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ABSTRACT: 

The sugar fabricating industry in the arising economy is possibly at high danger of not accomplishing its objectives of 
expanding creation yield. This is expected to higher than normal time of producers, nonexistence of powerful progression 
wanting to assist the change to another age of cultivators, related expanding takeoff of ranchers from the business and trouble 
in drawing in new ability to the business because of the significant expense of section. This examination looked to investigate 
administrations' impression of progression arranging and the effect it has on maintenance at a Sugar Manufacturing Company. 
To accomplish the examination point and targets, a subjective methodology was used as an exploratory contextual 
investigation. A solitary contextual analysis was additionally picked on the grounds that this is a basic, one-of-a-kind and 
brilliant case and the specialists approached the case already blocked off to exact exploration. Purposive inspecting was 
utilized and all out of 15 chiefs took part in this examination. The examination tracked down that the organization isn't doing 
what's necessary to execute progression arranging programs despite the fact that there are potential applicants who can be 
prepared and formed into the executives positions. 

KEYWORDS: 
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PREAMBLE 

In this day and age, most associations' staff turnover is on 
the increment because of the shaky and exceptionally 
serious business climate (Sullivan, 2008, as refered to in 
Eshiteti, Okaka, Maragia, Odera and Akerele, 2013). 
Mehrabani and Mohamad (2011) express that a few 
factors that cause the unsteadiness in an association's 
labor force incorporate ailments, retirements, losses or 
securing better positions. Garg and Van Weele (2012) 
attest that the absence of legitimate progression arranging 
in an association can have an immediate impact of making 
business endless supply of vital participants. A ton of 
organizations in the assembling area are encountering a 
deficiency of gifted representatives attributable to 
retirements; passings, ability poaching and changing of 
occupations (Human Resource Development Council, 
HRDC, 2012). The Sugar Manufacturing Company, the 
association under examination, has not been insusceptible 
to such sad occasions. Examination shows that numerous 
associations are not prepared or exceptional to go up 
against the ability emergency when it happens as they for 
the most part need official progression arranging 
programs pointed toward making "a feeder pool" of 
exceptionally proficient staff individuals who might have 
the option to possess the executives positions later on 
(Eshiteti et al., 2013). 

Despite the fact that most organizations have progression 
arranging programs set up according to their 
arrangements, it isn't clear how successful these projects 
are (Gulzar and Durrani, 2014). The organization other 
examination is no special case for this marvel. All that is  

uncovered by the association through records and 
practices is that the association has different improvement 
programs that incorporate Internships, Learner-ships and 
Engineers-In-Training (EIT) stages. Be that as it may, these 
mediations don't frame part of a drawn out essential 
arrangement which will help the organization in the future 
as these students are typically delivered after the program 
has been finished. Progression arranging is subsequently, 
fundamental to impart strength in an association since a 
requirement for progression can defy any business 
whenever independent of their extent or size (Durst and 
Wilhelm, 2012: 639). Corridor Ellis (2015) insists that 
takeoffs of resigning representatives and colleagues 
leaving the organization can have critical outcomes. A 
reflection on past examinations identifying with 
progression arranging demonstrates that, as hierarchical 
conditions changes through business development, 
advancements and acquiescences of key staff, proactive 
progression arranging will give an assurance that the 
organization will have a reinforcement pool of ability 
prepared to satisfy new jobs (Mathur, 2011). 

The Sugar Manufacturing Company being researched has 
as of late lost various key workers in administrative and 
other basic situations because of passings, retirements, 
excusals and abdications. This thus has constrained the 
organization to, now and again, reestablish resigned 
representatives or recruit remotely because of absence of 
appropriate substitutions from inside labor force. This is a 
determined issue inside the sugar producing industry. As 
per Blazevic (2013), the sugar business is conceivably at 
high danger of not accomplishing its objectives of 
expanding creation yield since there is a connected 
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expanding takeoff of ranchers from the business and 
trouble in drawing in new ability. The exceptional exit 
from any 9 to 5 work by directors at all levels and 
disappointment by the association to fill the empty 
positions made by exiting the workforce is a reason for 
worry at this organization under investigation. 
Examination has been led on progression arranging before, 
notwithstanding, least exploration has been done in the 
sugar producing industry (Mathur and Agarwal, 2013). 
The point of this investigation is to investigate the 
executives' insights with respect to progression arranging 
at a Sugar Manufacturing Company and the effect 
progression arranging has on staff maintenance. 

OBJECTIVES OF THE INVESTIGATION: 

 To decide the view of workers at the executives 
level on the current progression arranging works 
on utilizing an instance of a Sugar Manufacturing 
Company. 

 To decide the components impeding effective 
execution of progression arranging utilizing an 
instance of a Sugar Manufacturing Company. 

LITERATURE REVIEW: DEFINITION OF TERMS 

To improve understanding to this examination, 
characterize the two key terms that are appropriate: 

 progression arranging and 

 staff maintenance. 

PROGRESSION PLANNING 

Mehrabani and Mohamad (2011) proposes that the way in 
to the future accomplishment of an association is dictated 
by how it surveys and comprehends the worth individuals 
it has and what assets it will require later on. The 
previously mentioned creators further express that the 
one human asset apparatus which can help to decide the 
current and future necessities of the association is 
progression arranging. Collins (2009) as alluded by 
Adewale, Abolaji and Kolade (2011) sees progression 
arranging as a training that can offer consistent initiative 
change all through the organization. Rothwell (2011) as 
refered to in Garg and Weele (2012) upholds the above 
creators expressing that "progression arranging is an 
intentional and precise exertion by an association to 
guarantee authority congruity in key positions, 
maintenance and improvement of scholarly and 
information capital for the future, and consolation of 
individual headway". 

As indicated by King (2005), as refered to in Garg and 
Weele (2012), progression arranging is really a training 
that warrants continuous powerful working of an 
association by founding an interaction that helps with 
creating and supplanting key staff individuals over the 
long haul. 

Mathur (2011) is in concurrence with these essayists 
expressing that progression arranging framework is 
expected to guarantee that gifted and capable 

representatives are ready to assume control over each 
critical job in case of unexpected loss of productivity made 
by retirements, demise, genuine sicknesses or 
advancements. The previously mentioned creator further 
clarifies progression arranging as some type of interior 
enlistment where exceptionally proficient representatives 
have their capacities, abilities and information created to 
set them up to fill-in really testing and energizing jobs. 

STAFF RETENTION 

"Turnover is expensive to the association as far as 
monetary direction, its suggestions on representative 
resolve and consumer loyalty" (Eshiteti et al., 2013). Tunje 
(2014), in this manner, allude to staff maintenance as the 
ability of an organization to hold its workers back from 
leaving the organization while decreasing staff turnover. 
Schroeder, Goldstein, and Rungtusanatham (2013) express 
that worker maintenance and low representative turnover 
help with driving creation productivity and client esteem. 
Chitsaz-Isfahani and Boustani (2014) then again express 
that "worker maintenance is normally considered to mean 
the capacity to keep a steady human asset". The previously 
mentioned creators further allude to representative 
maintenance as all that energy applied by the association to 
lighten the odds of a person to stay longer inside the 
organization. 

PROGRESSION PLANNING PRACTICES 

Mathur (2011) yields that discovering a reasonable 
substitution is a cycle that requires complex plan and 
methodology. The creator further recommends a 
three-stage model of progression arranging which 
organizations use to portray their progression and 
improvement rehearses as follows: 

 Phase I - Identify key jobs for progression or 
substitution arranging and characterize the 
abilities and inspirational profile needed to 
embrace those jobs. 

 Phase II - Assess individuals against these models 
- with a future direction. 

 Phase III - Identify pools of ability that might 
actually fill and perform exceptionally in key jobs 
and foster workers to be prepared for headway 
into key. 

Rothwell (2002) as refered to in Mehrabani and Mohamad 
(2013), avow that there are other normal practices that 
can aid effectively accomplishing powerful progression 
arranging endeavors. These include: 

• Clarifying the point and the ideal consequences of 
the work. 

• Determining the prerequisites of the current 
exhibition. 

• Measuring the presentation and deciding the 
exhibition that may be required later on. 

• Assessing the potential, building up an approach 
to limit the holes, following up and archiving 
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capability. 

• Making and keeping up with remunerations for 
creating individuals, assessing results and driving 
from the front (Mehrabani and Mohamad, 2013). 

PRINCIPLE COMPONENTS OF SUCCESSION 
PLANNING 

Stadler (2011) recognitions that progression arranging and 
the board ought to be in accordance with the association's 
essential vision and targets. Mutunga and Gachunga (2013) 
propose four principal parts to Leadership Succession 
Planning: 

 The first segment is recognizing the expected 
replacement - this is the method involved with 
choosing a reasonable possibility to take over if a 
key administrative role becomes empty. This 
includes distinguishing no less than one or best 
more than one up-and- comer who should start 
the progression cycle straightaway and some time 
before the archetype chooses to venture down 

 The second segment includes changing 
administration style – The progression cycle 
requires an occupant to be encouraged how to lead 
and deal with, the archetype should now and again 
swear off their own initiative and the board style 
and become the educator and tutor for the 
up-and-comer. 

 The third segment is replacement preparing and 
advancement - The accomplishment of the likely 
descendent lies in getting the fitting initiative 
improvement preparing. 

 The fourth and last segment is choosing the 
replacement – There are many variables to think 
about when qualifying a person to lead and deal 
with, these incorporate information, abilities, 
capacities, inspiration, desire, disposition, formal 
instruction and experience. 

THE IMPACT OF PROGRESSION ANTICIPATING 
STAFF MAINTENANCE 

Imna and Hassan (2015) confirm that one of the primary 
basic issues organizations face today, especially in the 
sugar producing industry, is to hold their labor force. Das 
and Baruah (2013) calls attention to that the enduring 
deep rooted accomplishment of an association rest after 
holding of the key job players. Gulzar and Durrani (2014) 
state that associations need to put resources into human 
resources, nonetheless, this call for legitimate arranging. 
Gulzar and Durrani (2014) further specify that fitting 
ability the board strategies and practices that display 
obligation to worker improvement produce more 
dedicated staff individuals inside the association and 
diminish staff turnover. Tunje (2014: 61) attests that for 
progression wanting to be carried out with an end goal to 
hold representatives, center should be laid around vocation 
the board and ability the executives. The previously 
mentioned creator underscored that the current 

progression arranging practices ought to consistently 
prompt worker maintenance and accordingly, cognizant 
choices should be made while advancing skilled 
representatives. The results of the exploration done by 
Eshiteti et al. (2013) demonstrate that progression 
arranging programs empower representative improvement 
openings and occupation fulfilment which thusly impacts 
staff maintenance. 

Stadler (2011) asserts that workers with high occupation 
fulfilment are typically dedicated to the organization as 
they accept the organization has incredible future for them 
and in the end will think often about their commitment to 
the association. Serious representatives are bound to 
dominate in their positions, stay in work longer and oppose 
propositions for employment, in this manner expanding 
standards for dependability and efficiency (Stadler, 2011). 
Oladapo (2014) affirms that effective maintenance 
rehearses start with great employing rehearses since able 
and propelled individuals will remain longer. Branham 
(2005) as cited in Oladopo (2014) learn that poor 
employing rehearses heightens turnover twoly: 
newcomers that are inconsistent and disorientated will in 
general leave immediately; experienced staff, then again, 
can turn out to be profoundly baffled at the rotating 
entryway of newbie’s that puts a nonstop weight on their 
time and execution. 

COMPONENTS INFLUENCING PROGRESSION 
ARRANGING 

Mutunga and Gachunga (2013) sees progression arranging 
as an exceptional interaction where one-size-fits-all 
methodology is basically not proper. Mathur (2011: 55) 
adds that there are a few components which influence the 
course of progression arranging. These components don't 
just influence the usefulness, notoriety, brand picture and 
spirit of representatives yet influence the generally 
speaking association. These components incorporate 
progression plan, size of organization and initiative turn of 
events. These are talked about as follows: 

 SUCCESSION PLAN: It offers a diagram for the 
development of the association and is imperative 
to the drawn-out presence of any business. 
Executing a progression procedure can be 
overwhelming as it's anything but a 
one-size-fits-everything except should be redone 
for every specific association. It ought to be 
viewed as that what functions admirably for one 
organization probably won't work for the other 
(Mathur, 2011). The significant elements that help 
to direct association in endeavour progression 
arranging incorporate having a solid (HR) that will 
approach progression arranging rehearses 
extremely in a serious way (Mehrabani and 
Mohamad, 2011). Progression arranging as a 
feature of Recruitment Plan, Training Plan and 
Career Growth Management Plan with 
Performance Appraisal and HRMS devices helps to 
guarantee that the right sort of individuals in right 



Research Paper E-ISSN NO : 2455-295X | VOLUME : 7 | ISSUE : 11 | NOVEMBER 2021 
 

 

I N T E R N A T I O N A L  E D U C A T I O N A L  S C I E N T I F I C  R E S E A R C H  J O U R N A L  

 

24 

numbers at the ideal opportunity is accessible to 
help in supporting congruity of solidarity and 
essentialness of an association (Mateso, 2010). 

 SIZE OF ORGANIZATION: According to mathur 
(2011:55): an enormous size organization should 
guarantee that it has a bigger pool of possible 
replacements to browse. The association may at 
the outset recognize a few competitors followed 
by observing their exhibition and later settle on a 
choice when it is nearer to time for them to 
dominate. With more modest associations, 
notwithstanding, assigning a substitution might be 
seriously difficult. The association may have a lack 
of workers arranged to dominate, and there might 
be a need to utilize somebody accurately for the 
position, or recruit representatives put together 
not just with respect to how qualified they are for 
the work, yet on the fact that they are so able to 
climb to more elevated level positions (Mateso, 
2010). 

 LEADERSHIP IMPROVEMENT: Successful 
progression arranging doesn't just rely upon 
recognizing reasonable contender to dominate, 
yet coaching likely replacements to guarantee they 
are exceptional (Koranteng, 2014). The greatest 
error that most organizations do, is basically 
supplanting key leaders as opposed to evaluating 
all representatives and distinguishing and 
preparing any individual with potential to climb 
(Mathur, 2011). Associations with administration 
improvement programs set up ordinarily will have 
a lot bigger feeder of replacements from which to 
look over, and who will be better prepared to take 
on a more prominent assortment of jobs. 

RESEARCH METHODOLOGY 

The exploration comprised of writing audit and exact 
examination. The authentic audit established a framework 
that directed exact examination and gave a knowledge and 
comprehension into the exploration issue. 

Subjective exploratory contextual investigation research 
strategy has been taken on in this investigation. This sort 

of contextual analysis is utilized to investigate those 
circumstances wherein the intercession being assessed has 
no unmistakable, single bunch of results (Yin, 2012). The 
utilization of contextual analysis as an examination 
technique to gather information is proper for this 
examination since it is a way to give rich drawings, 
portrayals, contemplations and explanations of the 
occasions being explored. The essential information 
assortment for this examination came as inside and out 
interviews utilizing semi-organized inquiries. Besides, 
extra reports were examined. These incorporated the 
organization's progression arranging strategy, work value 
strategy, corporate administration rules, and friends 
responsibilities rules. Tracy (2013) composes that a hidden 
guideline in the assortment of information in the event 
that exploration is that of triangulation, i.e., the utilization 
and mix of various strategies to contemplate a similar 
marvel and it is considered beneficial in light of the fact 
that a critical worry for great examination is its 
dependability and formal generalizability. 

Purposive examining was utilized in this examination on 
the grounds that, with purposive inspecting, one 
necessities to utilize one's judgment to choose cases that 
will best empower the analyst to respond to explore 
questions and to meet destinations (Saunders, Lewis, and 
Thornhill, 2012). The members in this investigation were 
directors, managers, collaborator chiefs and foremen as a 
result of their huge information and experience that was 
viewed as significant for this examination, thus 
judgmental. This comprised of Human Resources Manager, 
Research and Development Manager, Production Manager, 
Training Manager, Sales Manager, Plant Engineer, Project 
Engineer, Safety, Health and Environmental (SHE) Officer, 
Stores Controller, Extract Factory Foreman, SPP director, 
Assistant Production Manager - Extract, Assistant 
Production Manager - Sugar, Technical Assistant: Quality 
Control (QC), and Management Accountant. An aggregate of 
15 people took part in this examination. As indicated by 
Saunders et al. (2012), this example size is adequate and 
fitting. The meetings were directed among May and June 
2016 dependent on the accessibility of the sources utilizing 
a sound recorder. 

 

Themes Objectives Interview questions 

1. Perceptions on the available 
succession planning programmes 

To determine the perceptions of 
employees at management level on 

the current succession planning 
practices using a case of a Sugar 

Manufacturing Company. 

 Does the organization have 
internal candidates who can 
succeed the current managers or 
be placed in key positions over the 
short and long term? 

 What action has been taken to 
assess and develop internal 
candidates? 
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2. Factors that influence the successful 
implementation of succession 

planning. 

To explore whether succession 
planning practices influence staff 
retention using a case of a Sugar 

Manufacturing Company. 

 How does the top management 
ensure that they put in place the 
process/programmes necessary to 
create room for future leadership 
talent? 

 What are the internal factors 
affecting the successful 
Implementation of succession 
planning within the Company? 

 Do you think there is sufficient 
awareness among employees 
within the company regarding the 
succession planning issues? 

 Are there any retention challenges 
pertinent to the current 
managers? 

 Are there challenges outside the 
company affecting the company’s 
ability to recruit needed talent? 

The results are discussed as follows: 

THEME 1. PERCEPTIONS ON THE AVAILABLE SUCCESSIONPLANNING PROGRAMMES 

TABLE 2. AVAILABILITY OF INTERNAL CANDIDATES TO SUCCEED CURRENT 
MANAGERS 

Question 
Does the organisation have internal candidates who can 

succeed the current managers or be placed in key 
positions over the short or long-term? 

Participant Response 

Technical Assistant: QC No. There are no skilled people available in this department. 

APM Sugar 

No. In this department, people are restricted to what they 
are hired for. “We are historically not good at giving the guys 
a nice overview of the entire section so that they experience 

other position”. 

APM Extract Yes. However, training and guidance needs to be provided. 

SPP Supervisor Yes, “provided they are given a chance” 

Extract Factory Foreman Yes. There are however, limited at this stage. 

Stores controller Yes. It depends on departments 

SHE Officer 
Yes, in this department. There are no people available in 

other departments such as production and engineering. 

Plant Engineer 
“In some departments there are people available but not in my 

department”. 

Project Engineer 
“it depends on the positions. Higher management positions 
in my department require skills that the company doesn’t 

have at the moment”. 

Sales Manager Yes. 

Training Manager Yes (in this department). 

Production Manager 
No. “Currently we don’t have the general manager, 

engineering manager, and electrical manager. These skills 
will have to be acquired externally”. 
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R and D Manager In other departments yes, but not in this department 

HR Manager 
Yes. “Below management positions there are assistants and 

foremen” 

Management Accountant Yes (in this department). Not in other departments 

It is apparent from Table 2 that there is no agreement 
arrangement as far as supervisors' reactions in regards to 
the accessibility of up-and-comers inside to succeed the 
current directors. The organization's administration 
bookkeeper surrenders that inside her area of expertise 
there are acceptable possible possibility to succeed the 
current director, nonetheless, in the creation office there is 
nobody prepared to take over from the current supervisor. 
The Production Manager adds that "In my area of 
expertise, in case I were free an APM (Assistant Production 
Manager), I don't have somebody who might fill that 
position". Moreover, the Research and Advancement  

Manager affirms "There is nobody presently, who can 
assume control over my present position". The sources' 
reactions depended on their encounters inside their 
separate divisions. The larger part that concurred that 
they have inner up-and-comers who can succeed the flow 
chiefs in their specializations, likewise called attention to 
that in different divisions like creation, designing and 
electrical, there are no applicants accessible. It can 
consequently be presumed that specific divisions with the 
organization have up-and-comers inside, who can succeed 
the current administrators or who could be put in key 
positions.

 

TABLE 3. ACTIONS TAKEN TO DEVELOP INTERNAL CANDIDATES 

Question 
What action has been taken to assess and develop 

internal candidates? 

Participant Response 

Technical Assistant: QC Nothing formal 

APM Sugar Encouraging stuff members to further their studies. 

APM Extract 
“It’s generally quite shallow. We simply make our guys 

aware of how they can move up.” 

SPP Supervisor 
Offering training courses such as management 

development. 

Extract Factory Foreman Training and development of employees. 

Stores controller “We have not been exposed to that in my department”. 

SHE Officer 

“There has been training done to develop employees within 
this department but at an informal level. There are no 

formal plans in place to assess and develop internal 
candidates”. 

Plant Engineer 
“Nothing has been done presently except the identification of 

training needs for the development of individuals”. 

Project Engineer 

“We use the Engineers In Training (EIT) programme, UCL 
bursaries in the engineering department and artisan 

programmes. Other than that we don’t have anything that 
prepares one for a management position”. 

Sales Manager “I have not seen anything at all”. 

Training Manager 
“Skills gap analysis was performed and then created a 

multi-skill programme for the employees, which is not 
implemented”. 

Production Manager 
Supervisory courses and management courses are offered to 

supervisors and foremen. 

R and D Manager 
“I can’t think of anything within this division. However, in 

the sugar production, they have a 10 week course.” 
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HR Manager 
“The employment committee looks at those issues and the 

training and development department helps us in this 
regard”. 

Management Accountant “There has not been much action happening”. 

Table 3 shows that most of respondents doesn't see a lot of 
move being made at the Sugar Manufacturing Company, to 
evaluate and foster inner up-and-comers. 
Notwithstanding, a few witnesses referenced that there are 
programs accessible for representatives like freedoms for 
stuff individuals to additional their investigations, the 
executives courses for manager and foremen and 
craftsman programs. The overall view is that most of these 
projects are done casually. For instance, the SHE official 
and the Training Manager are in understanding that there 
are no conventional projects set up to survey and foster 
inside up-and-comers inside the organization. 
Notwithstanding the organization's obligation to fostering 
its staff through different projects as is demonstrated in the 
Corporate Governance Policies and Guidance Manual 
(2010), there appear to be an absence of execution of these 
projects. 

In Table 4, apparently most of respondents share the very 
view that the top administration guarantees that they set  

up the measure/programs important to make space for 
future authority ability basically by offering preparing and 
improvement projects or offering study motivation plans. 
As per the organization's Annual Report (2014), there 
were 516 representatives who profited from preparing 
and improvement mediations in 2014. Stahl, Björkman, 
Farndale, Morris, Paauwe, Stiles, Trevor and Wright (2012 
keep up with that most organizations contribute intensely 
on preparing and advancement to show their obligation to 
progression arranging. Lobby Ellis (2015) alludes to 
progression arranging and preparing and advancement as a 
triumphant blend. Stahl et al. (2012) contend that "in spite 
of the fact that interest in preparing and improvement is 
significant, preparing projects, instruments, and practices 
alone are inadequate; organizations that dominate in ability 
the board make authority advancement a necessary piece 
of their way of life and effectively include their senior 
innovators simultaneously".

TABLE 5. INTERNAL FACTORS AFFECTING SUCCESSFUL IMPLEMENTATION OF 
SUCCESSION PLANNING 

Question 
What are internal factors affecting the successful 

implementation of succession planning within the 
company? 

Participant Response 

Technical Assistant: QC 
Lack of time and energy. The process is not done correctly to 

identify candidates. 

APM Sugar 
Overlooking capable candidates. Preferential treatment 

based on race. 

APM Extract Willingness of employees to improve themselves. 

SPP Supervisor Succession planning not communicated and implemented. 

Extract Factory Foreman Employees lack motivation. 

Stores controller Poor management and lack of motivation by management. 

SHE Officer 
Lack of knowledge by top management. Preferential 
treatment and favoritism Implementation costs The 

organizational culture. 

Plant Engineer 
No policy documents or guidelines regarding succession 

planning. 

Project Engineer 
Lack of emphasis from top management. Formalization of it 

is lacking. 

Sales Manager 
Company’s refusal to accept new ideas and refusal to 

share information. 

Training Manager The retention strategy is not effective. 
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Production Manager 
Limited skills to choose from. Willingness of people to 

participate. Financial constraints. Lack of strategy from top 
management 

R and D Manager 
The workload is too much for the managers to train their 

successors. 

HR Manager Lack of plans in place for each management positions 

Management Accountant Unwillingness to share knowledge. 

Table 5 shows that all respondents are in 
agreement that there are internal factors affecting 
the successful implementation of succession 
planning within the company. These include lack of 
knowledge and motivation by top management, 
lack of time and willingness of employees to 
participate in training and development 
programmes, lack of succession planning strategy 
from top management and costs of implementing 
succession planning programmes. The 
aforementioned factors are consistent with those 
found by Mateso (2010) to be prevalent factors 
hindering the successful implementation of  

succession planning. According to Mateso (2010) 
these factors are: 

-  Lack of suitable culture to support 
succession planning. 

-  Lack of support of succession planning 
from top management. 

-  Unethical hiring and promotion practices 
such as favouritism, nepotism, corruption, 
and internal politics. 

-  Budget and financial limitations

TABLE 6. SUCCESSION PLANNING AWARENESS 

Question 
Do you think there is sufficient awareness among 

employees within the company regarding the succession 
planning issues? 

Participant Response 

Technical Assistant: QC No 

APM Sugar Definitely not 

APM Extract No 

SPP Supervisor No 

Extract Factory Foreman No 

Stores controller No 

SHE Officer No 

Plant Engineer “I don’t think so.” 

Project Engineer 
“There is no clarity about the existence of succession 

planning.” 

Sales Manager “It is none existent”. 

Training Manager No 

Production Manager No 

R and D Manager No 

HR Manager No 

Management Accountant “This is lacking within this company.” 

In Table 6 obviously every one of the respondents feel that 
there is no adequate mindfulness among workers inside 
the explored organization in regards to the progression 
arranging issues. The Technical Assistant: QC reacted to the  

inquiry by saying that "Even myself I am not actually 
acquainted with it". The Extract Factory Foremen 
expressed that "I don't think it is sifted down to the 
representatives". The plant engineer added that "Perhaps 
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the top administration has the mindfulness". The 
organization's Human Resources Report (2014) affirms 
that representatives are locked in on inner issue utilizing 
the executives and shop stewards' gatherings, 

correspondences on notification and boards and inward 
bulletins. Nonetheless, apparently this isn't the situation 
besides on paper.

TABLE 7. RETENTION CHALLENGES PERTAINING CURRENT MANAGERS 

Question 
Are there any retention challenges pertinent to the current 

managers? 

Participant Response 

Technical Assistant: QC Yes. Job satisfaction and financial circumstances. 

APM Sugar Yes. 

APM Extract 
Yes. Uncertainty because of restructuring within the 

company. 

SPP Supervisor Yes. 

Extract Factory Foreman Yes. Salary issues 

Stores controller Yes. Remuneration issues. 

SHE Officer 
Yes. Work environment, organisational culture and salary 

issues. 

Plant Engineer Yes. Market related packages, organisational culture. 

Project Engineer 
Yes. Remuneration and size of the company limiting 

promotion prospects. 

Sales Manager Yes. 

Training Manager Yes. Geographical location and remuneration issues. 

Production Manager 
Yes. Lack of growth within the company, lack of strong 

family support base, and financial rewards. 

R and D Manager “Yes. Recently, two managers left within one month”. 

HR Manager Yes. Location and financial rewards. 

Management Accountant Yes. Accommodation issues. 

Table 7 shows consistency in sources' reactions to the 
inquiry. It is obvious that there are difficulties concerning 
holding current administrators inside the organization. 
The generally refered to challenge is compensation. 
Terera and Ngirande (2014) call attention to that, 
monetary prizes assume a huge part in representative 
maintenance. This view is upheld by Selesho and Naile 
(2014) who express that ugly compensation bundles add 
to staff movement in many enterprises. "Pay is a central 
point representatives think about when making the choice  

to leave or stay in an association" Terera and Ngilande, 
2014). Well beyond monetary related issues, respondents 
refered to work fulfillment, absence of development inside 
the organization, area and convenience issues as a portion 
of the variables that influence staff maintenance inside the 
organization. The APM Extract added that a few 
administrators leave due to vulnerabilities inside the 
organization due to rebuilding. Different chiefs refered to 
hierarchical culture is a test inside the organization and as 
such a few directors leave the organization.

TABLE 8. CHALLENGES OUTSIDE THE COMPANY AFFECTING RECRUITMENT 

Question 
Are there challenges outside the company affecting the 

company’s ability to recruit needed talent? Explain 

Participant Response 

Technical Assistant: QC 
Yes. Shortage of skilled people in the country. “Financial 
rewards are also a challenge; people take up jobs where they 

are paid well”. 

APM Sugar Yes. Geographical location 

APM Extract Yes. Salaries are not competitive and work environment 

SPP Supervisor Yes. No competitive remuneration packages. 

Extract Factory Foreman Yes. Salary structure. 
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Stores controller 
Yes. Shortage of skilled, qualified and experienced people in 

the country. 

SHE Officer 
Yes. Scarcity of skills in the country, remuneration, and 

geographic location. 

Plant Engineer Yes. Accommodation (Geographic location). 

Project Engineer Yes. The way of life due to geographic location. 

Sales Manager 
Yes. Remuneration is not competitive and no benefits and 

incentives. 

Training Manager Yes. Geographical location 

Production Manager 
Yes. Quality of life because the company is located in the 

rural area. No good schools. 

R and D Manager Yes. Geographical location. 

HR Manager Yes. Competition with other employers. 

Management Accountant Location. 

All respondents in Table 8 concurred that there are 
difficulties outside the organization influencing its capacity 
to select required ability. Ten out fifteen members called 
attention to that the organization's geological area is the 
fundamental test. This is because of the reality that the 
organization is situated in a provincial region. As indicated 
by the members, the area influences the personal 
satisfaction and there is no assortment of good schools for 
their youngsters in the town at which the organization is 
arranged. The Training Manager uncovered that "directors 
from the city think that it is hard to embrace in such a 
region". She added that "the geological area isn't cordial to 
youthful likely chiefs". Aside from topographically related 
difficulties, it additionally arises that, different difficulties 
identify with the shortage of abilities in the nation and as 
such there is contest among businesses for these abilities. 
Adding to these difficulties, are compensation related 
difficulties. As indicated by van Dyk, Coetzee and Takawira 
(2013), maintenance difficulties, for example, 
compensation and balance between fun and serious 
activities have influenced representatives' choices of 
whether to keep working for the organization or leave. 

END-NOTE 

The examination has contributed results and an exploration 
approach that could animate further examination on the 
significant issues that influence progression arranging 
rehearses inside the sugar producing area. The writing 
survey and the exact investigation uncovered the 
administration's discernments on the execution of 
progression arranging rehearses at the Sugar 
Manufacturing Company. The discoveries from the 
investigation helped in gathering every one of the targets 
set for this examination. Accordingly, it very well may 
be presumed that regardless of the presence of 
progression arranging approaches and preparing and 
advancement programs at the examined organization, 
there is still absence of powerful execution of such 
practices inside the organization. Adding to the absence of  

effective execution of these projects are a few variables 
which the examination observed to be restricting 
components. 

The critical discoveries of this investigation are introduced 
as follows: 

 There is an overall comprehension of what 
progression arranging is. 

 Managers see that the organization isn't doing 
what's necessary to viably carry out progression 
arranging programs. 

 There are potential inner applicants who can be 
prepared to succeed current directors later on. 

 The current administration preparing and 
improvement programs are not carried out in a 
straightforward and powerful way. 

 Several factors influence the effective execution of 
progression arranging and these incorporate 
however not restricted to absence of top 
administration obligation to progression 
arranging, helpless correspondence, and absence 
of representative inspiration, time and budgetary 
imperatives. 

 Retention of directors is a test at the Sugar 
Manufacturing Company under investigation 
because of the geological area of the organization, 
compensation issues, size of the organization 
(which influences worker development 
prospects), and occupation fulfilment 

This subjective sort of examination is dependent upon 
analysis due to constraints, for example, scientist related 
issues and principal plan impediments. The investigation 
utilized top to bottom meetings as the essential strategy for 
information assortment and this is likewise dependent 
upon similar reactions. During the coding system, 
understandings and decisions by the scientist were needed 
to sort the meeting information. Subjectivity was, in this 
way, unavoidable, which could prompt conceivable 
inclination in the outcomes. To lessen the level of this 
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subjectivity, endeavors were embraced to guarantee 
consistency while leading meetings, and the insightful 
strategies of this examination. 

This examination was likewise restricted to one sugar 
fabricating organization inside the region of KwaZulu-Natal 
in South Africa and just 15 people partook in this 
investigation. Speculation ought to be practiced with care 
as far as the discoveries being pertinent to all sugar 
producing organizations in South Africa or any 
developing business sector. It might enhance utilize 
various contextual investigations with a bigger example 
size to build meticulousness of the examination and to 
commend this investigation. 

It very well may be kept up with that, to effectively execute 
a powerful progression arranging program, this area needs 
to have an unmistakable comprehension of the pertinent 
progression arranging speculations and practices that can 
be used to help the area in further developing its 
progression arranging rehearses. This examination adds to 
the distinguishing proof of staff maintenance challenges 
unconventional to sugar fabricating organizations, for 
example, personal satisfaction because of the geographic 
area of such organizations. The commitment of this 
exploration is to add to the current speculations and ideas 
in progression arranging rehearses in the sugar fabricating 
area. 

It is suggested that top administration be seen as drivers of 
progression arranging by effectively giving stages that 
energize these practices. The examination, in accordance 
with writing, tracked down that top administration are the 
caretakers of progression arranging projects and they are 
persuasive. Top administrations' cooperation will work 
with in giving initiative and heading in regards to the 
execution of progression arranging. The organization is 
urged to work on its correspondence of data across all 
divisions and every one of its representatives. This can be 
accomplished by a successful utilization of staff-entryway, 
messages, notice sheets, pamphlets and gatherings. These 
directed are conceived to work on the spread of basic data 
in taking everything into account. 

It is suggested that the organization foster an inward 
ability search framework. This will assist with directing the 
progression arranging assets productively. This can be 
accomplished by a successful use execution evaluation 
frameworks and appraisals that would be intended for the 
ID of appropriate applicants that can be produced for 
future administration positions. 

A longitudinal contextual analysis approach can be utilized 
to recognize and assess the execution of progression 
arranging inside the organization. This kind of study would 
give a lot more extravagant and more definite assessment 
of the execution of progression arranging rehearses by the 
sugar producing area. This methodology can help with 
deciding the degree at which these practices are utilized 
and how compelling are they. It very well might be 
important that different contextual investigations be 
directed to assess the execution of progression arranging 

rehearses in the sugar producing area and the effect such 
practices have on staff maintenance to supplement this 
examination and to expand thoroughness of the 
examination. This might imply that different territories be 
thought about too. 
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