
training, mentoring and challenging employees (Evan et al., 2002). Another result, the most
preferred skills as a leader stated that the leader must have a good decision making skill
(54.5%) when managing the organization. A great leader understands how to balance
emotion with reason and make decision that positively impact themselves, their employees,
their customers and stakeholders and their organisations.

The findings in Table 6 show that talent development is positively associated with succession
planning and has the most vital effect on succession planning of UiTM Cawangan Negeri
Sembilan. Major reasons why succession planning and talent development are important are
because of (1) rapid, radical and discontinuous change, (2) increasingly complex challenges,

11
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(3) greater leadership responsibility at lower levels and (4) recruitment and retention of the
best talent.

Furthermore, the results showed that succession planning in UiTM Negeri Sembilan was
moderate and significant toward the talent development process. This study can provide the
successful human resource practices by implementing a good talent management to sustain
the quality of future talent among staff of UiTM Negeri Sembilan and can contribute the useful
guideline for human resource management practices in the present and future Malaysia HEIs
can be outlined based on the results of this study (Bidayatul et al., 2016). Besides that, this
study can be implemented in transformational leadership among the academic leader of HEls
because there is the perception among the staff that implementation of replacement of
academic leader in HEls is not transparent (Zain & Azman, 2017).

Recommendations

This paper could not present all the researches in the area, but provides a broad view of talent

management in UiTM Cawangan Negeri Sembilan. Based on the conclusions and discussion

drawn above, the following recommendations have been made:

i) A succession plan should be customized to the needs, vision and mission of the
university. UiTM Cawangan Negeri Sembilan can use the Leadership Development
Framework under the University Transformation Programme Orange Book (Titzer, 2017)
as a reference.

ii)  The most required skill as a leader is the decision making skill which must be customized
by the specific training for the leader in UiTM Cawangan Negeri Sembilan. It can be a
joint training with ILD and AKEPT.

iii) To ensure a successful implementation of the plan, UiTM Cawangan Negeri Sembilan
should give full commitment and full support from the top management and also guided
by human resources leaders. This requires clear and proper guidelines and an effective
communication about Talent Management among the staffs.
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