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Abstract

The secret to a successful business is hiring and retaining excellent personnel. Individuals with talent
will always be improving their abilities and adding value to the company. The core component is
improving staff quality, which can only be done by recognizing and developing exceptional personnel.
Organizations should keep an eye on underperforming staff members at the same time. To do this, it
is necessary to comprehend each person's position inside the company. Giving a worker the incorrect
role might impede their development on a personal and organizational level. Making a distinction
between performers and non-performers is the main problem. Improvement plans should be put into
place to assist non-performers in understanding expectations and achieving quantifiable targets, while
performers should be recognized and encouraged in the workplace. It is better to fire the
underperformer if an employer has established a conducive work atmosphere for achievement but
theindividual is still not succeeding. Both the company and the individual benefit from this, as they are
free to look for other options. Currently, when their requirements at work are not met, outstanding
performers frequently depart organizations. As a result, businesses usually need to bring on new hires
to take the place of departing staff members in order to maintain corporate operations. Consequently,
in order to reduce employee attrition, businesses must create efficient employee retention plans. In
addition to outlining important tactics to increase staff retention inside businesses, this paper explains
the causes of employee attrition. Effective leadership is necessary to achieve outstanding
performance in big, complicated, and fast changing companies. To promote performance
improvement throughout their company, modern executives must constantly push the envelope.
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They need to be able to inspire and encourage others to grow confidently and increase productivity,
and they must uphold an environment of responsibility while promoting innovation and change.
Companies frequently make the grave mistake of elevating successful people without appreciating
the distinct skill sets required at different leadership levels. This is because they concentrate too much
on technical proficiency, leadership styles, and attributes. One of the most important components of
an organization's human resource strategy is succession planning, or leadership continuity.
Maintaining leadership continuity in the turbulent business climate of today involves a protracted
process fraught with difficulties, including flexibility. It is now a management problem to hire people
who make career decisions and broaden the talent pool while maintaining appropriate growth. Even
though training contributes to the development of future leaders, it frequently falls short of offering
the experience required for such positions. A practice called leadership continuity aids companies in
creating formal career development plans for their most gifted employees and coordinating them with
organizational requirements. Instead of depending on outside personnel, businesses need to develop
their own leaders from within. People learn more and become more willing to take on new tasks as
they achieve more. Companies need to identify the actual work requirements at every important
leadership level in order to fully utilize potential. Although it takes considerable planning and work,
maintaining leadership continuity has major benefits. Any organization that survives will eventually
need to replace its leadership, whether it is desired or not. Therefore, effective succession planning is
essential. The impending retirement of an entire generation of executives is becoming an increasingly
significant aspect in this dynamic economy. As a result, succession planning is turning into a crucial
strategic requirement. The techniques required for talent development and retention as well as
leadership continuity within businesses are covered in this article.

Keywords: Talent, Career development, Training, Employers, Organizations, Performers,
Attrition, Employees, and leaders.

Introduction

The greatest employees are drawn to a company through an efficient recruitment and
selection process, which also lowers staff turnover and boosts productivity tasks that are
critical for contemporary businesses. There are various sections that make up the statement:

a) Effective hiring and selection procedures,

b) Attracting top talent,

c) Decreasing attrition,

d) Enhancing performance,

e) Creating the best succession plan are all important.

The saying "securing the services of the right people at the right time in the right place" is
well-known. However, the recent emphasis for growing organizations is on "retaining the
services of the right people at the right time in the right place." Rarely do employees work
with a true sense of passion, but those who do want to advance inside the organization.

369  ISSN: 2518-2951 https://doi.org/10.59568/AMID-2023-12-3-28 African Multidisciplinary Journal of Development (AMJD)



Vol. 12, Issue 3 Ukaidi Chris U.A, Ssentamu Ismail, Muhereza T. Franklin, Omweno Nyameyio Enock & Ukaidi Evelyn Ugonna

Retaining great personnel involves recognizing their enthusiasm and motivating them to take
on leadership roles.
Two main topics will be covered in this resource paper:

a) Talent retention

b) The continuity of leadership

Retention of Talent

One of the most important tasks that demanding businesses must handle is finding the right
talent at the right time and placing them in the right position. In the current business climate,
companies frequently suffer large losses as a result of their inability to place the right
candidate in the right position.

Continuity of Leadership

The lack of leadership abilities has made it more difficult to implement succession planning
and the issue of leadership continuity. Nurturing talent effectively is the only way to identify
potential leaders and enhance their skill sets.

Purpose of the Study

Organizations must contend with issues such a competitive workplace, high turnover rates,
finding qualified executives, and gaps in HR rules and procedures in the rapidly expanding
corporate sector. This article is an exploratory study that used 200 individuals with a range of
work backgrounds and companies to complete surveys. Understanding the causes of attrition
and creating a strong talent retention plan are the goals of this research, which also aims to
provide top performers with leadership opportunities.

The most difficult task is drawing in, inspiring, and keeping top talent. Top firms are preferred
by top performers because of their superior personnel systems, profiles, and management
methods. Redesigning, rebuilding, or restructuring companies need to realize that the only
way to draw in top talent is to present them with a clear vision and give them the chance to
be a part of the dream. Top performers may contribute to the organization's dreams because
they are motivated by results, challenges, and change. Employers should provide them
interesting and demanding work and competitive pay to keep them from looking for better
possibilities elsewhere. Employers risk losing their best employees if they disregard their
needs. A strong leader understands that having good employees is essential to a company's
success. In organizations, people come first, and the largest problem is either lowering
turnover orimproving employee retention. Our task is to safeguard and develop for the future
by identifying and developing the leaders of tomorrow who will add value over the long run.
Companies without a clear plan for attracting and keeping talent will fall behind, particularly
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in service-oriented industries where human capital is the only source of long-term competitive
advantage. This is especially true as the market for executive talent becomes more and more
crowded and employee loyalty declines.

A company's ability to flourish can be severely limited by a lack of bright people who can
challenge the status quo and generate new ways of thinking, both now and in the future. A
company is more likely to fail if it doesn't have a program in place to find talent, develop the
leadership skills of current leaders, and expand the pool of candidates for leadership
positions. The primary means of achieving the focus on customer and shareholder value is
through personnel who recognize their own personal contributions to the company.
Sustaining competitive advantage can be achieved by leveraging talent to generate business
success and improving the capabilities of our people.

Methodology

Respondents were asked to rank the significance or degree of agreement with many
statements pertaining to:

Strategies for Retaining Benefits

Workplace Culture Individual and Job Contentment

Table 1: Answers Providing Typical Exit Reasons from Organizations

REASONS YES NO
A Monetary benefits or other rewards are insufficient 82% 18%
B Feeling of not being considered important by their superiors 80% 20%
C Too many rules and neglecting suggestions given by them 78% 22%
D Culture of the company does not suit them 74% 26%
E Promotion & growth opportunities are not bright 70% 30%
F Leaving for personal or domestic reasons 15% 85%

Workers frequently believe they should be paid more than they actually are. An effective
compensation plan inspires not just the individual worker but also the rest of the corporation.
Excellent commitment from all employees is fostered by a well-established reward system.
The biggest incentives for keeping staff members on board are rewards and recognition.
Some ideas are holding a lunch, presenting gift cards, or selecting an employee of the month.
Workers are looking for meaningful and inspiring rewards, and small acts of kindness like
these support businesses in building rapport and loyalty among staff members. Businesses
make yearly investments to provide workers with the attributes and competencies needed to
increase output. An employer needs to develop their leadership abilities in order to gain the
respect and loyalty of their workforce and increase productivity. When there is a reciprocal
relationship between the parties, workers will go above and beyond to increase production
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and show their commitment to the business. Employers need to use communication as a key
strategy to help staff members realize how important they are to the expansion of the
company. "Leadership is based on inspiration, not domination; on cooperation, not
intimidation."

An Example of Composition

* 200 is the sample size.

e Gender: 61% male

e Age range: 25 to 58, with a 41.5% average

Figure 1: Distribution of the Sample by Occupational Class

Sales

= Others
= Middle Level Mgt

= Top level Mgt

+ Educational attainment 78% with Post graduate degree

Class of Occupational

The sample distribution by occupational class is shown in Figure 1. Here is the distribution:
e Executive Leadership: 43%

* 37% of middle-level managers
e Others: Twenty percent

Distribution of Samples by Tenure
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The sample distribution by tenure, as well as respondents' perceptions of the average length
of time employees stay with the company, are displayed in Figure 2. According to the
research, there is the most staff turnover between the seven and eight weeks. After a year,
the percentage of employees quitting the company declines.

¢ Maximum rotation period: 7-8 months
e Lower turnover: One year later

Figure 2: Tenure-Based Sample Distribution
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The sample distribution broken down by cause for departure is shown in Figure 3.
Figure 3: Reasons for Leaving lists the most frequent explanations for departing.
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The sample distribution was undoubtedly manufactured; Figure 4 shows when they are most
likely to depart. While 5% of the sample chose to depart after more than a year, 40% of them

B. Sentiment that their superiors don't value them

C. Excessive regulations and disregarded advice from them

D. They don't fit in with the company's culture.

E. There are not many opportunities for encouragement and development

F. Individual motives

left within three months.
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Figure 4: likely to leave
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Table 2: parameters

3. Sevits & Gvrritn i0-313rmiths Ower 1 yoor

Parameters

Explanation

Salary & Rewards

Career Advancement

Working Relationships

Job Satisfaction

Working conditions

Loyalty

Receiving a competitive salary and benefits package and being
paid above the market average or the type of Job

A clearly defined career path which stretches one’s capabilities
to realize his/her full potential

A team atmosphere and a sense of belonging with a good
relationship with the manager based on mutual respect

A job you find satisfying and that interests and stimulates the
employee

Modern Infrastructure and flexible working conditions and
participative management

Working for an organization with commitment
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1) A lack of opportunity for professional and personal growth;

2) A lack of a sense of belonging and adaptability to organizational culture are the top
three causes for employee departures.

3. Pay and Benefits
Organizational characteristics and departure motives

According to 63% of respondents, a lack of development possibilities is the main reason why
departing employees from the public sector are more inclined to do so than those from any
other industry.

Propositions for Retention Strategies

The examination of the reasons given by departing employees has identified a number of
contributing elements. The fact that a large number of companies were ignorant of the true
reasons behind employee attrition emphasizes how critical it is to comprehend and actively
manage the most important HR practices in order to lower turnover. Pay and incentives play
a significant role in retention even though they are not the key reason in turnover. Paying less
than the going rate puts their employees at risk of high turnover. Usually, financial incentives
for employee retention only result in temporary commitment. The absence of opportunity for
professional growth was the most important reason in employees' decisions to quit. Matching
professional development opportunities to individual goals is probably going to have a good
effect on employee retention.

Stages of Managing Employee Attrition

1) Identify the level and cost of turnover
2) Understand the reasons for employee exit
3) Implement retention strategies with leadership continuity

Findings and Conclusions

There is ample evidence to suggest that the importance of employee retention as an HR
function is rising. This is because it is widely acknowledged that certain kinds of turnover can
negatively affect an organization's ability to function as well as the fact that redundancies can
be eliminated while still enhancing output and worker satisfaction. In many businesses,
"retention" as a defined HR function does not exist, despite its importance; this is mostly
because of a lack of visibility and knowledge. An organization's awareness of retention
concerns can be raised by tracking turnover rates and gathering reasons for leaving, which
can expand the amount of information accessible. Nevertheless, exit data collection methods
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are frequently haphazard, disorganized, and non-strategic. A large portion of the exit data
that is gathered is invalid, and it is not combined with other data from around the company
to offer. The basic findings of comparisons with a sizable sample of real employees were
similar, while there were some differences that readers could use to refute their own
assumptions.

In summary, human capital management should emphasize employee retention as an HR
project that needs to be addressed right away. Compared to the recruitment function, which
has a comparatively substantial infrastructure and budget, it is still in its infancy. It is necessary
to remedy this discrepancy.

Recommendations

Upon doing an analysis of the consequences associated with talent retention and inadequate
leadership development, it is imperative to adopt an appropriate model to guarantee the
seamless operation of companies. The ensuing framework serves as a roadmap for
enterprises to enhance their capacity to draw in, nurture, inspire, arrange, and hold onto
talent. Employee involvement is necessary, whether it's for leadership development or talent
retention.

Retention of talent and leadership continuity model
Challenging Environment

ORGANIZATION

v
EMPLOYEES

RETENTION OF FEELING VALUED Leadership roles
TALENT & INVOLVED " 4
% Identification of
< Employee well being < Performance potential leaders
=% Mutual Appraisal % Creating a
communication = Salary & rewards corporate
<  Good quality line < Job satisfaction succession plan
Management < Communication < Implementing
<  Effective internal co- and fair treatment leadership
operation < Training continuity.
<% Carcer advancemont development &
< Clear and attainable Carcer
HR policies and < Health and safety
practices < Co-operation &
- Friendly
relationship
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The management must put retention initiatives into place in order to address the root issues.
Employers ought to be trailblazers when it comes to:

e Establishing and preserving an atmosphere that attracts, keeps, and motivates

workers.

e Having a family-like relationship with employees.

* Assisting them by providing the tools and knowledge they need to do the task.

e Helping them develop both personally and professionally.

 Offering them extensive compensation.

e Strengthening their bonds with their managers.
To address attrition issues, the above-mentioned appropriate solutions should be put into
practice. The ideal procedure would be to:

e Choose the most qualified applicant for the position; and

e Give new hires more time to adjust to their surroundings.

* Respect and put into practice organizational ideals.

* Give distinct prizes for various activities and acknowledge the worker

* Make the task simple to complete without assistance.

e Putin place corporate leadership continuity

* Interview departing employees to find out their reasons for leaving

The complex and drawn-out process of succession planning encounters several difficulties,
including a lack of flexibility in the turbulent business climate of today. It has become difficult
for management to hire those who make career decisions, diversify the talent pool, and
guarantee that workers receive the right training. Although training aids in the development
of future leaders, it does not provide the experience needed for those roles. A method known
as "leadership continuity" aids businesses in creating career development programs for its
most gifted members and coordinating them with organizational needs.

The succession plan for leadership continuity entails the following:

e Identifying potential successors

¢ Individual development plans

e Examine the real hiring trends to ensure that the individual growth strategy has been

implemented.
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The execution of succession planning should not be done in secrecy. Every employee needs
to be informed about the existence of this procedure and how it operates. Individuals
involved in the process ought to be given the ability or opportunity to develop their
preferences, constituencies, and professional goals. The company needs to provide feedback
on their work, how they are seen, and the kinds of positions for which they would be taken
into consideration. This means that different outputs must be connected to leadership
continuity. As a result, it demands that resource policies, skill-development plans, the hiring
process, individual development plans, and the assessment process be linked.

[t demands:

e A comprehensive strategy for human resources that combines external hiring with internal
growth. It requires a blend of functional and generalist career routes in addition to outlining
the succession plans needed in different fields at different points in time.

e Putting strategies into action to help the organization gain the capabilities it needs.

e Anappropriate hiring procedure that the company ought to implement. One option would
be to schedule appointments directly, which is becoming less common. It might also be
internal job advertising.

e A talent profile of the people found ought to be created. They ought to receive the job
experience and skill development/coaching necessary to fit the post's requirements.
Another name for this is an individual development plan.

e To reach a determination or an assessment of the skill requirements required for the
position; evaluation procedures are regarded as input on succession planning. People must
be informed about the evaluation procedure that covers the particular and general skill sets
that the company has indicated.

The organization's leadership transitions must be handled gracefully. If properly planned and
executed, it wouldn't be a dramatic one; rather, it would reflect the progression of events
over time. Psychologically, nobody likes to consider their own death. Leaders and executives
are not an exception to this norm. However, leaving the position due to unanticipated events,
such as a significant sickness, incapacity, or death, without a succession plan in place, might
come as a rude shock to the organization. These crises are disturbances.

Reluctantly, some believe that nobody understands their industry as well as they do. In order
to name a board, they must have faith and trust. The board advises management in the
capacity of a surrogate parent, moderator, reconciler, cautionary tale, and supporter. When
it comes to family-owned businesses, this is useful. Finding the correct heir among a large
number of offspring is a challenging undertaking. The board would assist in selecting the most
qualified successor. When a key person departs, the business may experience a loss of
continuity or even financial loss while it hires replacements.
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The degree to which you successfully instill corporate and psychological values in those
around you will determine the organization's long-term success.

Consistency in leadership enables the organization to:

* Recognize the secrets of success at every stage.

* Boost confidence so that the person can advance both personally and professionally.

e Determine the group's and individual's training requirements.

* Determining the individuals who, on different levels, resemble successors.
Evaluate the proficiency of each individual.

e Draft plans for development.

* Reducing external hiring expenses.
To prevent this scenario, the first step in ensuring leadership continuity is to identify the
important executives whose absence would negatively affect the stability of the company.
Determining and nurturing internal talent would lessen reliance. Maintaining leadership
continuity is a process that takes considerable forethought, preparation, and work. People

can be influenced by emotion but can also be persuaded by reason, therefore the leader must
do both. - President Richard M. Nixon

One of the primary strategic drivers of cooperative performance in today's workforce is
effective personnel management. Businesses that are more adept in luring, nurturing, and
equipping talent will secure a larger portion of this vital resource, improve productivity, and
gain a competitive edge.

Management needs to put in place efficient retention measures in order to address the root
reasons of staff attrition. Employers ought to:
Establish and Sustain a Positive Work Environment: Construct an environment that
draws in, keeps, and inspires workers.
Promote a Family-Reckoning Culture: Employees should be respected and seen as
members of the company family.
Provide Infrastructure and Information Necessary: Make sure staff members have the
resources and knowledge need to carry out their duties well.
Encourage Professional and Personal Development: Assist staff members in their

professional and personal growth.
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Provide All-Inclusive Compensation: Offer equitable and competitive benefits
packages.

Establish Robust Connections: bolster the relationship between subordinates and
superiors.

To address attrition issues, the above-mentioned appropriate solutions should be put
into practice. The ideal course of action might be to

Choose the Appropriate Candidates: Make sure the hiring process finds applicants that
are a good fit for the requirements and culture of the company.

Give a more thorough orientation: Provide rigorous onboarding in order to fully
integrate new hires.

Treasure Organizational Principles: uphold and put into practice the organization's
basic values.

Use Varied Rewards: Give staff different incentives for different jobs and acknowledge
their contributions.

Simplify Work Processes: Reduce superfluous intervention and make tasks more
achievable.

Provide Corporate Leadership Continuity: To guarantee leadership continuity, create
and implement succession plans.

Conduct Exit Interviews: To enhance retention initiatives, get input on the causes of
employee leave.

Succession planning is a difficult and continuous process in today's uncertain corporate
environment, fraught with difficulties such as the requirement for flexibility. Significant
challenges for management include overseeing career decisions, diversifying the talent pool,
and making sure future leaders have the right training. Although training is crucial for
producing future leaders, it frequently does not provide the experience required for more
senior positions. Organizations that want to construct structured career development
programs for their top people and match those programs to organizational objectives can do
it with the support of leadership continuity.

Key Components of Leadership Continuity (Succession Planning)

Determine Who May Be the Future important Role Fillers: Determine who might be the
future important role fillers.
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Development Plans: Draft and carry out plans for these people's personal development.

Examine the Recruiting Trends: Examine hiring trends on a regular basis to make sure they
line up with development strategies.

Plans for succession should be clear and well-communicated. Every employee has to
understand how the process operates. Everyone engaged should be given the chance to
express their preferences and career goals. The company ought to provide them input on
their work and possible career changes. Linking several HR practices, including skill
development initiatives, hiring procedures, resource policies, and individual development
plans, is necessary to achieve this.

Crucial Components of Successful Succession Planning

Thorough HR Planning: Strike a balance between functional and generalist career paths by
integrating external recruitment with internal development. Describe the requirements for
succession in various contexts and time periods.

Implement techniques to help employees acquire the skills needed by the firm.

Recruiting Procedures: Implement efficient hiring procedures, such as internal job postings
or direct appointments.

Talent Pool Management: Identify potential candidates and put them in a talent pool. Then,
provide them the mentoring, training, and work experience they need. Their personal
development strategy includes this.

Assessment Procedures: Assess skill requirements and offer input on succession plans by
using assessment procedures. Make certain that people are aware of the skills needed and
the assessment procedure.

Instead of abrupt shifts, leadership continuity should be a seamless process that mirrors how
things naturally unfold. Even while nobody like thinking about their own death or illness,
without having a succession plan in place can cause serious problems when unanticipated
things like these happen.

A board can assist in selecting and preparing the best family member to succeed them in
family-owned firms. Unexpected departure of a key employee may result in a loss of
continuity and possible profitability while replacement workers are being sought for.

Benefits of Effective Leadership Continuity

Knowing Success Factors: Identify the secrets of success for every level of leadership.
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Boosting Morale: Encourage personal development and morale.

Determining Training requires: Find out what kind of training each individual or group
requires.

Finding Prospective Successors: Determine prospective leaders at different levels.
Performance Assessment: Assess each person's work.
Making Development Plans: Construct customized plans for professional growth.

Lower Hiring Costs: By cultivating internal talent, you can lower the costs related to hiring
from outside sources.

Maintaining leadership continuity is an important procedure that needs to be carefully
planned and carried out. Enhancing business performance is largely dependent on efficient
talent management. Businesses that succeed in bringing in, nurturing, and training talent will
have a competitive edge, improve performance, and see long-term success. People are
motivated by emotion more than by reason, according to Richard M. Nixon, so a leader must
be able to do both.

In conclusion, firms that prioritize talent management and leadership continuity will be able
to develop a staff that is both reliable and productive, which will guarantee their success in an
ever-changing business climate.
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