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ABSTRACT 

 Succession planning is considered to be one of the most important activities of any 

organization at the same time the organization requires efficient and resourceful employees to 

take up its operations, therefore all organizations should have meticulous planning about their 

human resources or employees in the organizations. Nowadays the importance of succession 

planning is increasing day by day and most of the organizations are following succession 

planning since it plays major role in employees’ commitment and retention. Every 

organization’s aim is to identify, develop and retain the talented workforce. So employee 

retention has very much importance in all organizations. Employee retention refers to the 

ability of an organization to retain its employees. Employee retention refers to policies and 

practices companies use to prevent valuable employees from leaving their jobs. How to retain 

valuable employees is one of the biggest problem that most of the companies facing today,  

so proper succession planning helps an employee to get their work done as well as to IT 

Companies in the employees in the most effective and efficient manner. The organization has 

to retain employees by giving best career path, promotional opportunities, training and 

development activities, career counseling programs, etc. Through proper succession planning 

only, the organization can retain the talented work force by meeting the employee’s needs 

and requirements.  Then preparing a succession plan, the top management considers 

employees career goals and career path, employee development and employee objectives 

along with considering the organizational objectives. Therefore succession planning has 

major role in retention. Not only retaining the employees, succession planning plays 

prominent role in employee’s commitment also. Employee commitment plays a vital role in 

development of each and every organization all over the world. Employee commitment 

simply means a commitment of employee towards the organization for achieving 

organizational objectives. The commitment of employees brings only through motivation, 

good relationship between employer and employee, job satisfaction. Etc. Employee 

commitment refers to the psychological attachment of employees to their work places. 

Commitment to organization is positively related to such desirable outcomes as job 
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satisfaction and negatively related to such outcomes as absenteeism and turnover. The more 

an organization is dedicated to taking care of its employees; it is that the employee will take 

care of the organization. A commitment by the organization to goodwill and respect for its 

employees usually increases the employee commitment to the organization and their support 

of its objectives. 

This paper is an attempt to identify the impact of succession planning in retaining the 

employees and employee commitment. The main objective of this project is to study on the 

efficacy of succession planning for improving employee commitment and retention at IT 

Companies. The study has been conducted by means of primary and secondary data. Primary 

data is the main source of data which comprises of the responses from employees of IT 

Companies, which has been covered through a structured questionnaire. Secondary data is 

collected from various textbooks, journals and internet. The data collected through 

questionnaire is analyzed using statistical tools such as percentage analysis, chi-square 

testing. 150 samples have been taken for the study on convenient and judgment sampling 

basis. In this study, questionnaire method is used to find out how succession planning affects 

employee commitment and retention. This study ultimately aims at drawing a final 

conclusion that “whether the efficacy of succession planning improves employee 

commitment and retention or not at IT Companies.  

 

KEYWORDS: Succession Planning, Employee Commitment, Employee Retention, Job 

Satisfaction, Career Counseling. 

 
INTRODUCTION 
Succession planning is a process for identifying and developing people with the potential to 

fill key business leadership positions in the company. Succession planning increases the 

availability of experienced and capable employees that are prepared to assume these roles as 

they become available. Taken narrowly, "replacement planning" for key roles is the heart of 

succession planning. Effective succession or talent-pool management concerns itself with 

building a series of feeder groups up and down the entire leadership pipeline or progression 

(Charan, Drotter, Noel, 2001). In contrast, replacement planning is focused narrowly on 

identifying specific back-up candidates for given senior management positions. For the most 

part position-driven replacement planning (often referred to as the "truck scenario") is a 

forecast, which research indicates does not have substantial impact on outcomes. 
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Fundamental to the succession-management process is an underlying philosophy that argues 

that top talent in the corporation mIT Companies be managed for the greater good of the 

enterprise. Merck and other companies argue that a "talent mindset" IT Companies be part of 

the leadership culture for these practices to be effective. 

Succession planning is not a new phenomenon. Companies have been wrestling with ways to 

identify, develop, and retain their talent for decades. So, why is succession planning suddenly 

popping up on every company’s radar screen? Today’s organizations are facing higher 

demands in a global market with the retirement of the Baby Boomers and the widening talent 

gap. The home-grown and paper-based succession planning that companies relied on in the 

past are no longer meeting the needs of today’s workforce. In order to achieve results, 

companies need to start with the basics, create a strong process and then invest in the tools 

and technology to instill a talent development mindset in their organization. This report 

highlights research findings on succession planning efforts in Best in Class organizations 

across multiple IT Companies. Succession Planning has a major role in employee retention 

and employee commitment also. Employee retention refers to the techniques employed by the 

management to help the employees stay with the organization for a longer period of time. 

Employee retention strategies go a long way in motivating the employees so that they stick to 

the organization for the maximum time and contribute effectively. Employee retention has 

become a major concern for corporate in the current scenario. The objective of every 

organization is to achieve its maximum productivity so, for that the commitment of each and 

every employee towards the organization is very important. Employee commitment allows an 

organization to grow and gain in competitiveness and is the key variable determining 

employee performance.  

Research Problem 

Manpower is considered to be the most important resource of any organization. If an 

organization wants to grow it requires effective manpower to take organization to heights. 

Manpower planning is considered to be one of the most important activities of any 

organization at the same time the organization requires efficient and resourceful employees to 

take up its operations, therefore all organizations should have meticulous planning about their 

human resources or employees in the organizations. It should not be a onetime affair rather a 

continuous ongoing process to plan the employees or the manpower required to carry out the 

various operations of the organization. IT companies is similar in terms of planning its 

employees for future as IT companies is galloping towards achieving excellence in all its 
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operations. It requires prospective and efficient employees or manpower to leave towards 

global empowerment from the different sources it is learned that IT companies needs to 

improve its succession planning policies, so that it will enhance employee commitment and 

employee retention. As you know in most of the software company’s employee retention is a 

hunky-dory issue which has created difference in the employee commitment and in the 

company’s succession planning process.  

Most of the IT companies faced acute crisis in terms of employee retention and commitment 

due to the poor succession planning policies of the respective companies. In IT companies  it 

is noted that succession planning process needs improvement in employee commitment and 

retention. There are cases where employee left the organization because of their poor 

succession planning process. In IT companies it is seen that the succession planning process 

works only on the leadership roles and it is not applicable to the other employees. With this in 

mind the researcher has decided to conduct a study to find out the present succession 

planning process at IT companies and also to understand the factors responsible for the 

succession planning. The researcher also gives a bird’s eye view about how succession 

planning helps in improving employee commitment and retention, but last not the least the 

researcher try to create an effective succession planning model for improving employee 

commitment and retention. 

Objectives of the Study 

General objective 

 To study on the efficacy of succession planning for improving employee commitment 

and retention in IT Companies. 

Specific Objectives 

 To study about the present succession planning policy in IT Companies. 

 To understand the factors responsible for succession planning at organizations 

 To study how succession planning helps in improving employee commitment in 

IT Companies. 

 To study the role of succession planning in retaining employees in IT Companies. 

 To create an effective succession planning model /policy for improving employee 

commitment and retention. 

 
Scope & Significance of the Study 
The purpose of the study is to understand the factors responsible for succession planning and 

how succession planning helps in improving employee commitment and retention at IT 
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companies. The study also helps to identify that the importance and effectiveness of 

succession planning which will help them for enhancing employee commitment and retaining 

the employees in a good manner. The scope of succession planning would be more when the 

organization grows steadily and employees have potentialities to take up higher positions. 

The companies have realized its importance and are directing their efforts in order to fulfill 

the objectives of organization and to have smooth functioning of the organization.  

The significance of this study involves the succession planning results for the smooth 

continuation of a business through the transfer of power between incumbent leaders and 

managers and succeeding ones. The key objectives are to maintain business and 

organizational continuity and cause the least possible disruption to an organization's business 

operations and overall effectiveness. Succession planning ensures backups and exigency 

positions for each senior manager and leader in an organization. These managers are groomed 

to take over departmental roles or fill critical leadership positions during designated periods. 

Therefore this study helps to understand the Succession Planning process involved and future 

initiatives of company. Results of this study may help the company in devising suitable 

succession planning policy to improve the employee commitment and retention. 

Universe of the Study  

The IT companies around the globe are taken as the universe of the study. 

Population of the Study 

The population of the study includes the employees working in the IT Companies (IT 

Professionals) in Kerala. 

Unit of the Study  

A unit is simply a subset of the population. The concept of sample arises from the inability of 

the researchers to test all the individuals in a given population. The unit must be 

representative of the population from which it was drawn and it must have good size to 

warrant statistical analysis. The unit of the study includes the Software professionals working 

in selected IT companies in Technopark. 

Hypothesis of the Study  

Hypothesis I 

 H1: Better the Succession Planning policy higher will be the employee commitment. 
 H0: Better the Succession Planning policy lower will be the employee commitment. 

Hypothesis II 

 H1: Better the Succession Planning policy higher will be the employee retention. 
 H0: Better the Succession Planning policy lower will be the employee retention. 
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Hypothesis III 

 H1: Better the Succession Planning policy higher will be the employee morale. 
 H0: Better the Succession Planning policy lower will be the employee morale. 

 
Correlations 

1. There is positive relationship between employee morale and motivation with training 

and development activities 

Correlations 

 Employee morale 

and motivation 

Training and 

development 

activities 

Employee morale and 

motivation 

Pearson Correlation 1    .65**

Sig. (2-tailed)  .001

N 150 150

Training and development 

activities 

Pearson Correlation .65** 1

Sig. (2-tailed) .001 

N 150 150

**. Correlation is significant at the 0.01 level (2-tailed). 

Interpretation 
From the above table it is inferred that the Pearson Correlation value is .65 at the significance 

level is .001 which is significant at 1%.Therefore the alternative hypothesis is accepted and 

null hypothesis is rejected. So it is concluded that there is positive relationship between 

employee morale and motivation with the training and development activities of IT 

Companies. 

2. There is positive relationship between higher productivity and organizational 

development with competent people for future requirements. 

Correlations 

 Employee morale 

and motivation 

Training and 

development activities

Higher Productivity & 

Organizational Development 

Pearson Correlation 1    .643**

Sig. (2-tailed)  .001

N 150 150

Competent People 

Pearson Correlation .643** 1

Sig. (2-tailed) .001 

N 150 150

**. Correlation is significant at the 0.01 level (2-tailed). 
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Interpretation 

From the above table it is inferred that the Pearson Correlation value is .643 at the 

significance level is .001 which is significant at 1%. Therefore the alternative hypothesis is 

accepted and the null hypothesis is rejected. So it is concluded that there is positive 

relationship between higher productivity and organizational development with the competent 

people of IT Companies. 

Testing of Hypothesis 

Hypothesis Testing 1 

Chi square 

H0: Better the succession planning lower will be the employee retention 
H1: Better the succession planning policy higher will be the employee retention 

 

Chi-Square Tests 

 Value Df Asymp. Sig. (2-

sided) 

Pearson Chi-Square 71.134a 16 .000

Likelihood Ratio 63.416 16 .000

Linear-by-Linear Association 9.784 1 .002

N of Valid Cases 150  

a. 15 cells (60.0%) have expected count less than 5. The minimum 

expected count is .80. 

 

Interpretation 

From the above table it is inferred that the chi square value is 71.134 at the significance level 

is .000 which is <5% level of significance. Therefore the alternative hypothesis is accepted z 

Effectiveness of succession planning * retention effect Cross tabulation 

Count   

 Retention effect Total 

Outstanding Excellent Very good Fair Poor 

Effectiveness of succession 

planning 

Outstanding 5 2 1 6 11 25

Excellent 2 8 0 1 4 15

Very good 3 2 0 2 3 10

Fair 0 0 10 20 15 45

Poor 2 2 8 17 26 55

Total 12 14 19 46 59 150
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and null hypothesis is rejected. So it is concluded that there is association between the 

succession planning and employee retention at IT Companies. 

Hypothesis Testing 2 

Chi square 

H0: Better the succession planning policy lower will be the employee commitment 

H1: Better the succession planning policy higher will be the employee commitment 

Effectiveness of succession planning * employees commitment  Cross tabulation 

Count   

 Employees commitment Total

Outstanding Excellent Very good Fair Poor

Effectiveness of succession planning 

Outstanding 8 2 0 8 7 25

Excellent 1 0 0 1 13 15

Very good 2 0 0 1 7 10

Fair 8 5 7 22 3 45

Poor 12 11 5 14 13 55

Total 31 18 12 46 43 150

 

Chi-Square Tests 

 

 Value Df Asymp. Sig. (2-

sided) 

Pearson Chi-Square 58.018a 16 .000

Likelihood Ratio 60.786 16 .000

Linear-by-Linear Association 2.978 1 .084

N of Valid Cases 150  

a. 14 cells (56.0%) have expected count less than 5. The minimum 

expected count is .80. 

 

Interpretation 

From the above table it is inferred that the chi square value is 58.018at the significance level 

is .000 which is <5% level of significance. Therefore the alternative hypothesis is accepted 

and null hypothesis is rejected. So it is concluded that there is association between the 

succession planning and employee commitment at IT Companies. 

Hypothesis Testing 3 

Chi square 

H0: Better the succession planning policy lower will be the employee morale 
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H1: Better the succession planning policy higher will be the employee morale 

Effectiveness of succession planning * employee morale and motivation Cross tabulation 

Count   

 Employee morale and motivation Total 

Strongly 

Agree 

Agree Undecided Disagree Strongly 

Disagree

Effectiveness of succession planning 

Outstanding 
2 17 3 3 0 25

Excellent 1 13 1 0 0 15

Very good 2 7 1 0 0 10

Fair 5 24 12 3 1 45

Poor 4 27 17 7 0 55

Total 14 88 34 13 1 150

 

Chi-Square Tests 

 

 Value Df Asymp. Sig. (2-

sided) 

Pearson Chi-Square 17.154a 16 .000

Likelihood Ratio 19.658 16 .236

Linear-by-Linear Association 3.478 1 .062

N of Valid Cases 150  

a. 16 cells (64.0%) have expected count less than 5. The minimum 

expected count is .07. 

 

Interpretation 

From the above table it is inferred that the chi square value is 17.154 at the significance level 

is .000 which is <5% level of significance. Therefore the alternative hypothesis is accepted 

and null hypothesis is rejected. So it is concluded that there is association between the 

succession planning and employee morale at IT Companies. 

Results & Discussions 

 30.7% respondents are satisfied with the career advancement opportunities, 14.7% 

respondents are undecided to this statement and 54.7% respondents are dissatisfied 

about this statement. Therefore majority of the employees are dissatisfied with the 

career advancement opportunities provided by IT companies. 
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 Only 48 respondents are satisfied with the present duties and responsibilities in career 

planning program, 32 employees are undecided about this and 70 respondents are 

dissatisfied to this statement. Therefore majority of the people are dissatisfied with 

this statement. 

 This survey reveals that 110 respondents are satisfied with the career goals and career 

paths, 30 respondents are undecided about this and only 10 respondents are 

dissatisfied to this statement. So majority of the employees are satisfied with the 

career goals and career paths in IT companies. 

 This study reveals that 66.6% respondents are satisfied with the mentoring programs, 

26.6% respondents are undecided about this and only 6.6% respondents are 

dissatisfied. So majority of the employees are satisfied about the mentoring programs 

provided by IT companies. 

 46.6% respondents are agree  with attracting competent persons and retention of 

employees, 36.6% respondents are undecided about this and 16.7% respondents are 

disagree. So most of the employees are agree with this statement. 

 This survey shows that 72.6% respondents are agree with the suitable promotional 

opportunities, 19.3% respondents are undecided about this and only 8% respondents 

are disagree about this. So majority of the employees are agree with the promotional 

opportunities provided by IT companies to its employees. 

 Only 36 respondents are agree with the career training and advancement 

corresponding to employee’s skill,32 respondents are undecided about this and 82 

respondents are disagree to this statement. Therefore this study shows that majority of 

the employees are disagree with the career training and advancement provided by IT 

companies. 

 This study shows that 53.2% respondents are agree with the better utilization of 

managerial reserves,20.0% respondents are undecided about this and 26.6% 

respondents are disagree with this statement. Therefore most of the employees say 

that they are agreeing with this statement. 

 This survey reveals that 85 respondents are agree with the employee dissatisfaction 

with respect to career planning,45 respondents are undecided about this and 20 

respondents are disagree to this statement. So it can understand that more than half of 

the employees are agree with this statement. 
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 This study shows that 102 respondents are agreeing with the employee morale and 

motivation, 34 respondents are undecided about this and only 14 respondents are 

disagree to this statement. So majority of the employees are agreeing to the employee 

morale and motivation of IT companies. 

 90 respondents are agreeing with the guidance and encouragement to utilize the 

potential of employees, 35 respondents is undecided about this and 25 respondents are 

disagreeing to this statement. Therefore more than half of the employees are agree to 

this statement. 

 This survey reveals that 55 respondents are agree with the achievement of higher 

productivity and organizational development,45 respondents are undecided about this 

and 50 respondents are disagree to this. In this survey there is not much difference in 

the respondents who agree undecided and disagree. 

 This study shows that 96 respondents are agree that there are competent people for 

future job requirements,23 respondents are undecided about this and 31 respondents 

are disagree to this. Therefore more than half of the employees are agree that in IT 

companies there are competent people for future requirements. 

 This survey reveals that 46 respondents are agree with the career counseling programs 

for executives and managers,24 respondents are undecided about this and 80 

respondents are disagree to this. So it can understood  that more than half of the 

employees are disagree with the career counseling programs for executives and 

managers for future requirements. 

 116 respondents are agree that IT companies have the training and development 

activities helps to grow people for future roles,23 respondents are undecided about 

this and 11 respondents are disagree to this statement. Therefore this survey shows 

that majority of the employees are agree with this statement.  

 This study shows that 33 respondents are agree that IT companies has recruitment 

plan to fulfill short term and long term needs, 22 respondents are undecided about this 

and 95 respondents are disagree to this statement. So majority of the respondents are 

disagree to the recruitment plan of IT companies to fulfill short term and long term 

needs. 

 This survey reveals that only 40 respondents are agree with the career planning based 

on employee’s roles,20 respondents are undecided about this  and 90 respondents are 
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disagree to this statement. Therefore majority of the employees are disagreeing with 

the career planning based on employee’s roles. 

 73 respondents are agree that IT companies have core development programs with 

regards to career planning,52 respondents are undecided about this and 25 

respondents are disagree to this statement. Therefore this study shows that most of the 

employees agree to this statement. 

 88 respondents are agree that IT companies implement HRD  intervention related 

programs with respect to career planning,45 respondents are undecided about this and 

17 respondents are disagree to this. Therefore most of the employees agree to this 

statement. 

 This survey shows that 72.0% respondents are agree that IT companies access Human 

Resource Requirements while implementing career planning programs,13.3% 

respondents are undecided about this and 14.6% respondents are disagree to this 

statement. So most of the employees are agree with this statement. 

 58 respondents are agree that planning of individual career path based on objective 

estimates of future needs on assessment of potential,15 respondents are undecided 

about this and 77 respondents are disagree to this statement. Therefore more than half 

of the employees are disagree to this statement. 

 This survey reveals that only 38 respondents are agree with the career planning based 

on individual needs and aspiration,32 respondents are undecided about this and 80 

respondents are disagree to this statement. So more than half of the employees are 

disagree with the career planning in IT companies Global based on individual needs 

and aspiration. 

 This study shows that 105 respondents are agree that career planning and 

development based on organization needs and opportunities,35 respondents are 

undecided about this and only 8 respondents are disagree to this statement. Therefore 

majority of the employees are agreeing that IT companies have career planning and 

development based on organization needs and opportunities. 

 The survey reveals that 104 respondents are agree that IT companies has managerial 

behavioral programs, 39 respondents are undecided about this and only 7 respondents 

are disagree to this. Therefore majority of the respondents agree that IT companies 

have managerial and behavioral programs based on career planning. 

 



JOURNAL OF INTERNATIONAL ACADEMIC RESEARCH FOR MULTIDISCIPLINARY 
Impact Factor 1.393, ISSN: 2320-5083, Volume 1, Issue 11, December 2013 

 

482 
www.jiarm.com 

 71.3% respondents are agree that IT companies has appreciation programs with 

respect to career planning,18.0% respondents are undecided about this and 10.6% 

respondents are disagree to this statement. So most of the employees included in this 

survey are agree to this. 

 31 respondents says that the role of succession planning in IT companies improves 

employee commitment is outstanding, 18 respondents says that it is excellent, 12 says 

very good opinion about this 43 says that it is fair and 43 says that it is poor. So from 

this it can understand that the role of succession planning in IT companies is poor for 

improving employee’s commitment. 

 This survey reveals that 25 respondents says that the effectiveness of succession 

planning system in IT companies is outstanding,15 respondents says that it is 

excellent,10 respondents told very good opinion 45 respondents says that it is fair and 

55 respondents says that it is poor. Therefore it can understand that the succession 

planning is not effective in IT companies. 

 The study shows that 26 respondents says that the retention effect of IT companies 

with respect to succession planning is outstanding and excellent,19 respondents says a 

very good opinion,46 says that it is fair and 59 says that it is poor. So it can 

understand that majority of the employees says that the role of succession planning in 

IT companies is poor in retaining the employees. 

 The survey says that 49 respondents says that the transparency factor of succession 

planning is outstanding and excellent,48 respondents says a very good opinion,44 

respondents says that it is fair and only 9 respondents says that it is poor. Therefore it 

can understand that the transparency factor of succession planning in IT companies is good.  

 

Suggestions 

After conducting the survey in IT Companies found some areas which need improvement 

with regards to succession planning. Through the research I have found suggestions for the 

betterment of Succession planning for enhancing employee commitment and employee 

retention. Some suggestions are as follows: 

 First, IT Companies may prepare an effective succession plan by implementing proper 

strategies and policies of succession planning through analyzing the potential and 

capability of employees. An effective succession planning always supports 

organizational stability and sustainability. 
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 Every employee need career growth and career development, so the organization may 

provide career training, mentoring programs, career development opportunities etc. 

By giving this, employees can learn how to handle the leadership roles and how to 

attain managerial positions etc as well as the employees can develop their career by 

achieving excellent outputs from the career training and advancement programs. 

 Some employees who exhibit leadership characteristics they actually are efficient, but 

they don’t know how to handle the roles in critical situations. In such cases the 

organization may provide proper guidance and encouragement, training and support 

to the employees, that will create confidence in the employees for handling such 

critical roles and also lead them in an efficient manner. 

 Assessment is the key practice for effective succession planning, therefore the 

organization may keenly observe and assess the employee, and then only the 

organization can identify, develop and train the right candidate having high potential 

to fill the right key roles.  

 Vacancies in senior or key positions are increasing day by day in numerous 

organizations, in this case the organization naturally focus on to the top level leaders 

or managers, and they may not give proper attention and care to the middle level 

managers, this will create a tendency in middle level managers to leave the 

organization, and if younger managers interested in moving up do not have the skills 

and experience required because they have not been adequately mentored and trained 

due to the lack of middle managers. So the organization may give proper attention and 

care to all the employees who are handling different positions rather than 

concentrating only the top managerial positions. 

 Employee Retention is one of the major issue faced by most of the organizations 

especially the software companies. Retaining the best staff is essential to the 

company’s performance. For managers, nothing feels better than having a productive 

and happy workforce who is collectively focused on the organization success. 

Many organizations take much effort to recruit or hire the right candidate for the jobs, but 

90% of the organizations fail to retain those employees. After finding the right people, it is 

management primary role to take responsibility for the success of those employees including 

performance goals and targets. 

For retaining the employees certain measures may be adopted by the organizations 

which are as follows: 
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 Managers need to appreciate the staff every day and constantly work with them. 

 Reduce their work load and pressure either by dividing their jobs and 

responsibilities or by providing entertainment programs or adding their leisure 

hours. 

 Provide career training and career development programs along with their daily 

routine that will create positive energy in every employee. 

 Give them an opportunity to prove their own talent by coming up with new ideas, 

suggestions and opinions. 

 Employer may appreciate to the employee’s work and motivate them by giving 

certain good roles. 

 The employer may consider the emotions and feelings of employees and provide 

certain time for counseling them if they are facing any issues. 

 The organization may appoint a company leader or the manager itself may spend 

some time to engage with the employees and use certain strategies like job 

satisfaction surveys and conduct other employee related surveys etc. This makes 

them feel important and understand that the company really cares for them. 

 Communication is very important in all organizations. It is required to 

communicate any new company policies or initiatives to all employees to be sure 

that everyone is on the same page. Nobody wants to feel that they are being left 

out of the loop. 

 It is incredibly important to include team members in the decision making 

process, especially when decision will affect an individual’s department. This will 

create employee involvement. 

 The organization may allow team members to share their knowledge with others 

since the highest percentage of information of retention occurs when on shares 

that information with others. Facilitating knowledge sharing through an employee 

mentoring program can be equally beneficial for the team member being 

monitored as well as mentor. 

 Creation of an environment that demands accountability and transparency helps 

employees to feel that they are as superiors. This helps in emotional bonding of 

the employees. 

 The important intellectual assets of the company are their workforce. The 

company may retain it through involving “I” in some of the important decisions. 
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Employee Commitment is also another big factor that affects organizational stability. 

Therefore the organization may maintain the employee is by giving certain important factors 

which are as follows: 

 Organization not only provide better working environment and culture, fair salary, 

other monetary benefits but also provide better career training and advancement 

programs, career counseling programs, suitable promotional opportunities also. 

 Commitment of an employee is very important for every organization to achieve 

higher productivity and organizational development, for that the organization 

should satisfy the most needs and wants of all the employees. 

Effective succession plan may be prepared by every organization for getting the right people 

to fill the key positions in the company. So an effective succession plan contains several 

factors which are mentioned below: 

 The succession planning program must have the support and backing of the 

company’s senior level management. 

 Succession planning must be a part of an integrated HR process that includes 

training, development and performance appraisal. 

 Identify what skills the organization will need in 5,10 or 15 years 

 Critical positions must be identified and included in the company’s succession 

planning program. 

 Identify high performers that are almost ready to step into those critical positions. 

 Analyze the workforce and identify who will be eligible for retirement within the 

next five years. 

 A system for communicating succession planning information to managers must 

be established. 

 Background information on potential successors, such as education, experience, 

skills, appraisals and potential should be reviewed. 

 The training and development requirements of potential successors need to be 

determined. 

 A system for monitoring candidate’s development plan progress by senior 

management should be established 

 A systematic approach for identifying, nominating and selecting potential 

successors must be established. 
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 Succession planning must include a system for providing feedback and 

encouragement to potential successors. 

CONCLUSION 
 The study helps to throw light on the fact that the IT Companies should implement 

succession planning process in a better manner for enhancing employee commitment and 

retaining the employees in the organization. For that IT Companies should include all the 

employees in the succession planning process. Manpower is considered as an asset of 

organization and each employee is a part of organization. Moreover retaining the employees 

is a big issue which is faced by every organization especially the IT sector, with this in mind 

IT Companies has to make changes in the present succession planning system and try to chip 

in other employees also along with the employees who are in the managerial positions. In IT 

Companies the availability of experienced and capable employees are in a good ratio and the 

organization is taking good effort for keeping them in a longer period. IT Companies also 

have excelled in giving good leaders to their organization. Likewise, they have to consider 

and provide career opportunities and career programs to other employees also, that will create 

good reputation as well as higher productivity. 
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