
 
THE RELATIONSHIP BETWEEN 

SUCCESSION PLANNING AND CAREER DEVELOPMENT 
 
 
 
 
 
 
 
 

JULIA BINTI JALADDIN 
 
 
 
 
 
 

A Dissertation Submitted in Fulfillment of the Requirements  

for the degree of Masters of Science (Management) 

College of Business 

Universiti Utara Malaysia 

Sintok, Kedah 

3 November 2009 



 
 

KOLEJ PERNIAGAAN 
(College of Business) 

Universiti Utara Malaysia 
 

PERAKUAN KERJA KERTAS PROJEK 
(Certification of Project Paper) 

 
Saya, mengaku bertandatangan, memperakukan bahawa 
(I, the undersigned, certified that) 
JULIA BINTI JALADDIN (803598) 

Calon untuk Ijazah Sarjana    SARJANA SAINS (PENGURUSAN) 
(Candidate for the degree of) MASTER OF SCIENCE (MANAGEMENT) 
 
telah mengemukakan kertas projek yang bertajuk 
(has presented his/her project paper of the following title) 
 
 

THE RELATIONSHIP BETWEEN SUCCESSION PLANNING AND CAREER DEVELOPMENT 
 

Seperti yang tercatat di muka surat tajuk dan kulit kertas project 
(as it appears on the title page and front cover of the project paper) 

 
 
Bahawa kertas projek tersebut boleh diterima dari segi bentuk serta kandungan dan meliputi bidang ilmu 
dengan memuaskan. 
(that the project paper acceptable in the form and content and that a satisfactory knowledge of the field is 
covered by the project paper). 
 
Nama Penyelia UUM : DR. FAIS BIN AHMAD 
(Name of Supervisor) 
 
Tandatangan :  ________________________________________ 
(Signature) 
 
Nama Penyelia INTAN : DR. A BAKAR BIN SARPON 
(Name of Supervisor) 
 
Tandatangan :  ________________________________________ 
(Signature) 
 
Tarikh :   03 NOVEMBER 2009



PERMISSION TO USE 

 

This dissertation submitted in fulfillment of the requirements for the degree of 

Masters of Science (Management), Universiti Utara Malaysia (UUM), Sintok, Kedah. 

I agree to allow the UUM’s Library to display as general references. I do agree that 

any form of duplication either all or partially of this project paper for the purpose of 

academic only allowed under the approval of this research advisor or Dean of 

Research and Post Graduate, College of Business, UUM.  Any form of duplication or 

printing for commercial reason is prohibited prior consent and written approval from 

the researcher. Any reference made on this project paper must be first 

acknowledged to the researcher and UUM.    

Approval to copy or use either fully or partially of this project paper must be applied 

through:   

 

 

Dean of Research and Post Graduate 

College of Business 

Universiti Utara Malaysia 

06010 Sintok 

KEDAH DARUL AMAN 

 



ABSTRACT 

 

This quantitative research aims to determine the relationship between succession 

planning and career development and to create awareness on both matter among 

1,453 PTD officers (Grade M48, M52 and M54) at five ministries/departments in 

Putrajaya (Prime Minister’s Department, Public Service Department, Ministry of 

Home Affairs, Ministry of Finance and Ministry of Health). Instrument of Assessment 

Questionnaire for Effective Succession Planning and Management (SP&M) by 

Rothwell (1997) used to measure the importance of succession planning program 

and ASTD Survey Questionnaire by Gutteridge, Leibowitz & Shore (1990) to 

measure the effectiveness of career development program.  Of the five hypotheses 

tested, two were substantiated and three were not. The finding shows that promotion 

is the most influential factor in explaining the effectiveness of career development 

programs.  In other hands, respondents claimed that there is no effectiveness of 

career development program for them.  The importance of succession planning is 

not the same among the ministries/departments and there is no difference between 

men and women in their perception towards succession planning. The result also 

shows that the career development program is effective if there is support from the 

top management, a system to manage the human resource, more recruitment, more 

training program and more promotion exercise for all excellent officers. Implications 

of the findings, suggestions for future studies and recommendations for positive 

actions to be taken by government were also suggested.  
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CHAPTER 1 

INTRODUCTION 

 

1.1 An Overview 

One area of human resource planning (HRP) that needs to be examined in the 

light of changes in the workplace is the way careers are managed and 

developed.  Mayo (1991) has defined career management as “The design and 

implementation of organizational process which enable the careers of individuals 

to be planned and managed in a way that optimizes both the needs of the 

organizations and the preferences and capabilities of individuals.” 

In the past, the term ‘career’ is one that has usually been applied to managerial 

and professional workers. Many organizations responded to the career 

aspirations such employees through HRP policies and processes such as 

succession planning, secondment, ‘fast-track’ development for identified ‘high 

flyers’ and a vast array of personal and management development activities 

(Bratton & Gold, 1999). 

While organizations were structured into a number of hierarchical levels and 

grades, such employees could look forward to a path of promotion that signified 

the development of their careers.  Of course, along the way, many employees 

might encounter blocks to their careers such as lack of opportunities and support, 

and for women, cultural and structural prejudices to career progress referred to 

as the ‘glass ceiling’ (Davidson and Cooper, 1992).   

During the 1980’s, with the growing influence of ideas relating to a people-

oriented human resource management (HRM), reflecting the unitarist perspective 

on the employment relationship of a common interest between the organization 
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