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Abstract - Succession P1anning is a strategy f0r passing each key 1eadership r01e within a c0mpany t0 s0me0ne e1se in 

such a way that the c0mpany c0ntinues t0 0perate after the incumbent 1eader is n0 10nger in c0ntr01. Successi0n 

p1anning ensures that businesses c0ntinue t0 run sm00th1y, hence the study intends to know the critical attributes 

considered in choosing the forthcoming Monitor to escalate the business in to next level. 
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I. INTRODUCTION 

Successi0n P1anning is needed by any business that wants 

t0 be vibrant and a surviv0r in the current scenari0 0f cut-

thr0at c0mpetiti0n,successi0n p1anning is the traditi0na1 

name f0r the pr0cess that c0mpanies use t0 identify and 

deve10p 0ne 0r m0re direct success0rs f0r management 

p0siti0ns.Successi0n p1anning aids n0t 0n1y identifying 

qua1ified and m0tivated candidates f0r pr0m0ti0n t0 

executive p0siti0ns, but a1s0 deve10ping their capabi1ities 

in a manner that wi11 prepare them t0 perf0rm effective1y 

in 1eadership p0siti0ns (Stinchc0mb et a1., 2010). 

Theref0re, it is very vita1 t0 1ink successi0n p1anning t0 

business strategy t0 0btain need kind 0f pe0p1e with the 

needed set 0f ski11s f0r the future. H0wever, this 1inkage 

has n0t been achieved in rea1 w0r1d even in 0rganizati0ns 

with best successi0n p1anning (Karaevi1 and Ha11, 2003). 

Management c0mmitment 1ike any 0ther 0rganizati0na1 

wide pr0gram is critica1 f0r successfu1 imp1ementati0n 0f 

Successi0n P1anning.Be1agavi is a pi0neer in the 

deve10pment 0f F0undry Industria1 Sect0r in Karnataka 

by manufacturing Ir0n & Stee1 castings catering t0 the 

needs 0f Genera1 Engineering, Machine T001s, 

Aut0m0bi1es, Tract0r C0mp0nents, Pumps & M0t0r B0dy 

Castings. Be1agavi is having m0re than 160 f0undries in 

the range fr0m Micr0, Sma11, Medium & 1arge Sca1e 

Industries pr0ducing m0re than 1.6 1akhs t0ns 0f casting 

per annum which is va1ued ab0ut m0re than 700 cr0res 

per annum. 

Theref0re the G0vernment of Karnataka has estab1ished 

the f0undry c1uster f0r Be1agavi. And it is one of the 

biggest f0undry c1uster in India. H0wever, c0mpetiti0n, 

cha11enging c0nsumer‘s expectati0n and ec0n0mic 

c0nditi0n are f0rcing the f0undry industry t0 have a re-

100k at their HRD strategies. This is essentia1 t0 kn0w 

h0w they are preparing t0 manages the change. 

C0nsidering imp0rtance 0f the f0undry industry, it is quite 

necessary t0 c0ncentrate up0n its deve10pment and further 

gr0wth f0r the deve10pment 0f the district, state and 

u1timate1y that 0f the nati0n. The main 0bstac1e as stated 

ear1ier in this industry is that 0f unavai1abi1ity 0f ski11ed 

1ab0ur f0rce. Theref0re it is quite necessary t0 take 

c0rrective measure in this directi0n. This study wi11 be 

usefu1 t0 f0undry industry particu1ar1y in Be1agavi 

district in the f0rm 0f its 0utc0me. 

II. SCOPE 0F THE STUDY 

The research f0cused 0n successi0n p1anning in the 

f0undry industry in Be1agavi, Karnataka State. 

Genera11y, manufacturing c0mpanies are c0nsidered in 

c0ntr011ing a re1ative1y sma11 share 0f their market 

p1ace and is usua11y managed by 0wners 0r part 0wners 

in a pers0na1ized way, and n0t thr0ugh the medium 0f an 

f0rma1ized management structure. The success 0f their 

management structure depends 0n pr0per successi0n 

p1anning and deve10pment 0f 1eadership. Successi0n 

p1anning aims at transferring inf0rmati0n and kn0w1edge 

fr0m the f0under t0 the success0r 0f the business as the 

f0under gr00ms the success0r 0n h0w t0 run the business 

as it resu1ts in the c0ntinuati0n 0f the business after the 

death 0r retirement 0f the f0under whereas 1eadership 

deve10pment faci1itates the managers 0f these f0undry 

c0mpanies t0 prepare their ski11s f0r the deve10pment 0f 

the next generati0n 0f 1eader rather than h0w t0 1ead. 

Theref0re, successi0n p1anning and 1eadership 

deve10pment he1ps the 0rganizati0ns t0 decide h0w and 

when the management, 0wnership and c0ntr01 0f the 

business wi11 be transferred t0 subsequent 0wners th0se 

having pr0per expertise and creative abi1ity in the re1ated 

fie1d. 

III. LITERATURE REVIEW 

Ny0ni, Thabani (2019), 1ack 0f pr0per successi0n 

p1anning is 0ne 0f the maj0r causes 0f SMEs c10sure 0r 

fai1ure after the death 0r retirement 0f f0under. 

Zimbabwean SMEs are n0t an excepti0n. This study seeks 

t0 ana1yze fact0rs affecting successi0n p1anning in SMEs 

in Zimbabwe. Emp10ying the questi0nnaire as a data 
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c011ecti0n instrument and re1ying 0n heter0gene0us 

samp1ing, the study; wh0se rec0mmendati0ns are 4-f01d, 

basica11y f0und 0ut that there is need f0r pr0per 

successi0n p1anning if Zimbabwean SMEs are t0 

circumvent the pr0b1em 0f disc0ntinuity after death 0r 

retirement 0f f0under. The c0ntributi0n 0f SMEs t0 the 

ec0n0my is genera11y n0t questi0nab1e, especia11y in 

deve10ping c0untries and Zimbabwe is n0t an excepti0n. 

SMEs fai1ure 0r c10sure after the death 0r retirement 0f 

the f0under is quite c0mm0n in Zimbabwe due t0 1ack 0f 

pr0per successi0n p1anning. This study 100ked at fact0rs 

affecting successi0n p1anning in Zimbabwean SMEs. The 

resu1ts 0f this endeav0r are genera11y envisaged t0 he1p 

Zimbabwean sma11 business 0wners in understanding the 

imp0rtance 0f successi0n p1anning in their businesses. 

Paul Cant0r (2005), C0mpetency m0de1s he1p in 

estab1ishing the 1ink between successi0n p1anning and 

1eadership deve10pment. C0mpetency gap ana1ysis 

f0110wed by c0mpetency based deve10pment 0ffers the 

c0mp1ete suite 0f deve10pment needs and interventi0ns. 

C0mpetencies are geared t0 the 0rganizati0n‘s 

requirements in the present and the future they c0u1d be 

c0re c0mpetencies (a1igned t0 the 0rganizati0n‘s missi0n 

and va1ues), functi0na1 c0mpetencies (a1igned t0 c0re 

nature 0f w0rk) and 1eadership c0mpetencies (a1igned t0 

1eadership requirements 0f the 0rganizati0n). 

Basavaraj S Tigadi, Shivashnakar.K (2019), Successi0n 

planning is one such pr0cess which cann0t be ign0red 

keeping in mind the c0mpetitive industries. Strengthening 

this pr0cess directly impacts the 0rganizati0n as it is the 

n0urishment 0f talent. Successi0n planning is a key in the 

current scenari0 0f tight talent markets and c0mpetitive 

times. Strengthening talent has a direct impact 0n b0tt0m 

line results and c0ntributes t0 0rganizati0nal gr0wth. 

Hence devel0pment at talent level is a must f0r 0verall 

0rganizati0nal devel0pment. 

Basavaraj S Tigadi, Shivashnakar.K (2019), the study 

revealed that the vari0us fact0rs influencing the successi0n 

planning in Indian f0undry industry with reference t0 

Belagavi regi0n 0f Karnataka. The findings sh0w that the 

business size has a p0sitive influence 0n business 

successi0n planning, the bigger business being given the 

first pri0rity. In c0ntrary, increase in inv0lvement 0f 

family members in industry has n0 influence 0n successi0n 

planning. It further c0ncludes that gender has an effect 0n 

successi0n planning and that the 0wners wh0 have l0w 

level 0f educati0n die with their businesses because they 

rarely prepare the success0rs. The study rec0mmends that 

the 0wners 0f f0undries sh0uld prepare the right business 

success0rs in time t0 make their businesses remain 

sustainably. 

Shar0n. M. Ashanda, (2015),  in the study entitled 

Fact0rs Influencing Strategic Successi0n Planning f0r 

Small & Medium Family Enterprises the auth0r identify 

the fact0rs which determine successive strategic 

successi0n plans f0r family SME businesses in Nair0bi 

Central Business District. In this paper the auth0r has used 

descriptive survey design t0 ascertain and describe the 

characteristics 0f the variable 0f interest in this situati0n.  

Maphisa, S. M., Zwane, B. K., & Nyide, C. J. (2017), 

this research s0ught t0 expl0re managements’ percepti0ns 

0f successi0n planning and the impact it has 0n retenti0n at 

a Sugar Manufacturing C0mpany. It can be c0ncluded that 

despite the existence 0f successi0n planning p0licies and 

training and devel0pment pr0grammes at the investigated 

c0mpany, there is still lack 0f effective implementati0n 0f 

such practices within the c0mpany. C0ntributing t0 the 

lack 0f successful implementati0n 0f these pr0grammes 

are several fact0rs which the study f0und t0 be limiting 

fact0rs.  It is rec0mmended that t0p management be seen 

as drivers 0f successi0n planning by actively pr0viding 

platf0rms that enc0urage these practices. T0p 

managements’ participati0n will facilitate in pr0viding 

leadership and directi0n regarding the implementati0n 0f 

successi0n planning. It is rec0mmended that the c0mpany 

devel0p an internal talent search system. This will help 

channel the successi0n planning res0urces efficiently. 

Chacha Magasi (2016), the study intended t0 investigate 

fact0rs influencing business successi0n planning am0ng 

Small and Medium Enterprises (SMEs). It assessed h0w 

dem0graphic characteristics, business size, and family 

related fact0rs influence business successi0n planning. The 

study c0ncludes that SMEs 0wners d0n’t prepare the 

business success0rs while still energetic. It further 

c0ncludes that gender has an effect 0n business successi0n 

planning and that the 0wners wh0 have l0w level 0f 

educati0n die with their businesses because they rarely 

prepare the success0rs. The study rec0mmends that the 

0wners 0f SMEs sh0uld prepare the right business 

success0rs in time t0 make their businesses remain 

sustainably. 

IV. MATERIALS AND METHODS 

Descriptive research design was adopted for the study 

considering the nature and scope of the study. Emphasis 

was given on studying the Critical Attributes for 

Succession planning in foundry Industry in Belagavi 

District of Karnataka. Primary data was collected by 

taking response of different Categories of Employees 

working in the Foundries of the study area with help of pre 

validated structured questionnaire. Secondary data was 

elicited from different websites and Records/Documents 

available with industries and line department for the study. 

And the data was collected from totally 86 industries and 

collected data was analyzed by using the appropriate 

statistical tools like Frequencies and percentage which aids 

in arriving meaningful inferences for the study.  

Results and Discussion 

Important attributes that lead for change in leadership 

(Succession Planning) 
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Table 1: Agility to the organization (faster decision 

making etc) 

         

    Neither     

Sl. 

No Particulars 

Strongly 

Agree 

agree 

Disagree 

Strongly   

agree nor Disagree 

  

      

    disagree     

 

Change in leadership 

brings        

a 

agility to the 

organization (faster 10 41 34 1 0   

 decision making etc)        

         

         

(Source: Primary data from field survey) 

 

Graph 1. : Agility to the organization (faster decision 

making etc) 

Interpretation 

The study describes about 60% of the firms agree that 

leadership change bring agility i.e. 

Faster decision making in the organization. 

Table 2. : Creativity for better results in the future 

         

Sl. 

No Particulars 

Strongly 

Agree 

Neither 

agree 

Disagree 

Strongly   

agree nor Disagree 

  

      

    disagree     

 

Change in leadership 

brings        

b 

creativity for better 

results in the 14 32 40 0 0   

 future        

         

(Source: Primary data from field survey) 

 

Graph 2. : Creativity for better results in the future 

 

 

Interpretation 

The study research reveals that the 47% of the firms don’t 

have any opinion about possibility of creativity infusion in 

the organization for better results due to change in 

leadership. 

Table 3. : Enhances vision / sustainability of the 

organization 

         

    Neither     

Sl. 

No Particulars 

Strongly 

Agree 

agree 

Disagree 

Strongly   

agree nor Disagree 

  

      

    disagree     

 

Change in leadership 

enhances        

c 

vision / sustainability 

of the 15 33 38 0 0   

 organization        

         

(Source: Primary data from field survey) 

 

Graph 3. : Enhances vision / sustainability of the organization 

Interpretation 

The research study reveals that the, 56% of the firms 

believe that change in leadership enhances vision of the 

organization where as 44% expressed no opinion on the 

same. 

Table 4. : Adaption of dynamic business environment 

         

Sl. 

No Particulars 

Strongly 

Agree 

Neither 

agree 

Disagree 

Strongly   

agree nor Disagree 

  

      

    disagree     

d 

Change in leadership 

helps 

19 31 36 0 0 

  

organization to adapt 

to the   

 

Dynamic business 

environment.        

         

(Source: Primary data from field survey) 

 
Graph 4. : Adaption of dynamic business environment 
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Interpretation 

The study survey reveals that the 58% of the firms believe 

that change in leadership helps organizations prepare 

better for the dynamic business environment. 

Table 5: Promotion of growth perspectives 

         

Sl. 

No Particulars 

Strongly 

Agree 

Neither 

agree 

Disagree 

Strongly   

agree nor Disagree 

  

      

    disagree     

e 

Change in leadership 

fosters 

19 39 27 1 0 

  

(promotes) growth 

perspectives 

  

        

         

       

 

(Source: Primary data from field 

survey)      

 

 

Graph 5: Promotion of growth perspectives 

Interpretation 

The collected data provides information that the Majority 

(67%) of the firms believe that change in leadership foster 

growth prospects of the firm. 

Table 6: Expansion of market (going international, 

product portfolio) 

         

    Neither     

Sl. 

No Particulars 

Strongly 

Agree 

agree 

Disagree 

Strongly   

agree nor Disagree 

  

      

    disagree     

         

 

Change in leadership 

helps        

f 

organization to expand 

market 

15 37 33 1 0 

  

(going international, 

product 

  

        

 portfolio)        

       

 

(Source: Primary data from field 

survey)      

 

 

Graph 6: Expansion of market (going international, 

product portfolio) 

Interpretation 

The collected data provides information that the over 61% 

of the firms are of the opinion that the change in 

leadership helps organization to expand market especially 

in case of going international. 

Table 7: Generation of new & futuristic ideas and 

processes 

         

Sl. 

No Particulars 

Strongly 

Agree 

Neither  

agree 

Disagree 

Strongly   

agree nor Disagree 

  

      

    disagree     

g 

Change in leadership 

brings new 

27 48 7 4 0 

  

& futuristic ideas and 

processes 

  

        

         

       

 

(Source: Primary data from field 

survey)      

Interpretation 

The study reveals that the large majority (87%) of the 

firms agree that change in leadership brings fresh ideas 

and processes for growth and development of 

organization. 

Table 8: Resolving crisis in the organization 

         

Sl. 

No Particulars 

Strongly 

Agree 

Neither 

agree 

Disagree 

Strongly   

agree nor Disagree 

  

      

    disagree     

 

Change in leadership 

helps in        

h resolving crisis in the 19 52 14 1 0   

 organization        

         

(Source: Primary data from field survey) 

Interpretation 

The research describes 83% of the firms believe that 

change in leadership helps in resolving crisis in the 

organizations. 
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Table 9 : Ranking by Mean by importance of the personnel in succession planning 

        

Sl. 

   

Std. 

Ranking   

Particulars Mean Variance by Mean 

  

No. Deviation 

  

   

Score 

  

       

a 

The Proprietor / Board of 

4.84 0.16 0.40 1 

  

Directors /Partners 

  

       

        

b 

The 

4.48 0.63 0.79 2 

  

CEO/MD/COO/CFO/GM 

  

       

        

c The Managerial Level 3.59 0.62 0.79 3   

        

        

 (Source: Primary data from field survey)    

Interpretation 

The study describes that, it is quite evident that the highest decision making body is primarily responsible for decision related 

to succession planning, implementation and leadership change. 

Table 10: Ranking by Mean by the Reasons for change in leadership (Succession Planning) in terms of importance. 

       

Sl. 

No 
Particulars Mean Variance 

Std. 

Deviation 

Ranking by 

Mean Score 

 

 

 

a 
Age factor of the existing 

leadership 
3.61 0.45 0.67 3 

 

 

 

b Company policy of retirement 3.48 0.59 0.77 6 
 

c Change in vision of the firm 3.61 0.58 0.76 4 
 

d 
Change in macro environment (Technology, Legal, Social 

& Political) 
3.32 0.56 0.75 7 

 

e Need for change in growth(development) objective 3.52 0.46 0.68 5 
 

 

f Globalization and Expansion planning for the future 3.29 0.61 0.78 8 
 

 

g Mergers & Acquisition / Change in ownership 4.00 0.73 0.86 1 
 

 

h Crisis in organization 3.90 0.89 0.94 2 
 

       

 

Interpretation 

The data analysis show that, change in ownership is considered as major reason for the change in leadership followed by crisis 

in the organization and need for organizational growth. Globalization and Expansion planning for the future factor is a least 

important parameter for change in the leadership. 
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Table 11: Ranking by Mean by the Personal attributes of the successor in terms of its Importance 

        

 

Sl. 

   

Std. 

Ranking  

 

Particulars Mean Variance by Mean 

 

 

No Deviation 

 

    

Score 

 

       

 A PERSONAL ATTRIBUTES      

        

 i Experience in related field 4.55 0.26 0.51 1  

 ii Relevant Education Qualification 3.87 0.45 0.67 9  

 iii Self-confidence 4.16 0.81 0.90 6  

 iv Business know-how (Knowledge) 4.26 1.07 1.03 3  

        

 

v 

Loyalty (trustworthiness) to 

4.10 1.36 1.17 7 

 

 

organization 

 

       

 vi Positive Attitude (Approach) 4.39 0.51 0.72 2  

        

 vii Patience (Tolerance) 3.77 0.78 0.88 10  

        

 viii Ability to accept the challenges 4.23 0.91 0.96 5  

        

 ix Adaptability ( Flexibility) 3.74 1.07 1.03 11  

        

 

x 

Democratic (self-governing) 

4.07 0.80 0.89 8 

 

 

nature 

 

       

 

xi 

Ability to take tough decisions 

4.23 0.71 0.85 4 

 

 

when needed 

 

       

      

  (Source: Primary data from field survey)    

Interpretation 

The data analysis shows that, the experience in the relevant field, positive attitude/approach and Business know-how 

(Knowledge) are considered as most important elements of personal attributes of the leadership. 

Table 12: Ranking by Mean by the Attributes in respect of Values of the successor in terms of its importance. 

         

     

Std. 

Ranking   

Sl. No Particulars Mean Variance 

 

by Mean 

  

 

Deviation 

  

     

Score 

  

        

B VALUES        

         

i Honesty (Truthfulness) 4.32 0.23  0.48 1   

         

ii Integrity (Reliability) 4.10 0.62  0.79 3   

         

iii Ambitious (Determined) 4.03 0.83  0.91 4   

         

iv Empathy (Sympathy) 3.74 0.53  0.73 5   

         

v Humility (Humbleness) 3.71 0.81  0.90 6   
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vi Self respect 4.23 0.65  0.81 2   

         

         

 (Source: Primary data from field survey)     

Interpretation 

The data analysis shows that, the firms expect leader to be honest and have self respect. Interestingly empathy and humility are 

considered less important attributes. 

Table 13: Ranking by Mean by the Attributes in respect of knowledge of the business of the successor in terms of its 

importance 

         

Sl. 

    

Std. 

Ranking   

Particulars Mean Variance 

 

by Mean 

  

No 

 

Deviation 

  

    

Score 

  

        

C KNOWLEDGE OF THE BUSINESS       

         

i Experience 4.45 0.32  0.57 1   

         

ii Vision 4.42 0.52  0.72 3   

         

iii 

Commitment (Dedication) to 

4.39 0.65 

 

0.80 4 

  

organization Objectives 

   

        

iv 

Understanding of the 

4.45 0.39 

 

0.62 2 

  

business process 

   

        

         

         

 (Source: Primary data from field survey)     

Interpretation 

The data analysis shows that, having business experience and understanding business process are vital characteristics of a 

leader. 

Table 14: Ranking by Mean by the Attributes in respect of management skills of the successor in terms of its 

importance 

        

    

Std. 

Ranking   

Sl. No Particulars Mean Variance by Mean 

  

Deviation 

  

    

Score 

  

       

D MANAGEMENT SKILLS       

        

i Decision making 4.55 0.32 0.57 1   

        

ii Risk management 4.32 0.56 0.75 4   

        

iii Stress management 3.97 0.83 0.91 11   

        

iv Delegation (Allocation) Skills 4.13 0.58 0.76 8   

        

v Planning and organizing 4.36 0.64 0.80 3   
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vi Ethics (Principles) 4.29 0.48 0.69 5   

        

vii 

Interpersonal Skills 

4.03 1.10 1.05 10 

  

(relationship with persons) 

  

       

viii Problem Solving Skills 4.39 0.38 0.62 2   

        

ix Creative thinking 4.10 1.16 1.08 9   

        

x Time Management 4.23 0.85 0.92 7   

        

xi Communication Skill 3.71 0.95 0.97 13   

        

xii Technical Skills 3.84 0.94 0.97 12   

        

xiii Team Work 4.26 0.67 0.82 6   

        

        

 (Source: Primary data from field survey)     

Interpretation 

The data analysis reveals that, the leader is expected to have higher decision making skills followed by problem solving and 

planning & organizing skills. Communication and Technical skills are considered relatively less important. 

Table 15: Ranking by Mean by the Attributes in respect of employee leadership of the successor in terms of its 

importance 

        

 

Sl. 

   

Std. 

Ranking  

 

Particulars Mean Variance by Mean 

 

 

No Deviation 

 

    

Score 

 

       

 E EMPLOYEE LEADERSHIP      

        

 i Trust of Employees 4.13 0.18 0.43 1  

        

 ii Followership of Employees 3.84 0.47 0.69 5  

        

 iii Respect of Employees 4.13 0.25 0.50 2  

        

 iv Team building skill 3.87 0.52 0.72 3  

        

 

v 

Recognizing and 

3.87 0.58 0.76 4 

 

 

acknowledging the work 

 

       

        

        

  (Source: Primary data from field survey)    

 Interpretation      

The data analysis describes that, Trust of Employees and Respect of employees are vital for the successful leader. 
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Table 16: Ranking by Mean by importance of the personnel in succession planning 

        

Sl. 

   

Std. 

Ranking   

Particulars Mean Variance by Mean 

  

No. Deviation 

  

   

Score 

  

       

a 

The Proprietor / Board of Directors / Partners 

4.81 0.16 0.40 1 

  

   

        

b 

The 

4.48 0.33 0.57 2 

  

CEO/MD/COO/CFO/GM 

  

       

c The Managerial Level 3.45 0.39 0.62 3   

        

 (Source: Primary data from field survey) 

Interpretation 

The study describes that, it is quite evident that the highest decision making body is primarily responsible for decision related 

to succession planning, implementation and leadership change. 

Table 17: Ranking by Mean by the Reasons for change in leadership (Succession Planning) in terms of importance. 

 

        

Sl. No Particulars Mean Variance 

Std. Ranking by   

Deviation Mean Score 

  

      

        

a 

Age factor of the existing 

3.68 0.71 0.84 7 

  

leadership 

  

       

b 

Company policy of 

3.74 0.75 0.86 5 

  

retirement 

  

       

c 

Change in vision of the 

3.62 0.67 0.82 8 

  

firm 

  

       

 Change in macro       

d environment (Technology, 3.71 0.64 0.80 6   

 Legal, Social & Political)       

e 

Need for change in growth 

3.79 0.65 0.81 4 

  

(development) objective 

  

       

 Globalization and       

f Expansion planning for the 3.85 0.55 0.74 3   

 future       

g 

Mergers & Acquisition / 

3.97 1.06 1.03 2 

  

Change in ownership 

  

       

h Crisis in organization 4.06 1.15 1.07 1   

        

        

 (Source: Primary data from field survey)    
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Interpretation 

The data analysis show that, crisis in organization is considered as major reason for the change in leadership followed by 

Globalization and Expansion planning for the future for organizational growth. Globalization and Expansion planning for the 

future factor is a least important parameter for change in the leadership. 

Table 18: Ranking by Mean by the Personal attributes of the successor in terms of its importance 

         

 

Sl. 

    

Std. 

Ranking  

 

Particulars 

 

Mean Variance by Mean 

 

 

No 

 

Deviation 

 

     

Score 

 

        

 A PERSONAL ATTRIBUTES      

         

 i Experience in related field  4.74 0.20 0.45 1  

         

 

ii 

Relevant Education  

4.18 0.39 0.63 7 

 

 

Qualification 

  

        

         

 iii Self-confidence  4.65 0.24 0.49 3  

         

 

iv 

Business know-how  

4.65 0.24 0.49 3 

 

 

(Knowledge) 

  

        

         

 

v 

Loyalty (trustworthiness) to  

4.59 0.31 0.56 5 

 

 

organization 

  

        

         

 

vi 

Positive Attitude  

4.65 0.24 0.49 3 

 

 

(Approach) 

  

        

         

 vii Patience (Tolerance)  4.09 0.51 0.71 9  

         

 

viii 

Ability to accept the  

4.62 0.24 0.49 4 

 

 

challenges 

  

        

         

 ix Adaptability ( Flexibility)  4.18 0.45 0.67 8  

         

 

x 

Democratic (self-governing)  

4.21 0.41 0.64 6 

 

 

nature 

  

        

         

 

xi 

Ability to take tough  

4.71 0.21 0.46 2 

 

 

decisions when needed 

  

        

        

        

  (Source: Primary data from field survey)   

Interpretation 

The data analysis shows that, the experience in the relevant field, Ability to take tough decisions when needed and positive 

attitude/approach are considered as most important elements of personal attributes of the leadership 

 



International Journal for Research in Engineering Application & Management (IJREAM) 

ISSN : 2454-9150    Vol-06,  Issue-10, JAN 2021 

39 | IJREAMV06I1070027                          DOI : 10.35291/2454-9150.2021.0006                    © 2021, IJREAM All Rights Reserved. 

 

Table 19: Ranking by Mean by the Attributes in respect of Values of the successor in terms of its importance. 

         

     

Std. 

Ranking   

Sl. No Particulars Mean Variance 

 

by Mean 

  

 

Deviation 

  

     

Score 

  

        

B VALUES        

         

i Honesty (Truthfulness) 4.47 0.32  0.56 1   

         

ii Integrity (Reliability) 4.44 0.32  0.56 2   

         

iii Ambitious (Determined) 4.44 0.32  0.56 2   

         

iv Empathy (Sympathy) 3.82 0.45  0.67 5   

         

v Humility (Humbleness) 3.88 0.41  0.64 4   

         

vi Self respect 4.38 0.43  0.65 3   

         

         

 (Source: Primary data from field survey)     

Interpretation 

The data analysis shows that, the firms expect leader to be honest with integrity and ambitious. Interestingly empathy and 

humility are considered less important attributes. 

Table 20: Ranking by Mean by the Attributes in respect of knowledge of the business of the successor in terms of its 

importance 

        

     

Std. 

Ranking  

 

Sl. No Particulars Mean Variance by Mean 

 

 

Deviation 

 

     

Score 

 

       

 C KNOWLEDGE OF THE BUSINESS     

        

 i Experience 4.50 0.38 0.62 4  

        

 ii Vision 4.71 0.21 0.46 1  

        

 

iii 

Commitment (Dedication) to 

4.56 0.44 0.66 2 

 

 

organization Objectives 

 

       

        

 

iv 

Understanding of the business 

4.53 0.32 0.56 3 

 

 

process 

 

       

        

        

  (Source: Primary data from field survey)    
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Interpretation 

The data analysis shows that, having vision for the company and understanding business process are vital characteristics of a 

leader. 

V. CONCLUSION 

In this Disruptive Digita1/Techn010gica1 W0r1d. The 

successi0n P1anning is the akin f0r the gr0wth and 

deve10pment 0f the 0rganizati0n. Active1y pursuing 

successi0n p1anning ensures that emp10yees are c0nstant1y 

deve10ped t0 fi11 each needed r01e in y0ur 0rganizati0n. 

as the 0rganizati0n expands, 10ses key emp10yees, 

pr0vides pr0m0ti0na1 j0b 0pp0rtunities, and increases sa1e 

Thr0ugh 0ut 0f the study it was f0und that 0n1y few 

industries are c0nsidering the views 0f the emp10yees in 

successi0n p1anning pr0cess. Where in there are great 

chances 0f finding a fai1ure. Hence, t0p management need 

t0 f0110w the participat0ry Appr0ach (I.e. by Inv01ving the 

Representative 0f the Emp10yee) in se1ecting the Future 

1eader with high-p0tentia1 key 1eadership r01es within a 

0rganizati0n and deve10ping /expanding the business t0 

next H0riz0n. 
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