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Abstract

A social enterprise is an organization that holds private activities in the public's interest and
runs with an entrepreneurial strategy but primarily focuses on achieving social and economic
goals. Although the maximization of profit is not underscored, it still proposes innovative
solutions to problems such as unemployment and social exclusion. This study will address the
gap and examine the relationships between the sustainability of social enterprise business
(i.e., dependent variable) and the effectiveness of the four types of succession planning (i.e.,
independent variables) mentioned by Gothard and Austin (2013), which include (1) relay
succession planning; (2) non-relay succession planning; (3) external succession planning, and
(4) boomerang succession planning. The importance of this topic is that it has revealed even
an HRM-related matter, such as succession planning, often overlooked and not given much
thought by company. The essential step is to determine which type of succession planning is
ideal for the differences and nature of the firm because no single type of succession planning
can be employed as a workable succession plan for all social enterprises. Data was collected
from a sample of 188 working members from social enterprises in Malaysia. SPSS (Statistical
Package for the Social Sciences) was used to analyze this study's data. This study is using
guantitative analysis. The quantitative analysis provides information on the independent
variable and the implication on dependent variable. To analyze the data, internal consistency
of the scale use was assessed using Cronbach's Alpha, as this is the most common accepted
and widely used measure of reliability. A descriptive research design and correlation approach
was used in the study. In addition, regression analyses were used to test the hypothesis. As a
result, relay succession planning, non-relay succession planning, external succession planning,

1513



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 13, No. 9, 2023, E-ISSN: 2222-6990 © 2023

and boomerang succession planning are positively and significantly correlated to the
sustainability of social enterprise business in Malaysia. Recommendation to future researcher
is that in order to better grasp the effectiveness of the types of succession planning on the
sustainability of social enterprises is to conduct a qualitative study. This type of research
method is more appropriate to examine a phenomenon and extract in-depth insights based
on an individual’s perception or experience, resulting in richer narrative and data.
Furthermore, this research method would employ open-ended research items in a semi-
structured fashion, hence diving deep into a research problem that is not well understood.
Keywords: Succession Planning, Social Enterprise, Sustainability of Social Enterprises,
Malaysian Global Innovation & Creativity Centre.

Introduction

When it comes to the sustainability of a business, factors such as corporate governance,
leadership, economic factors, and innovation (Colabi, 2020), as well as ethical values and
principles and behavioural factors (Tur-Porcar et al., 2018), are often factors that are
investigated first, among many others. However, succession planning for a business's
sustainability is often overlooked. This leads to doubt whether it is effective enough to
promote the sustainability of businesses. In this study, the focus is on a social enterprise that
is not intensively looked at.

Succession planning is acquiring available qualified persons to assume salient management
positions once the positions are up for grabs (Mondy & Mondy, 2014). This process is essential
for business continuity and sustainability (Abdullah et al., 2011), as only a qualified leader can
lead now and in the future (Mondy & Mondy, 2014). Moreover, this process, which needs to
consider external and internal potential leaders, plays a role in engendering a sustainable
organization, economic development, and growth (Abdullah et al., 2011).

Most organizations work diligently to procure sustainability (Hakovirta & Denuwara, 2020).
However, a gap between what organizations ultimately gain and their desire to achieve is
detectable (Jyoti & Rani, 2014). The gap may be due to the challenges experienced while
finding a durable solution to their sustainability issues. The challenges can be owed to
businesses developing effective strategies, succession planning, and management (Monyei et
al., 2021).

Social enterprise sustainability must be discussed more often because a long-lasting
company's success contributes to a nation's economy and society's advancement. In addition,
sustainability goes beyond mere profits (Monyei et al., 2021). Since social enterprises have
rigid financial restrictions and place social mission, social objectives, and transformative
societal change as their primary way of sustaining in the market while creating positive social
impact (Osberg & Martin, 2015), they may be overlooked over other businesses that base
their success on profit as their crucial indicator of success.

As per Yeow and Boon-Kwee (2022), two of the many ingredients to sustaining social ventures
include linear organizational structure, leadership, and target setting, as per Figure 1.1. That
said, proper and thorough succession planning contributes to the abovementioned
ingredients that play a part in social enterprises' sustenance, survival, and growth (Lim, 2019;
Malaysian Resources Corporation Berhad, 2022). Furthermore, survivability also essentially
boils down to leadership seen in founders and co-founders and the quality of personal
experiences (Yeow & Boon-Kwee, 2022).
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Figure 1.1 Essential ingredients for successful social enterprises
Note. From Empowering and sustaining social enterprises, by Y. J. Yeow and N. Boon-Kwee,
2022, The Edge.

Unlike businesses in the private sector, social ventures and nonprofits typically struggle to
pass on leadership roles to the next leadership successor. This is due to poor succession
planning, one of the many essential functions of human resource management (HRM).
Organizations outside the private sector frequently are forced to search for and appoint the
next person to uptake leadership roles (Cornelius et al., 2011, as cited in Santora & Bozer,
2015).

On top of that, it is also reported that the number of baby boomers will be retiring in large
numbers in the coming years (Hisrich et al., 2020; David, 2022). As a consequence, the
sustainability of organizations may be affected. Hence, it is salient for social enterprises to
have a succession plan since they are the third sector after public agencies and private
enterprises to complement the nation's social innovation ecosystem (Yeow & Boon-Kwee,
2022) and contribute to the country's socio-economy (British Council, 2018).

At times, the growth and sustenance of social enterprises rely on the recruitment of promising
talents (Yeow & Boon-Kwee, 2022) that would eventually be able to take over the reign of
leadership effectively. Concerning that, some organizations endure hurdles in searching for
an external successor (Santora & Bozer, 2015). The struggle may be more complex, especially
when an organization's chief focus is social mission and value rather than profits, as potential
leaders outside the enterprise may not necessarily share the same values and goals as the
enterprise. Other times, external recruitment may not be necessary as promising talents
within the enterprise or even former talents can assume leadership roles.

This is justified by the Resource-Based View (RBV) that combines corporate sustainability and
succession planning by furnishing insight into a firm's resources, strategies, and capabilities
and how they may be used for a robust, long-lasting, and more sustainable business (Monyei
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et al., 2021). Ultimately, good succession planning, whether selecting an internal or external
individual or even a former leader, necessitates a developed leadership pipeline.

Research Problem

Previous studies have addressed the impact of succession planning on business persistence
(Ogbari et al., 2015), the effect of succession planning on employee engagement (Gulzar &
Durrani, 2014), and the impact of succession planning practices on the performance of non-
governmental organizations (NGOs) (Maguta, 2016). In Malaysia, the importance of
succession planning is highlighted in the context of family businesses (Lim, 2019; "Succession
planning is key," 2021), Small and Medium Enterprises (SMEs) (Ndubisi, 2010; Mokhber et al.,
2017) as well as the education sector (Chia et al., 2021; Ghazali et al., 2021).

However, it was identified that there is an apparent knowledge gap and lack of research on
the effectiveness of types of succession planning in the HRM field and the context of social
enterprises. This lack of study may be because the types of succession planning are not
discussed in tertiary-level education, thus making it out of undergraduate and postgraduate
students' range of research. In addition, the link between succession planning and social
enterprise sustainability has been neglected. Unfortunately, this case is not restricted to
Malaysia alone, which may be because the focus is mostly on profit-centred businesses.

Due to this reason, this study will address the gap and examine the relationships between the
sustainability of social enterprise business (i.e., dependent variable) and the effectiveness of
the four types of succession planning (i.e., independent variables) mentioned by Gothard and
Austin (2013) which include (1) relay succession planning; (2) non-relay succession planning;
(3) external succession planning, and (4) boomerang succession planning.

Research Methodology and Data Collection Process

The sample unit of this research was a social enterprise in Malaysia. Since the British Council
(2018) adopted the understanding of social enterprises, organizations prioritizing profit were
given no regard. However, organizations that reinvested or directed most of their profit for
social or environmental causes were accepted, regardless of whether they were classified as
'social enterprise' or 'for-profit organization'.

The main reason social enterprise was the unit of analysis in this study is that social
enterprises are rarely studied or discussed (Kadir & Sarif, 2016). However, the social goal of
their business is honourable. Therefore, the researcher was interested in investigating
whether succession planning would play a role in social enterprise sustenance or whether
other factors are more important than succession planning.

The target population of this study were employees working in social enterprises. Purposive
sampling enabled the researcher to invite social enterprise employees to participate in this
study to gain their input (Bryman & Bell, 2015). Furthermore, this technique was suitable for
research where there is a knowledge gap (Liew et al., 2022), such as the effectiveness of types
of succession planning towards social enterprises' sustainability. Convenience sampling was
employed, and this technique was for the researcher to administer the questionnaire to
contactable social enterprises conveniently (Leedy & Ormrod, 2019). Snowball sampling was
employed too, whereby the contacted respondents were requested to share the survey with
other potential participants (Etikan et al., 2016).

For this study, Green's rule of thumb was employed to determine the minimum number of
respondents required for research. Green suggested a sample size using the formula of N 2
104+m (i.e. 'N' represents the number of respondents needed, and 'm' is the number of
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independent variables) (Memon et al., 2020). Since there were four independent variables (N
> 104+4) in the research model, the suggested sample size for this current study should be
more than or equal to 108 participants. The effectiveness of the formula has been proven in
studies such as (Fiorito et al., 2007; Coiro, 2011; Brunetto et al., 2012). Thus, the sample size
for the current research paper was 187 respondents.

In this study, primary data was collected via survey research, whereby Google Forms was
created for respondents to answer the questions. The questionnaire was distributed
electronically as an easy way of administration Leedy & Ormrod (2019) and to curtail
interference. It allowed easy collection of data from social enterprise employees and
tabulation of their answers in a non-contrived study setting in which their work proceeded as
per usual in their normal environment, with the researcher remaining mostly detached from
the respondents instead of immersing and engaging with them (Rahi, 2017).

Moreover, respondents could complete the questionnaire at their convenience and pace
while confidentiality was maintained. A quick response (QR) code was also created for
respondents to scan and access the form conveniently. However, the researcher was ready
for the downfall of possibly not receiving responses from each employee in a company and
discarding invalid entries, which are drawbacks of distributing an online questionnaire.

The questionnaire (refer to Appendix B) consisted of six sections. Section A consisted of
demographic items — gender, age, marital status, education level, and position. Table 3.1
shows a four-point Likert scale ranging from 1 for "Strongly Disagree" to 4 for "Strongly Agree"
was used for the items under Section B to Section F. The researcher employed four-point
instead of the preferred five-point because the researcher desired precise data and to avoid
the possibility of respondents selecting "Neutral" or "Neither Agree Nor Disagree" for most
of the items.

Result and Analyses

Table 4.1 shows that the majority of the 188 respondents were males, making up 56.9%, while
the lowest representation was females (43.1%). The breakdown of the age ranges of the
respondents shows that respondents within the age range of 24 to 34 were the largest group,
followed by 18 to 24, one-fourth of the social enterprises' employees in this sample (25%).
This shows that the younger generation is more interested in doing justice to the planet via
social and/or environmental measures than the older generation, which focuses on trying to
make ends meet. More than half (60.6%) were single. Additionally, most of the participants
(53.2%) were identified to have a Bachelor's Degree as their highest level of education,
followed by a Diploma/Higher Diploma (18.1%) and a Master's (17.6%). Table 4.1 also shows
that administrative and management employees were the largest representation standing at
42%, which may imply that the study outcome may be favourable as this group of respondents
have more knowledge in this study's research area. The remainder of the demographic data
can be found in Table 4.1.
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Table 4.1

Respondents' Profile

Characteristics Frequency Percentage

Gender
Male 107 56.9
Female 81 43.1

Age
18-24 47 25.0
25-34 56 29.8
35-44 23 12.2
45-59 33 17.6
Above 60 29 15.4

Marital Status
Single 114 60.6
Married 73 394

Education Level

Secondary 9 4.8
Diploma/Higher Diploma 34 18.1
Bachelor's Degree 100 53.2
Master 33 17.6
PhD 6 3.2
Others 6 3.2
Position
Founder 15 8.0
Co-founder 11 5.9
Administration & Management 79 42.0
Supervisor 12 6.4
Line personnel 15 8.0
Volunteer 43 22.9
Others 13 6.9

Analysis of Relay Succession Planning

According to Table 4.2, most respondents agreed that relay succession planning is crucial in
their organization. These respondents may have observed that their organizations typically
select an heir beforehand to take over the incumbent's position in the future, thus making it
a common and important practice within their organization.

Most of the respondents also agreed that a succession planning assessment is an essential
tool to assess the readiness of a potential relay successor. Many of them may not be aware
of the other types of assessment available to evaluate the readiness of a potential relay
successor, such as cultural fit assessment, organizational readiness assessment or change
readiness assessment. Still, they agree that succession planning assessment is one of the
important tools that can be employed, which results in sustainable leadership and business.
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Furthermore, it is also reported that the respondents strongly agreed that leadership
potential is a key criterion when selecting a relay successor. This could be due to the future
or sustainability of their social enterprise lying in the hands of this chosen successor, and for
that outcome, robust leadership is crucial.

Most of them also strongly agreed that mentoring and coaching could assist in developing
and preparing a potential relay successor for a leadership role, and this most likely stemmed
from the respondents' personal experience on the effectiveness of mentoring and coaching.
Generally, the respondents positively perceived the statements, as the overall mean score for
this variable is 3.43, based on Table 4.8.

Table 4.2
Mean Scores and Standard Deviations for Each Item on Relay Succession Planning
No. | Item N Mean Star!da.rd
Deviation
1 Relay succession planning is important 188 3.96 0.788

to my organization

Succession planning assessment is an
2. important tool to assess the readiness | 188 3.24 0.747
of a potential relay successor
Leadership potential is a key criterion
for selecting a relay successor
Mentoring and coaching can develop
4. and prepare a potential relay successor | 188 3.61 0.666
for a leadership role

188 3.54 0.696

Analysis of Non-relay Succession Planning

With a mean score lower than 3 but a high standard deviation, as per Table 4.3, most
respondents disagreed with how important non-relay succession planning is to their
organization, but there is a likelihood of them agreeing. Unlike relay succession planning, this
may not be a typical practice in their organization, as choosing only one candidate may be
easier.

However, similarly to relay succession planning, they agreed that a succession planning
assessment is a significant tool to assess the readiness of potential non-relay successors. In
contrast, to relay succession planning, a large portion of the respondents solely agreed that
leadership potential is a key criterion for selecting non-relay successors. They may believe
that leadership potential might not arise as much when a few candidates are vying for the
incumbent's position.

They also agreed that mentoring and coaching can develop and prepare potential non-relay
successors for leadership roles. Mentoring and coaching a group may be less effective than
doing it one-on-one. Overall, the respondents had a positive perception of most of the
statements, as the overall mean score for this variable is 2.99, based on Table 4.8.
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Table 4.3
Mean Scores and Standard Deviations for Each Item on Non-relay Succession Planning
No. | Item N Mean Standard
Deviation
1 Non-relay succession planning s 188 5 61 0.874

important to my organization
Succession planning assessment is an
2. important tool to assess the readiness | 188 3.05 0.819
of potential non-relay successors
Leadership potential is a key criterion
for selecting non-relay successors
Mentoring and coaching can develop
4. and prepare potential non-relay | 188 3.38 0.761
successors for a leadership role

188 3.26 0.794

Analysis of External Succession Planning

As for external succession planning, most respondents disagreed with this variable's
importance to their organization, according to Table 4.4. This could be the case since social
enterprises mostly put society's or the environment's needs above their own and possibly
even the individual needs in the workforce.

They also disagreed that headhunting or executive search firms aid in identifying potential
external candidates for succession. This could be because it all boils down to one's good
consciousness and whether they are willing to put themselves in this line, where the rewards
are greater for society.

Many respondents agreed that employee and stakeholder feedback could be employed to
monitor and evaluate the effectiveness of their organization's external succession planning
process. Pertaining that, peer evaluation, performance appraisal, customer satisfaction
survey and even supplier feedback may generate useful information on the external
employees to determine how effective this type of planning is for the sustainability of a social
enterprise.

This study also reveals that most respondents agreed, "Ensuring diverse representation in the
candidate pool allows for greater diversity and inclusion in my organization's external
succession planning process". Agreeing does not reflect whether social enterprises practice
diversity and inclusion (D&l) via their candidate pool. However, the respondents believe this
practice may aid the external succession planning process. Most respondents had a positive
perception of the statements, as the overall mean score for this variable is 2.84, based on
Table 4.8.
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Table 4.4
Mean Scores and Standard Deviations for Each Item on External Succession Planning
No. | Item N Mean Standard
Deviation
1 External succession planning s 188 5 60 0.940

important to my organization
Headhunting or executive search firms
2. help identify potential external | 188 2.73 0.917
candidates for succession

Employee and stakeholder feedback
3. can be usgd to monitor and t'eval'uate 188 3.02 0.821
the effectiveness of my organization's
external succession planning process
Ensuring diverse representation in the
candidate pool allows for greater
4. diversity and inclusion in my | 188 3.09 0.900
organization's external succession
planning process

Analysis of Boomerang Succession Planning

With a mean score of 2.99, as per Table 4.5, most respondents agreed that monitoring and
maintaining contact with former employees help identify potential boomerang candidates for
succession as various platforms such as LinkedIn, Facebook and WhatsApp assist in that.
However, there may be a chance for them to disagree as boomerang candidates probably
could rob their job opportunities.

When assessing potential former candidates, past performance and organizational
contributions are key criteria, which may be why most respondents agreed. Knowing a former
employee's track record is crucial for the company's sustenance, especially if it plans to return
them.

Moreover, many also agreed that leadership assessments are important tools to assess the
readiness of potential boomerang successors for leadership roles. Boomerang candidates
may have to take on a different role, bigger challenges and different tasks. Thus, these
assessments may help determine if they are currently equipped to meet the company's
demands.

Integration with existing teams and projects allows boomerang successors to be onboarded
and integrated back into the organization — the majority of them also agreed with this
statement, as it probably enables these successors to figure out how to mesh with the
members of the company as their former colleagues may not be around. Still, more young
blood in tune with the current era is present.

All in all, the respondents positively perceived all the statements, as the overall mean score
for this variable is 3.08, based on Table 4.8.
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Table 4.5
Mean Scores and Standard Deviations for Each Item on Boomerang Succession Planning
No. | Item N Mean Stan.da'rd
Deviation

Monitoring and maintaining contact with former
1. | employees help identify potential boomerang | 188 | 2.99 | 0.859
candidates for succession

Past performance and contributions to the
2. | organization are key criteria to consider when | 188 | 3.21 | 0.756
evaluating potential boomerang successors

Leadership assessments are important tools to assess
3, |the . 188 | 3.15 | 0.733
readiness of potential boomerang successors for
leadership roles

Integration with existing teams and projects allows
4. boomerang successors to be onboarded and integrated | 188 | 3.16 | 0.760
back into the organization

Analysis of Sustainability of Social Enterprise Business

Based on Table 4.6, most respondents agreed that succession planning toward sustainable
leadership performance promotes their organization's sustainability. Since the majority did
not strongly agree with this statement, there is insinuation that other factors such as profit
margin, value to investors or technological advances may also play a part in the sustenance
of their organization.

Furthermore, the respondents also agreed that D&l is ensured in their organization through
the candidate pool, but with a mean far from the strongly agreeing point. As stated in Chapter
2, social enterprises are known for furnishing employment to the disadvantaged, which
indicates D&l in their workforce. However, this research has revealed that social enterprises
do not strongly integrate D&l in their succession planning to sustain their business.

Similarly, the majority of the respondents were confident but not overly confident by agreeing
that succession planning promotes their organization's sustainability, which indicates that
there is room for other factors to play a part in the sustainability of the social enterprise
business.

Lastly, most respondents were close to strongly agreeing that awareness about a candidate's
ability to assume critical future roles makes their organization's workforce future-ready,
hence providing a distinct business advantage. This shows that innovation and creativity
provide a business advantage of long-term sustenance, and even an individual's leadership
ability can play a part.

In general, the respondents had a positive perception of all the statements, as the overall
mean score for this variable is 3.42, based on Table 4.8.
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Table 4.6
Mean Scores and Standard Deviations for Each Item on Sustainability of Social Enterprise
Business

No. | Item N Mean Stan.da'rd
Deviation

Succession planning toward

1 sustainable Ieadershi_p P?rformance 188 3.42 0.645
promotes the sustainability of my
organization
Diversity and inclusion are ensured in

2. my organization through the candidate | 188 3.16 0.780
pool
| am confident that succession planning

3. promotes the sustainability of my | 188 3.35 0.742
organization
Awareness about a candidate's ability
to uptake critical future roles makes my

4. organization's workforce future-ready, | 188 3.41 0.653
thus providing a distinct business
advantage

Discussion

Relationship between Relay Succession Planning and Sustainability of Social Enterprises
The researcher of this study discovered that relay succession planning contributes the most
to the sustainability of the social enterprise business since there was a positive relationship
between these two variables. This approach may work the best and is most effective for social
enterprises, perhaps due to HR and management having a thorough idea of which employee
has passion and competency being in the line, as well as who may stay in this line for a long-
term, thus being a suitable candidate or heir to take up vacant positions in the future and
ensuring the sustainability of the business. This finding echoed the literature whereby the risk
of choosing the wrong candidate is minimized.

Employees in social enterprises may also prefer this approach as the future candidate can
acquire a wider range of understanding about internal operations and external considerations
whilst avoiding competing with other candidates for a post. Moreover, social enterprises have
several working members in the workforce and sparse resources available to train the chosen
heir or successor. Sometimes, they have one or two leaders or managers in the force. Relay
succession planning is suitable for these social enterprises as performance management,
tracking, and training may be easier. Additionally, social enterprises focus on service and have
multiple projects in hand. Hence, due to time constraints having to work 'on' the business
rather than 'in' the business (Booth et al., 2019), relay is again the preferred method.
Moreover, employees in social ventures are more intrinsically motivated (Hayek et al., 2015)
by self-actualization and feeling of fulfilment through purposeful, meaningful work, etcetera.
Ergo, intrinsic rewards may be higher for the chosen candidate during the relay succession
process. This type of reward can be used as a motivational tool. Consequently, these
candidates can align their needs with the enterprise, boost their performance behaviour for
social enterprise's changing nature and business continuity, and experience elevated job
responsibility and recognition.
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Relationship between Non-relay Succession Planning and Sustainability of Social Enterprises
This present study also found a significant positive relationship between non-relay succession
planning and the sustainability of the social enterprise business. Large-sized social enterprises
with an official or formal organizational structure may find non-relay succession planning to
work, hence the positive relationship. These companies probably find it easier to find the best
candidate through a competitive process that would benefit the business' sustainability in the
long term due to vigorous screening and filtering.

Despite that, this variable is the third effective type of planning for sustaining a social
enterprise business. This may be because there are social enterprises comprising a small-sized
workforce and some that even consist of only two or three working members, which may
result in not needing this type of succession planning. Furthermore, the chief aim of social
enterprises is to develop job opportunities for the disadvantaged. Hence, many are in East
Malaysia or recruited from rural areas. Consequently, the labourers in these social enterprises
may not be potential candidates for non-relay succession planning.

Additionally, potential candidates in a horse race or competitive state may be concerned
about the consequences of not being chosen as the successor. The consequences could
include a lack of reward and talent management (Salau & Nurudeen, 2022), demotivation,
lower chances of career growth, and decreased sense of security. Eventually, the
consequences could decrease employee productivity and impact the business' sustenance.
Therefore, making sound judgments in choosing the right candidates for a non-relay is
challenging, and the consequences will be reflected in the sustainability of the social
enterprise business.

Relationship between External Succession Planning and Sustainability of Social Enterprises
The present study supports that external succession planning has a positive relationship with
the sustainability of social enterprise business. This could be because most small-scale social
enterprises encounter difficulties in choosing suitable successors from their limited internal
candidate pool, thus relying on outsiders. Furthermore, external candidates often meet the
requirements and demands of the business in current times. An external candidate from a
different industry or social enterprise business could bring various skill sets and fresh
perspectives that boost the sustenance of social enterprises.

However, it is the least effective type of succession planning among the four types for
business sustenance. Following the SS theory, external succession planning may not be the
best sustainable system as the competency of the successor may be insignificant for this
approach. This could be because this line involves much sacrifice and places employees' needs
second. Social enterprises prioritize working for society and working with those with
challenging conditions as they create social value instead of personal wealth. This line's
employees have different motivations than those in commercially driven sectors (Booth et al.,
2019). Therefore, external succession can differ in the context of social enterprises.
Moreover, this type of business depends on unpaid (volunteers) and paid (employees)
working members. Therefore, an external employee chooses to join the line, making this
planning the least effective. A predecessor could choose external candidates from outside the
business. Still, it all ties down to the willingness of potential successors to involve themselves
in the succession planning of social enterprises. Thus, this study indicates that external
succession planning is effective to a certain extent for the sustainability of social enterprises.
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Relationship between Boomerang Succession Planning and Sustainability of Social
Enterprises

The current findings indicated that boomerang succession planning is the second-highest
contributor to the sustainability of a social enterprise business, thus reporting a significant
positive relationship between those two variables. Reiterating the literature, retirees hired
on contract can be regarded as boomerangs. Notably, there were 33 participants between
the ages of 45 and 59 and 29 aged above 60, thus making up 62 participants, more than the
largest age range group. The former group of participants are the ones that probably think
more about retirement, while the latter are retirees. Therefore, these two groups may
perceive that boomerangs could play a role in sustaining social enterprises whilst having
access to job opportunities and occupying free time at their age. Projects also sustain social
enterprises, and boomerangs can be a great source of help by uptaking them if they are
potential candidates.

Furthermore, social enterprises in Malaysia stepped up to assist those in need when the
nation underwent its partial shutdown to restrain the COVID-19 virus. They toiled to stay
afloat as their sources of income dried up (Anand, 2020). Most restrictions were eased up in
2022. Thus, these SEs may be experiencing an overwhelming aftermath on the businesses'
sustainability. Additionally, the employees may be experiencing turmoil seeing the
management struggle to keep the company afloat. This could lead them to believe they need
robust leaders to weather through this period. As a result, they may perceive former
employees or boomerangs as critical in navigating turbulence as they have more experience.
In addition to that, volunteers made up the second largest group of respondents in this
research. Social enterprises heavily rely on volunteers to sustain their business as they need
all hands on deck in projects. However, over-reliance on volunteers must be regarded
cautiously as it is not a sustainable long-term strategy (Badelt, 1997; O'Hara, 2001, as cited in
Booth et al., 2019). Instead of fully entrusting the sustenance of social enterprises into the
hands of volunteers, boomerangs are good options, too, since this paper revealed that
boomerang succession planning is second to relay succession planning in terms of its
effectiveness towards the sustainability of social enterprises.

Implication

Profit-centred companies typically focus on the triple bottom line, transparency and ethical
considerations, or corporate social responsibility as the impetus for their company's
sustainability. However, this study has revealed that even an HRM-related matter, such as
succession planning, often overlooked and not given much thought by company employees
since it is not their domain, can help with a company's sustainability and, in this case, a social
enterprise. The essential step is to determine which type of succession planning is ideal for
the differences and nature of the firm because no single type of succession planning can be
employed as a workable succession plan for all social enterprises (Salleh & Rahman, 2017).
Therefore, the practical implication of this research is of interest in selecting a candidate or
candidates based on organizational needs rather than the individual's capabilities only for an
effective succession regardless of the type of planning because, ultimately, social enterprises
must be in alignment with the organizational goals and needs that would result in business
sustainability. Social enterprises should also strongly integrate D&I into this process as it may
aid sustenance. Subsequently, time needs to be devoted to selecting, training, evaluating,
mentoring, and creating a transition schedule for the future direction of the social enterprise.
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MEDAC and MaGIC can also provide T&D to the employees in this line to make them better
candidates in succession planning.

Concerning the management of HR, the implications of the results also showed that social
enterprises could implement any succession planning(s) for the long-term viability of their
business, as this study indicates that profit or advancement in technology is not the only
contributing factors to a social enterprise's survival rate. Potential candidates must yearn to
keep the business functioning well and strive for its future success (Glenn, 2016), particularly
small social enterprises, hence heightening the cruciality of employing the most suitable
formal type of succession plan. Managers and HR must constantly observe and set apart
talent from the candidate pool via any succession planning that fits the nature of the business.
For that, both management and HR must be resilient and agile.

As a result, the survival rate of social enterprises will be higher. The Malaysian government
should set a legal definition of social enterprise in Malaysia to mitigate prevailing confusion
and eradicate the notion that they are not profit-making businesses. For that matter, they do
make a profit but for society, not for personal wealth accumulation. The Ministry of Higher
Education (MoHE) Malaysia should also consider including succession planning materials in
the syllabus to develop more young social entrepreneurs. A legal definition, a better
understanding of social enterprises and succession planning could attract promising talents
and the future generation to be independent changemakers and continue the viability of
social enterprises in Malaysia.

In addition, referring to the list of social enterprises in Malaysia on MaGIC's website, many
have become inactive and closed despite promising and innovative business concepts. This
could be due to inadequate planning for succession, whereby death or sudden departure of
the predecessors or founders have transpired. For those reasons, HR practitioners or
administrators (or CEOs, founders, and co-founders in the absence of HR personnel) of social
enterprises should consider succession planning as a critical factor and strategic process
under talent management because social enterprises have a positive impact on this nation's
economy (Povera, 2022). Hence their longevity is important. They may develop a systematic
and proactive succession plan that institutionalizes leadership development, holds employees
accountable for succession planning and raises the standards for performance and continuous
learning as development priorities change (Salleh & Rahman, 2017). In this process, they are
encouraged to employ different assessment tools to thoroughly evaluate the effectiveness of
the chosen succession plan and curtail levels of risk, uncertainty and business failure.
Additionally, to experience effectiveness, continuous mentorship, coaching and T&D must be
integrated into the process of succession plans. Doing so may avoid or mitigate leadership
and performance breakdown and possible business longevity issues. Candidates must have a
balance between social and commercial knowledge too. Eventually, the thoroughness of this
process may be reflected in the future performance of social enterprises and their continuity.

Conclusion

In conclusion, the chief objective of this study was to examine the relationship between relay,
non-relay, external, boomerang succession plannings and sustainability of social enterprise
business. The results of this paper showed that all four independent variables have a positive
and significant relationship to the sustainability of SEs, with baton-passing being the most
effective. All in all, succession planning is critical for the long-term sustainability of an
organization. It can be quite challenging, especially in the social enterprise field, where the
needs of the society or environment outweigh their own in sustaining their business because
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they prioritize social value. Since succession planning is vital for an organization's
sustainability, it should be deployed as strategic management by SEs.
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Abbreviation

BSP Boomerang Succession Planning

CEO Chief Executive Officer

COVID-19 Coronavirus disease

D&l Diversity and Inclusion

ESP External Succession Planning

HR Human Resources

HRM Human Resource Management

MaGlIC Malaysian Global Innovation & Creativity Centre
MEDAC Ministry of Entrepreneur Development and Cooperatives
NSP Non-relay Succession Planning

RSP Relay Succession Planning

SPSS Statistical Package for the Social Sciences
SS Sustainability Science

SSE Sustainability of Social Enterprise

T&D Training and Development
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