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ABSTRACT 

This study aimed at assessing Succession Planning Challenges in Public Sector a Case 

of Health Sector at Kinondoni Municipal Council, Dar Es Salaam, Tanzania. The 

study used descriptive explanatory research design and the combined questionnaires 

and documentary review tools were used to collect data from a randomly selected 

sample of 120 respondents. Data were analyzed by using Statistical Package for Social 

Scientist (SPSS) version 16. Findings from this study has indicated that the number of 

staff for succession planning in public hospital at Kinondoni were moderate in number 

with a mean of 3.31 from a mean index means. Again findings showed that challenges 

in implementing succession planning in public hospitals around Kinondoni were high 

and most of these challenges were insufficient talents and inability to motivate key 

employees. Furthermore, findings have revealed that strategies for promoting 

succession planning in health sector at Kinondoni were very high and the most 

strategies for promoting effective succession planning were identified as attracting and 

recruiting the potential employees, rewarding and recognizing hard working 

employees, effective leadership and management development. Moreover, the study 

findings showed that there were very high challenges in identify talents and potential 

people for succession planning.Lastly the study recommended that the ministries of 

health and human resource management departments should consider leveraging on 

training and promotion that will enable staffs to retain the valuable skills to enhance 

effective succession and retention of skilled staff. 

Keywords: Succession Planning, Human Resource Management and Public Sector 

Challenges  
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CHAPTER ONE 

INTRODUCTON 

 

1.1  Background of the Problem 

Succession designing may be a valuable management tool for making a concept to 

maneuver high potential individuals into the upper levels of the organization. 

Management development these days may be a prime priority for any organization 

that desires to remain in business (Margerison, 1991).  

 

The idea of Succession designing was introduced by Fayol. World Health 

Organization believed if succession designing wants were unheeded, organizations 

wouldn't be ready to create necessary transitions (Rothwell, 1994). Succession 

designing permits a corporation to arrange for the absence, departure, death, 

retirement, or termination of a personal. It provides for continuity of culture and also 

the evolution of necessary skills for a corporation (Blaskey, 2002). Steele (2006) 

argues that succession designing has been used as a formalized methodology for 

coping with changes in leadership for over fifty years. Originally accustomed 

anticipate sleek transitions at the highest level in organizations; it's evolved into a 

method that several organizations take for a vital for key positions across functions 

and levels. While operational definitions vary, the core which means has remained an 

equivalent throughout the decades because the method of succession designing has 

evolved. Succession designing has long been a lively human resources strategy that 

has been mentioned at skilled conferences and inside skilled journals and publications 

(Johnson and Brown, 2004).  
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Since the late Nineties, unit of time professionals and call manufacturers are awake to 

the requirement for formalized strategic designing of their workforces, particularly 

given the pure demographics of the general public service surroundings, in the 

slightest degree levels. The inevitably dynamic manpower, driven by the steady 

exodus of somebody employees towards retirement, associated connection over and 

over with an increasing demand for public services, marked the people unit of time 

management would like for correct designing and development of thoughtful ways 

within the areas of achievement, retention and succession designing. While the human 

resources and leadership community recognized this would like for correct designing, 

circumstances and restricted resources have prevented some agencies from instituting 

a proper approach to manpower designing.  

 

However, there square measure several samples of success during this space, usually 

driven and supported by government leadership outside of the standard human 

resource community as an example, at the federal level manpower designing or human 

capital designing may be a major part of the President’s Management Agenda; and 

within the State of Georgia, the state legislature embedded formalized manpower 

designing for agencies inside state law (Johnson & Brown, ibid,). The need for 

succession designing publicly organizations has inflated as labor and employment 

trends have modified with the population. they're facing unexampled levels of 

retirement whereas budget cuts limit their ability to recruit a brand new generation of 

public servants (Rothwell, 2005).  

 

Within the past, workers were thought-about plentiful and pronto available; but, the 

long run holds few guarantees. The potential leadership gap supports would like for 
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the event of proficient and future leaders publicly organizations through succession 

designing. Public organizations are experiencing a reduced sense of loyalty among 

their workers. Within the past, employers might reckon a gradual offer of workers 

willing to require a grip with an organization for several years, perhaps even till 

retirement.  

 

Today, though, workers square measure trying to find short-run gains while not long 

commitments, and organizations might lose prime talent if steps aren't taken to spot, 

develop and promote those people quickly (Rothwell, 2005). High turnover can have a 

negative impact on the intellectual capital of a corporation. Succession designing may 

be a suggests that of holding and cultivating the intellectual capital of an organization 

and holding on to individuals as its most vital quality. Too often, several researchers 

on effectiveness of succession designing concentrate and demand on prime 

management development and their roles in and the way to manage succession 

designing as a programme and method.  

 

They put in force the importance of holding and attracting workers for continued 

structure performance, as well as the deserves of getting effective succession 

designing in a corporation. Less attention has been given to the opposite vital specific 

areas like short-run coaching and training, achievement and retirement, transfers, 

verbal description and also the accessible performance management system to 

examine however square measure they applied within the public sector as an entire 

circle for unit of time development, replacement and utilization within the 

organization for effective succession designing. As Rothwell (2001) insists, of these 
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areas ought to be thought-about as they carry equal weight in implementing effective 

succession planning in any serious organization.  

 

With these challenges, public organization square measure  currently finance in 

Succession designing, as a method of making ready for and exchange managers, 

executives and alternative key workers World Health Organization leave their 

positions, and is critically vital to the Institution’s continued and future success. It 

includes processes like however the organization identifies and recruits successors; 

however it manages transitions from one executive to a different and the way it 

develops successors.  

 

Succession planning can even involve distinctive “high potential” workers and as well 

as them in special coaching and development for future management roles. For its 

effectiveness, a sturdy succession set up ought to additionally involve and be 

integrated with vital work objectives or assignments, employment and performance 

assessments and observations, so as to assess whether or not the individual 

demonstrates the organization’s core competencies and whether or not she 

systematically behaves in accordance with explicit values and principles (Harrison et 

al, 2006). 

 

Therefore, it's terribly important to link succession attending to business strategy to 

get would like quite individuals with the required set of skills for the long run. 

However, this linkage has not been achieved in planet even in organizations with best 

succession designing (Karaevil and Hall, 2003). Management commitment like 

several alternative structure wide program is vital for productive implementation of 
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Succession designing. while not the support, succession designing isn't practicable 

although style part is completed well (Diamond, 2006). Awareness and 

communication is another issue in method management of Succession designing. It 

looks that, the most effective state for each organization and individual is that issue 

raise and discuss overtly supported a clear denote method (Greer and Virick, 2008). 

Continuous analysis is vital in method management. 

 

1.2  Statement of the Research  Problem 

Succession designing helps organizations manage their talent pipeline (Guin, 2000). 

Its goal is to make sure that, the number and quality of leaders square measure known, 

absolutely capable, and prepared to contribute to the effective performance of a 

business in future. Although, new career ideas like boundary-less careers (Arthur and 

Rousseau, 1996) and variable careers (Hall, 1996) emphasize individual responsibility 

in career development, no productive business will stop career management programs 

like succession getting to determine and develop the proper folks to make sure that the 

vital skills square measure gift within the organization over the long run (Barnet and 

Davis, 2008).  

 

Some business trends square measure in favour of taking succession designing a lot of 

seriously. Demographic trend in manpower toward aging and reduce in provision 

manpower, tight labour markets (Busine and Watt, 2005; opening and Ukpere, 2010); 

changes in values and attitudes of recent generation employees toward exacting a lot 

of freelance, and versatile job with a lot of coaching and learning opportunities 

(Cascio, 2006); shifting the supply of competitive advantage from tangible assets to 

understood data stuck to the minds of workers (Barnet and Davis, 2008). For the case 
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if United Republic of Tanzania work organization, human resource succession 

designing isn't a lot of practiced.  

 

This on one hand has affected personnel designing of various work organizations 

together with public sectors. As an example, despite the trouble done by the 

government in staffing, there's still a lot of work to be done. There’s a general 

shortage of qualified employees in the slightest degree levels, however the shortage is 

a lot of evident at the lower levels and within the hardship operating surroundings 

areas. The shortage is principally caused by, among different factors, low output of 

qualified employees, mal-distribution, poor remuneration, poor infrastructure, lack of 

enticing retention theme, migration once coaching to different countries, and inter-

sectoral movement and or grooming in different disciplines (MOHSW, 2009). Despite 

the fact that many studies has been carried out on succession planning, most of them 

were carried out in Asian countries like Iran and other developed countries 

particularly European countries (Busine and Watt, 2005). Therefore; this study 

intended to assessthe succession planning challenges in public sectors a case of health 

sector at Kinondoniin Dar es Salaam. 

 

1.3  Research Objectives 

1.3.1  General Objective 

The main objective of this study was to assess the succession planning challenges in 

public sectors a case of health sectorkinondonimunicipal in Dar es Salaam. 

 

1.3.2  Specific Objectives 

This study was guided by the following specific Objectives: 
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(i) To analyze the number of staff prepared for succession planning in health sector 

at kinondoni municipal. 

(ii) To determine the challenges in implementing succession planning in health 

sector at Kinondoni municipal. 

(iii) To suggest strategies for promoting succession planning in health sector at 

Kinondoni. 

(iv) To analyze the challenges in identify talents and potential people for succession 

planningin health sector at Kinondoni. 

 

1.4  Research Questions 

1.4.1  General Research Question 

What are the succession planning challenges in public sectors a case of health sector 

in Dar es Salaam? 

 

1.4.2  Specific Research Questions 

(i) What are the numbers of staff prepared  for succession planning programs  in 

health sector at Kinondoni municipal? 

(ii) What are the challenges in implementing succession planning in health sector at 

Kinondoni municipal? 

(iii) What do you suggest for promoting succession planning in health sector at 

Kinondoni? municipal . 

(iv) What are the challenges in identify talents and potential people for succession 

planning in health sector at Kinondoni? 
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1.5  Significance of the Study 

Findings from this study will be significant to various stakeholders. First the study is 

expected to make contributions to the expanding literature on issues related to the 

human resources succession planning in Tanzania work organizations. Second from 

the study will have significance to academia, extension of knowledge frontier as well 

as to policy makers. Lastly academically, even though there are many studies about 

succession planning in the public sector. 

 

1.6  Scope of the Study 

According to Leedy and Ormrod, (2010) scope of the study is about how widespread 

the study is. This study was confined to Dar es Salaam region specifically at 

Kinondoni municipal council where the problem is centered to determine succession 

planning challenges in public sectors specifically in public health sector.  

 

1.7  Organization of the Study 

This paper comprised of five main chapters and several sections and sub-sections 

under each chapter. The chapters are as follows: Chapter one gives the general 

introduction of the topic concerned. Chapter two gives the literature review 

concerning the topic. Chapter three comprises the methodologies applied to carry out 

this study, chapter four presentations of findings and discussion and chapter five 

presents about summary, conclusion and recommendations. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Introduction 

This part covers the following areas of the study: - The first part presents theoretical 

review of the study. The second part explores the empirical literature review of the 

study. The third part provides a literature gaps to be covered by the study. The fourth 

part provides conceptual framework which guided this study. 

 

2.2  Conceptual Definitions 

This subsection provides definitions of key concepts such as succession planning, 

human resources as well as human resources management from various sources. 

 

2.2.1  Succession Planning 

Succession planning refers to the process of identifying employees who have the 

potential to assume key positions in the organization and preparing them for these 

positions (Belcourt and McBey, 2007). The identification of talent is always paired 

with on-going programs to develop that talent. Likewise, succession planning defined 

as “deliberate and systematic effort by an organization to ensure leadership continuity 

in key positions, retain and develop intellectual and knowledge capital for the future 

and encourage individual” (Rothwell, 2010). It is argued that succession planning is 

no longer limited to top managers, nowadays need to successor for every job in the 

organization is evident, especially with more involvement of employees to the 

organization and distribution of decision making to empowered employees across 

organizations.  



 
 

 
 

10 

2.2.2  Human Resource Management 

Armstrong (2003) in handbook of personnel management practice provides a 

definition of human resource management as a strategic and coherent approach to the 

management of an organization’s most valued assets. The people working here who 

individually and collectively contribute to the achievement of its objectives.” HRM 

strives to achieve the organizational goals through employee performance. 

 

2.3 Theoretical Literature Review 

2.3.1  Systems Theory 

The system theory was developed by man of science Ludwig Von Bertalanffy. 

character (1983), defines a system as a collection of objects or entities that interrelate 

with each other to create an entire. Systems theory is essentially involved with issues 

of relationships, of structures, and of reciprocity, instead of with the constant 

attributes of object. The systems theory views a corporation, for instance a health 

sector, as a system consisting of people World Health Organization work at intervals a 

proper framework, drawing resources, individuals and finance from their surroundings 

and swing into that surroundings to provide merchandise or services they provide. 

 

This theory is predicated on the read that managers ought to target the role compete by 

every a part of associate degree organization; instead of dealing individually with the 

components (Hannagan, 2002). The systems theory maintains that, a corporation 

(health sector) doesn't exist in an exceedingly vacuum. It doesn't solely depend upon 

its surroundings however it's conjointly a part of a bigger system like the society or 

the national economy to that it belongs. The systems approach is {bothered} with both 

social and cluster behavioural aspects resulting in a system of cooperation (Koontz, 
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2001). Plomp and Pelgrum (1993) noted that health sector is complicated comprising 

of sub-systems at completely different levels; as a result of the quality of the system 

(health sector it's vital that each one systems components work along hand in glove 

and responsibly to accomplish the systems’ (health) objectives, that is, to produce 

quality health services. As a part of the health sector, the employees has crucial role to 

play to make sure that each one alternative components within the system work and 

act with the very best degree of unity and integrity and keeps the system updated with 

any changes within the external surroundings. Health sectors square measure open 

systems, thence they reply to the external influences as they decide to accomplish its 

objectives.  

 

The systems theory has had a big impact on management science and understanding 

organizations. A system could be a assortment of half unified to accomplish associate 

degree overall goal. If one a part of the system is removed, the character of the system 

is modified still. A system is checked out as having inputs (e.g., resources like raw 

materials, money, technologies, and people), processes (e.g., planning, organizing, 

motivating, and controlling), outputs (products or services) and outcomes (e.g., 

increased quality of life or productivity for customers/clients, productivity). Systems 

share feedback among every of those four aspects of the system.  

 

Therefore, the systems theory will best be accustomed justify the succession designing 

challenges publicly health sector. A system could be a assortment of half unified to 

accomplish associate degree overall goal. If one a part of the system is removed or 

doesn't work fittingly the character and functioning of the system is modified still. 

Following this read, it's vital that each one stakeholders in health sector as well as 
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human resource managers square measure familiar with all aspects within the health 

policy reforms so they will play their half responsibly and consequently. 

 

2.3.2  Contingency Theory 

Contingency theory was developed by Fred within the late Nineteen Sixties. He 

believes the effectiveness of leadership designs vary counting on the case. 

Contingency theories area unit supported the idea that the connection between 

leadership vogue and structure outcomes is qualified by situational factors associated 

with the atmosphere, and thus the outcomes can't be foreseen by leadership vogue, 

unless the situational variables area unit noted (Cheng and Chan, 2002).Contingency 

theory asserts that once managers create a call, they need to take into consideration all 

aspects of this state of affairs and act on those aspects that area unit key to the case at 

hand. Basically, it's the approach that “it depends”. for instance, if one is leading 

troops in Al-Iraq, AN autocratic vogue is maybe best. If one is leading a hospital or 

University, a a lot of participative and helpful leadership vogue is maybe best. 

 

Three models exist during this leadership approach: Fiedler’s (1967) workfellow 

theory, House’s (1971) path-goal theory, and Heresy and Blanchard (1969) situational 

leadership theory. From this approach and therefore the 3 models no leadership vogue 

is best all told things. Success depends upon variety of variables, as well as the 

leader’s most popular vogue, the capabilities and behaviours of the followers, and 

aspects of the case. Effective leadership needs adapting one’s sort of leadership to 

situational factors, and management is conditional 3 factors specifically the 

connection between the leader and followers, the degree of the task structure and 

therefore the leaders’ authority, position or power. 
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2.3.3  Chaos Theory 

The Chaos theory is advocated by Tom Peters (1942). As chaotic and random as 

world events appear these days, they're equally chaotic in organizations. Nonetheless 

for several decades, managers have acted on the premise that structure events will 

continuously be controlled. Thus, a replacement theory, called chaos theory, has 

emerged to acknowledge that events area unit seldom controlled. the most religious 

doctrine of chaos theory is that systems act in nonlinear and random ways in which, 

attributable to their inherent random behavior, it's not possible to accurately predict 

the behavior of a chaotic system, maybe the simplest noted religious doctrine of chaos 

theory is that the system’s sensitivity to initial conditions, that is usually remarked 

because the “butterfly impact.” place merely, this supposition implies that one thing as 

little and on the face of it insignificant because the flutter of a butterfly’s wings will 

have a way bigger impact and may begin a sequence of events that ends up in an 

outsized scale event sort of a moving ridge that devastates a coastal space. 

This theory fits well once describing complicated systems just like the weather, 

biological systems, and sophisticated mathematical models, however as recently, 

scientist researchers area unit seeing the relevancy of chaos theory and therefore the 

plan of random, unpredictable behavior to the systems they study. As solanaceous 

vegetable (1996) explicit “chaos theory makes an attempt to know the behavior of 

systems that don't unfold during a linearly, predictable, typical, cause-and-effect 

manner over time” (p. 96), solanaceous vegetable wrote her seminal piece that was 

revealed within the Journal of promotional material and showed the clear connections 

between the tenets of chaos theory and therefore the systems typically studied by 

social scientists and created a incorporate analysisers to increase this body of literature 
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and use chaos theory in their future research. Seeger echoed her sentiments during a 

follow-up piece revealed within the same journal in 2002.  

 

He argued that organizations experiencing a crisis area unit a perfect model of a 

chaotic system and same the sphere of organization crisis were ideal for the applying 

of this theory. He pointed to every part of chaos theory, fractals, bifurcation, strange 

attractors, and an organization and showed however an structure crisis contained every 

part across the crisis lifecycle. Chaos theorists recommend that systems naturally visit 

a lot of quality, and as they are doing thus, they become a lot of volatile and should, 

therefore, expend a lot of energy to keep up that quality. As they expend a lot of 

energy, they obtain a lot of structure to keep up stability. This trend continues till the 

system splits, combines with another complicated system or falls apart entirely. it'll 

would like an efficient manager for the latter worst situation to not happen. 

 

2.3.4  Talent Management & Acquisition 

Talent management is the process of identifying talent gaps and vacant position 

looking for suitable candidates and develop their skills for the long tem success of 

organization. 

 

2.3.4.1 Ecolab’s Talent Management Philosophy  

Key operating principles which guide talent management  

Principle one: Talent is shared according the Ecolab they state that talent in 

organization is a company resource not something that belongs to a particular division 

or function. 
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Principle two: Ecolab believe that development is the key activity that make 

transition from one role or level to the next possible  

Principle three: It is everyone responsibility to develop their skill and knowledge  

Principle Four: Performance alone does not regarded as a bench male to identify 

talents but readiness to move the next level  

Principle five: Talent development should be implemented consistently across the 

entire organization. 

 

2.3.4.2 Ecolab Talent Pipeline  

In order to develop the supply and quality of leaders, organization required to develop 

the future executive from  within organization. 

(i) According to mc Kinsey (2013) define talent as sum of person abilities, skills 

knowledge experience intelligence judgment attitude, character and his or her 

ability to lean and grow. 

(ii) Talent management the ability, competency and power of employee within an 

organization. It includes the process of exploration, development transition 

according to the culture of the organization. 

 

According to Roth well (2008) define talent management as the process of attracting 

the best people, developing them and Retain them by motivating and appropriate 

reward.Talent recruitment by Guarimo(2007) is the process of evaluating candidate is 

competencies compared to job description.Bersoin(2009) state that talent management 

result to employee engagement and retention in organization.Employee engagement is 

a situation in which employee is feeling connected to their organization working hard 
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and motivate others to perform better.Setadler(2011) explain the advantage talent 

management approaches 

(i) Developing the talent group of possible successors for every critical position 

(ii) Analyzing the future skill required for long tem success of organization 

(iii) Through carrier growth and development it motivate employee to work hard 

toward long term objective. 

(iv) It retain potential employee 

 

2.3.5   How Government Succession Planning Different from other Sector 

Government succession planning is more unique than other sector or private sector 

due to the following reasons. 

 

2.3.5.1 In Government Succession Planning 

Succession planning Implemented in form of election or appointed by a top leaders 

who are elected. 

 

2.3.5.2 In a Government Institutions Differ from Private Institutions 

Since in private institution directors are responsible to choose successors but in 

government immediate supervisor have an influence in choosing successor those who 

will be prepared for succession planning programs. 

 

2.3.5.3 Succession Planning in Government 

Is affected by collective bargaining agreement and written civil service code which is 

binding by laws. 



 
 

 
 

17 

2.4 Empirical Literature Review 

This section review empirical studies on succession planning challenges in public 

sector worldwide context, Africa context as well as Tanzania context so as to 

understand the problem under study thoroughly.  

 

2.4.1  Empirical Literature Worldwide 

A study by IP et al. (2006) within the UK, tried to review business and tutorial 

literature on Business Succession designing victimization an intensive literature 

search of business magazines, journal databases, textbooks, and relevant reports. The 

study lined the context that during which within which business succession takes place 

which they enclosed, psychological, legal, financial, and monetary matters. On the 

methodology, they found that there's no established and reliable methodology for the 

whole Business Succession designing method. in addition, they argue that Business 

Succession designing isn't a personal or small-group effort however it needs 

continuous investment of your time, resources, and support.  

 

According to Pennell (2010), in a very most up-to-date study in USA, versatile job 

descriptions area unit important choices that promote organic process opportunities 

and succession management plans particularly within the library trade. This study 

used validatory literature from each at intervals and outdoors berths to look at the 

impact of versatile job descriptions on succession management method. the main 

focus of the paper was to deal with expected library management and leadership gap 

expected within the years ahead as current library managers from the individual 

generation retire in record numbers. The study findings counsel that written job 

descriptions could limit the flexibility of current library managers to supply 
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opportunities for learning and growth for those staff United Nations agency can fill 

leadership roles within the coming back years. However, a lot of versatile job 

descriptions was found to supply richer, a lot of inventive learning skilled and organic 

process opportunities for distinguishing high potential staff at intervals organizations 

for succession designing.  

 

Porkiani et al (2010) reviewed succession designing in Iranian governmental agencies. 

They argued that it had been turning into progressively difficult for organizations to 

get qualified and proficient employees. Succession designing was usually introduced 

as the way to draw in and use such employees. Succession designing may be a method 

of enlisting and development of staff for important roles at intervals the organization. 

Implementation of succession designing was a central to sure structure needs. Their 

analysis surveyed structure needs in Iranian governmental agencies and their reference 

to the implementation of succession designing. Their study used descriptive strategies 

with correlation. The applied math population consisted of 2 teams, consultants and 

managers of Iranian governmental agencies, and information was collected 

victimisation 3 questionnaires.  

 

The findings of this study incontestible a important relationship between structure 

needs like managers’ commitment, structure culture, structure readiness, and 

managers’ competencies with the implementation of succession designing. By 

considering these structure needs in their management practices, managers were a lot 

of doubtless to achieve success in recruiting, evaluating, coaching and developing 

talent as dimensions of the implementation of succession designing.  
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Zafar et al (2010) analysed e-human resource management practices employing a case 

banking concern of Pakistan. The knowledge-intensifying method of the economy and 

therefore the correlate rise of structure networks, with their bigger dependency on 

qualified and committed staff, establish the requirement for a kind of human resource 

management that meets the strain and wishes of the management and therefore the 

staff. thus in IT based mostly these days economy the requirement for e-HRM has 

become imperative to satisfy the 60 minutes challenges of twenty first century. E-

human resource management in Pakistan is in its initial stages. There area unit 

changes happening within the IT landscape of Pakistan.  

 

There area unit voluminous hurdles that area unit to be met with. the aim of their was 

to grasp wherever Pakistan stands in terms of IT adoption particularly within the 60 

minutes field and at what level e-HR is being enforced, at its major establishments 

like banking concern of Pakistan. The results of this analysis showed that because the 

latest advanced technologies supply the potential to contour several structure 

functions, thus is case with 60 minutes. The banking concern of Pakistan was 

progressively utilizing data Technology (IT) to style and deliver their 60 minutes 

practices. heaps has been done and far a lot of is however to be achieved during this 

regards.  

 

Richardson (2006) researched on enlisting ways by staring at managing/effecting the 

enlisting method. She argued that enlisting as a person's resource management 

performs is one amongst the activities that impact most critically on the performance 

of associate organization. Whereas it's understood and accepted that poor enlisting 

selections still have an effect on organizational performance and limit goal action, it's 
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taking a protracted time for public service agencies in several jurisdictions to spot and 

implement new, effective hiring ways. In some areas, existing laws inhibit change; in 

others, the inhibiting issue is social control inertia. This work mentioned a number of 

the ways that organizations will and do use to make sure the existence of the simplest 

attainable pool of qualified candidates from that they will fill vacancies as and once 

needed. It known the benefits of every of the ways, highlighted the drawbacks of its 

use and offered suggestions for guaranteeing its utility.  

 

2.4.2  Empirical Literature Review in Africa 

Nyamwanza et al (2018) analyzed succession designing in Zimbabwean polygamous 

family businesses and located out that succession designing in polygamous families is 

haphazard and a supply of disputes. In another Zimbabwean study, Dumbu (2018); 

analyzed succession designing and found out that lack of communication, lack of 

appropriateness & state of succession candidates, dysfunctional conflicts in families 

and the monolithic heritage were chief among challenges that surround succession 

designing in family businesses.  

 

Muoki (2009) did a study on challenges of human resource designing at the ministry 

of public health and sanitation in African nation and established that notwithstanding 

there area unit coaching opportunities within the ministry nearly all the respondents 

indicated that the opportunities weren't equally accorded to the employees across the 

cadres. the explanations cited for unequal coaching opportunities were: Lack of 

enough resources and lack of correct coaching wants assessment. The coaching 

projections and skills inventory were aforementioned to be weak and therefore the 

coaching principally relied on those that applied for any course. a number of the 
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employees were aforementioned to be unaware of the coaching opportunities within 

the Ministry and people opportunities weren't want based mostly.  

 

An additional question was expose to live the factors that junction rectifier to the 

dearth of equal coaching opportunities among the physicians and it had been found 

that lack of coaching wants assessment documents/charts, restricted money resources 

thanks to inadequate allocation by the pecuniary resource and borderline support for 

more coaching were cited as factors. However, coaching opportunities might be 

offered however was deterred by the work and few employees offered to continue 

providing the services whereas some employees were out for the coaching.  

 

Obaga (2010) did a study on the results of succession management on service delivery 

within the ministry of Water and Irrigation inKenya and located that career designing 

is a vital facet in commission delivery. He identified that career designing affects 

enlisting, succession designing, compensation and government development. The 

findings indicate that the mean performance was twenty seven.4762: This indicated 

that sixty eight of the respondents united that career designing improves service 

delivery for associate worker within the Ministry.  

 

Oluoch (2013) did a study on the influence of best human resource management 

practices on structure performance. He established that human resource designing 

practices don't support succession designing. Oluoch found that the enlisting method 

is marred by long processes, interest, and quality that stood at forty sixth, 24%, and 

half-hour severally characterised from the authoritative people at intervals the 

organization. The organization as indicated used the utilization of non-public 
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interview of staff at 100 percent, considering expertise at thirty eighth, performance at 

twenty sixth, ethnic balance at Sixteen Personality Factor Questionnaire, and tutorial 

action at 2 hundredth.  

 

Khalumba (2012) did a study on the influence of human resource management 

practices on money performance of economic banks in African nation. His findings 

gift a mean score of two.94 that indicates that respondents united to a moderate extent 

that banks had a full of life career designing policy for its employees, a mean score of 

two. 20 indicates that respondents united to a less extent that banks career plans were 

coupled to the human resource plans, a mean score of two.69 indicates that 

respondents additionally united to a less extent that the bank was ready to retain 

associate applicable range of desired and qualified employees the least bit times. The 

results indicate that lack of active career plans for bank employees hindered the banks 

staff from developing their careers and this contributed to raised level of employees 

turnover as most employees left the bank in search of career development 

opportunities. This resulted to loss of good force that was thought of important for the 

action of the banks‟ performance goals.  

 

Frank and Taylor (2004), state that companies will shield their human capital from 

being scoured by creating data, skills and capabilities a lot of distinctive and/or 

valuable by a thus referred to as create system, or internal system of human resource 

management, that includes of comprehensive coaching, promotion-from at intervals, 

developmental organic method,biological process and performance appraisal process, 

and ability based mostly pay. Building on performance management systems, Frank 

and Taylor (2004) predict that within the future, staff can receive custom created 
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responses to task or ability weaknesses endlessly. Mitchell, Haltom and Lee (2001), 

state that though everybody cannot become structure superstars they will push the 

boundaries ofwhat they will accomplish. Therefore, organizations that imbed 

development into their terribly core will attract a lot of talent within the method of 

succession management, retain it longer and have higher performance over the long-

term. 

 

2.4.3  Empirical Literature Review in Tanzania 

Janeth Makondo conducted a have a look at in 2009 on the role of Human sources 

Succession making plans within the economic establishments. She wanted to analyze 

techniques hired by means of financial group in the implementation of human 

resource succession planning. She additionally wanted to have a look at the volume to 

which succession making plans has been enabling monetary institutions survive inside 

the labour marketplace no matter of the boom in labour turnover. Ultimately, she 

desired to determine the impact of free labour movement ideology on succession 

planning in economic institution. The study found out that there has been human aid 

succession making plans within the bank and it changed into normally desirable. This 

enabled the survivor of the bank. it additionally helped to lessen the jogging value, 

elevated team of workers motivation and overall performance and it finally created a 

pool of professionals for future use (some authors call it talent pool). but the take a 

look at discovered a few faults in succession planning in that organization. The 

financial institution faced a few problems in choosing the proper people to broaden.  

 

Secondly there has been boom in the price of training and it resulted into grooming 

people for positions that might not exist in destiny and purpose people to lose patience 
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or renounce in the event that they do now not get the activity they wanted, or feel 

surpassed over by way of the enterprise. In conclusion, Makondo’s findings indicated 

that despite the fact that there was excessive labour turnover , the same had typically 

no impact on human useful resource succession making plans because there has been 

usually a pool of experts for instant replacement which enabled steady provision of 

service and hence survival of the financial institution. 

 

A take a look at by way of Shivji and Rutinwa (2005) showed that the neighborhood 

governments have no energy to make decisions, like in the abolition of some taxes set 

up by neighborhood authorities government have been termed as nuisance and were 

abolished without earlier session with the local government. The manner of creating 

through laws with the aid of nearby government authorities to manipulate theirrely is 

also intervened by way of the principal government specifically in approving those 

bylaws. Frequently times the minister responsible may additionally withhold the 

consent indefinitely (local government laws District authorities Act, 1982 

sect.150MRevised 2000). 

 

The take a look at performed in 2007 by using Kevin found out that excellent exercise 

corporations effectively integrate management improvement and succession making 

plans structures. They manage to do so via completely making use of managerial 

employees in developing the employer's mentor network, identifying and codifying 

excessive capability personnel, developing excessive potentials via mission-based 

totally learning stories and manager-facilitated workshops, setting up a bendy and 

fluid succession making plans procedure, developing organization-huge forums for 



 
 

 
 

25 

exposing high capability employees to multiple stakeholders, and setting up a 

supportive organizational tradition. 

 

A study conducted with the aid of Nathalis Linuma in 2009 left absolute confidence 

that the position of the government thru neighborhood government is to make certain 

that the offerings and items are thoroughly provided to the public via selections made. 

After independence the neighborhood government machine became introduced by 

using legislation and accompanied via a sequence of directives from the significant 

authorities.  

 

However maximum nearby authorities government were facing many troubles 

consisting of damaging linkage from critical authorities indecision making to meet the 

said objectives of neighborhood authorities Reform Programmes (LGRP) that was to 

improve the fine of and the access to public offerings furnished at some stage in or 

facilitated via neighborhood authorities government. This case suggests that the query 

of selection making is still no longer sure in local authorities government regardless of 

the principal government’s attempt to improve. The local authorities has no autonomy 

to hire and make appointments in filling the vacant positions; alternatively they should 

report to the valuable government a good way to acquire the permit. 

 

2.5 Research Gap 

Despite the fact that extensive research has been done in the area related to human 

resources succession plan, there are some gaps left which need further study. Erasmus 

(2009) researched on the effectiveness of succession planning in SARS enforcement 

Port Elizabeth. Her research study addressed the importance of succession planning 
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for the organisations’ survival, which depends on the continuous supply of competent, 

experienced and well trained managers. Port Elizabeth working environment is 

different from Tanzania. Also it did not cover the transportation industry like and 

other related areas and was conducted in South Africa and not in Tanzania and 

therefore similar study is required in Tanzania.  

 

Vikström and Westerberg (2008) did a study on succession in small family firms as 

may be a key to sustainability for the individual firm but also to regional growth. The 

organizations under consideration are big private and public company which differs 

from what the above two authors researched on. Farashah et al (2011) researched on 

succession planning and its effects on employee career attitudes in the Iranian 

governmental organizations. Daryani et al (2010) researched on family factors and the 

creation of family businesses in developing countries: A case study of Iran's oil and 

textile industries.  

 

Williams (2008) conducted research aimed to review the executive management 

positions within the six institutional health boards along with the Newfoundland and 

Labrador Health Boards Association (NLHBA), in order to outline the potential 

departures of executive managers due to normal retirement as well as early retirement. 

Zafar et al (2010) Analysed E-Human Resource Management Practices: A Case Study 

of State Bank of Pakistan. Therefore, despite of the different researches were done to 

cover succession planning in organizations, little are known on the succession 

planning in Tanzania work organizations. Therefore, this study filled the gaps left by 

the previous researchers as reviewed in different literature on the succession planning 

challenges in public sector. 
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2.6  Conceptual Framework  

In attempt to understand the succession planning challenges in public health sector; 

succession planningis treated as an independent variablein the presence of intervening 

variables which are Number of staff targeted for succession planning, Budget 

challenge, Legal framework challengesGovernment priority challenges, Organization 

culture challenges. The intervening variable may lead to ineffective succession in 

public health sector depending on the effectiveness of independent variable.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.1: Conceptual Framework Model 

Source: Researcher (2021) 
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2.7  Theoretical Framework 

The theoretical framework underpinning this study is based on the researcher’s 

conceptual model as designed above because it takes into account many aspects in 

relation to the succession planning challenges in public hospitals at Kinondoni 

Tanzania. This include challenges facing succession planning which are Number of 

staff targeted for succession planning, budget challenge, legal framework challenges, 

government priority challenges and organization culture challenges the effectiveness 

of succession planning in public hospitals in Kinondoni depends upon solution toward 

the challenges where public hospitals performance being indicated by Productivity, 

Stability as well as Sustainability.  Therefore, in totality of the above components the 

performance of public hospitals in succession planning was determined by number of 

challenges toward the performance.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.1  Introduction 

This chapter presents the research methodologies that were used in the study. It 

consists of research approaches, research design, study area, sample size and 

sampling techniques, data collection, reliability, and validity of the instruments. 

 

3.2  Research Design 

The research design is the researcher’s plan of inquiry (Bogdan&Knopp, 2006) 

that puts paradigms of interpretation on how to proceed in gaining an 

understanding of a phenomenon. This study employed explanatory research 

design that enabled the researcher to integrate inductive and deductive methods 

in support of research approaches previously determined. Through this design 

the researcher was able to collect and analyze both qualitative and quantitative 

data at a single point in time (Kothari, 2009). 

 

3.3  Area of Study 

This study was conducted in Dar es Salaam region specifically at Kinondoni 

municipal council. The selection of this area is due to fact that the area is 

accessible and researcher believed that valuable information would obtained to 

answer research question. 

 

3.4  Population of a Study 

Population is defined as the target population as the total collection of subjects that a 

researcher wishes tomake inferences and draw conclusions (King, et al., 2018). The 
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target group for this study comprised 60 human resource officers and 60 employees 

in public hospitals around Kinondoni municipal.  

 

3.5  Samplingdesign and Sample Size 

3.5.1  Sampling Design 

The study usedsimple random sampling technique to select sample as explained; 

 

3.5.1.1 Simple Random Sampling 

This is the basic sampling technique where we select a group of subjects from a larger 

population (Levy &Lemeshow, 2013). This method was employed to sample human 

resource officers and employees who had an equal chance to be involved. This 

avoided biasness in selection process. This was done by lottery method in which each 

of the (N) population members were assigned a unique number (n). The numbers was 

then be blind-folded before placed in a box and thoroughly mixed. Then human 

resource officers and employees from participated hospital were given equal chance to 

pick up the folded papers. Only those who managed to pick the required numbers 

were included in sample. 

 

3.5.2  Sample Size 

Sample size refers to the number of participants included in a study (Martínez-Mesa, 

et al. 2014).The sample of 120 people wereused in the study as shown in Table 3.1. 

 

Table 3.1 Sample Size 

Respondents Frequency Percentage 

Human Resource Officers 60 50 

Employees 60 50 

Total 120 100 

Source:Field Data, (2021) 
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3.6  Methods for Data Collection and Sources of Data 

There were two main sources to collect relevant data, namely primary and secondary 

data. Primary data were collected by a researcher from first-hand sources (Carmichael, 

& Cunningham, 2017). 

 

3.6.1 Primary Data 

According to Carmichael & Cunningham, (2017) primary data refer to records of facts 

collected by a researcher from first-hand sources using methods like questionnaires 

and interview, and so on. This study used questionnaires and documentary review to 

collect both quantitative and qualitative data. 

 

3.6.2  Secondary Data 

In a narrow sense, secondary data refers to data collected from accessible literature in 

books, journals, and so on. Likewise, secondary data refer to theoretical data that are 

collected by a researcher on a relevant topic (Carmichael & Cunningham, 2017). 

Secondary information were sourced from books, journals, and different authors’ 

publications. The information concern succession planning challenges were collected 

by this method. 

 

3.7 Data CollectionTools 

3.7.1 Questionnaire Instrument 

According to Brace, (2018) a questionnaire is a research instrument consisting of a 

series of questions for the purpose of gathering information from respondents. The 

researcher supplied 120 questionnaires to human resource manage and employees. 

This enabledher to collect large amount of information. 
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3.8  Validity and Reliability of Instruments 

3.8.1  Reliability of Data 

Reliability is the extent to which a measurement instrument or procedure yields 

thesame results on repeated trials. Without reliable measures, scientists cannot build 

ortest theory and, therefore, cannot develop productive and efficient procedures 

forimproving human wellbeing (Carmines and Zeller, 1979). In this study, reliability 

wasachieved through the selection of the right sampling unit, sample size and 

measuringinstruments to avoid unnecessary systematic and random errors. Owing to 

the rightsample size that was chosen, reliability was tested through SPSS by splitting 

thesample into two or more sub-samples on a random basis and see if the results for 

thesub-samples are the same as a whole. 

 

3.8.2  Validity of Data 

Validity is the extent to which an instrument measures what it is supposed to 

measure(Veal, 1997). In this study, validity was achieved through methodological 

coherence,sampling sufficiency, developing a dynamic relationship between sampling, 

datacollection and analysis, thinking theoretically, and theory development. Moreover, 

thevalidity of questionnaires was tested through pilot study procedures. 

 

3.9  Data Analysis and Processing 

According to Kothari (2004), data analysis is the process that implies editing, coding, 

classification, and tabulation of the collected data. The researcher analyzed data in two 

ways; qualitatively and quantitatively. Quantitative analysis revolved around 

questionnaires. Statistical analysis was applied for the quantitative data in the course 

of questionnaires. This analysis was done using the Statistical Package for Social 
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Sciences (SPSS version 20.0) software with the aid of Microsoft excels. Qualitative 

datagathered through documentary reviews involved; reports, dissertations, minutes, 

and books. 

 

The themed data was then be analyzed using content analysis by interpreting the 

information given. Thematic analysis is a method of analyzing qualitative data usually 

applied to a set of texts, such as transcripts. The researcher closely examined the data 

to identify common themes topics, ideas and patterns of meaning that come up 

repeatedly (Golafshani, 2003). Analyzing documents incorporates coding content into 

themes similar to how focus group or interview transcripts are analyzed (Gaborone, 

2006). Facts were broken down into the smallest meaningful units of information, 

values, and attitudes. Structural analysis was used to explain the way that social facts 

are related to each other and the manner in which they related to competency of 

learners and their positive attitudes. The Presentation for quantitative data was done in 

percentages, statistical tables for interpretations and understanding of the study. 

 

3.10  Ethical Consideration 

Ethics are the norms for conduct that distinguish between rights and wrong (Harriss, 

& Atkinson, 2017). In order to maintain the research ethics, the researcher applied for 

and receive ethical clearance from authorities. Before data collection, the researcher 

sake an introductory letter from postgraduate studies and Municipal Executive 

Director for the purpose of consent to participate in the study. Since the participants of 

the study are human beings, it is necessary for them to be protected from loss of 

dignity, self-esteem, privacy or democratic freedom. In order to attain this, a consent 

form was signed by the relevant participant of the importance of participation. In the 
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informed consent agreement, the participants were informed about the goal of the 

research, their privacy, and the liberty to withdraw from the study at any stage. 

Finally, the researcher avoided discrimination against colleagues on the basis of sex, 

race, ethnicity, or other factors not related to scientific competence by not exposing 

the data obtained from them. 
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CHAPTER FOUR 

DATA ANALYSIS AND PRESENTATION OF FINDINGS 

 

4.1  Introduction 

This chapter presents the findings collected from the questionnaires and 

documentary review and their respective discussions. The chapter discusses the 

research findings as it focuses on the past studies as presented in the literature 

review and checks for either conformity or non-conformity of the different 

researches. The prime objectives of the study were to assess the succession planning 

challenges in public sectors” A case study of Kinondoni Municipal Council. 

 

4.2 Response Rate 

A total of 120 questionnaires were distributed to the selected respondents in Public 

hospitals within the municipal council. A total of 120 questionnaires were duly 

filled and collected making a 100% response rate. This was an acceptable rate and 

could be attributed to the fact that the questionnaires were physically dropped to the 

respondents and collected at an agreed date. According to Mugenda and Mugenda 

(2003), a response rate of above 50 percent is considered ideal for data analysis. 

 

4.3  Respondents Profile 

In this section researcher sought to determine Respondents’ demographic 

characteristics in terms of age, gender, marital status, level of education as well as 

working experience. Results of this analysis are as shown in sections 4.2.1 to 4.2.5 
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Table 4.1 Respondents’ Profile 

Category 

   AGE Frequency Percent 

   20-30 22 18.3 

   31-40 24 20.0 

41-50                    58 48.3 

51-60                                                            16                              13.3 

Total 120 100 

GENDER   

   male 92 76.7 

Female 28 23.3 

Total 120 100.0 

MARITAL STATUS 

Single 22 18.3 

Married  88 73.3 

Divorced 04 3.3 

   Widow 06 5.0 

Total 120 100 

EDUCATION LEVEL   

Diploma  10 8.3 

Graduate 80 66.7 

Masters degree 28 23.3 

Any other 02   1.7 

Total 120 100 

Work Experience   

Less than 4 years 34 28.3 

5-10 years 44 36.7 

11-14 years 06 05 

Above 14 years 36 30 

Total 120 100 

Source: Field data, (2021) 
 

The study sought to find out the distribution of the age of the respondents. Age being 

a continuous variable was captured in the analysis as a categorical variable. In this 

respect therefore, the researcher created four mutually exclusive categories of age 

ranges namely: between 20 to 30 years, 31 to 40 years, 41 to 50 years and 51 to 60 

years. The study revealed that the age distribution of the respondents favoured the 

group between 41-50 years which comprised 29 (48.3%) of the total respondents.  
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Clearly from the analysis, it can be inferred that most respondents were matured 

enough to contributes relevant information toward this study. Again gender is 

important factor in any public activities. Therefore, Respondents were asked to 

indicate their gender in order to know gender balance impacts on succession planning 

activities in public hospital. Respondents’ gender was captured in terms of 

dichotomous responses as either male or female. From the study over two thirds 

comprising 76.7% of respondents were males.  This was the results of given socio - 

cultural issues in Tanzanian where males are favoured in employment. Nature of the 

study also was expected to provide more rooms for males in the sample.  

  

Also during data collection researcher was interested to find out the marital status of 

respondents and found that 22 (18.3%) of total respondents were single. 88 (73.3%) 

were married respondents. Only 4 (3.3%) were divorced respondents. 6(5%) of the 

respondents were widows/widowers. This implies that married employees were found 

to be the most preferable by different public hospitals surveyed. Furthermore 

researcher sought to establish the level of education attained by respondents during the 

study. For this case researcher put education level into five categories that is 

certificate education, diploma education, Graduate of bachelor degree, Masters Degree 

and any other level of education to specify.  

 

The study found that 10 (8.3%) of the respondents had qualifications of diploma. 80 

(66.7%) of respondents were degree holders. 28 (23.3%) of respondents had a master 

degree. Only 2(1.7%) of the remaining respondents had other qualifications which 

were PhD qualification.  Therefore it can be concluded from the above that large the 

respondents were progressive in education and attain knowledge which is very 
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important to create a knowledge based society. This was in line with observation made 

by Ranis, et al., (2000), that person’s education does have a bearing on his or her 

personality and so also the ways of looking at the problem before him/her. 

 

Moreover working experience among respondents was measured as a categorical 

variable in which discrete mutually exclusive responses were designed by the 

researcher. Based on a class size of four, the responses were categorized as follows: 

Less than 4 years, 5-10 years, 11-14 years, and above 14 years. The study revealed 

that 34 (28.3%) worked with their respective hospitals for the period of less than four 

years. 44 (36.7%) worked between five to ten years with the respective hospitals. 

6(5%) of the respondents worked with the respective hospital for the period between 

11 and 14 years. 36 (30%) of the remaining respondents worked for their hospital for 

the period of over 14 years.  

 

These findings imply that there was a good combination of experienced and less 

experienced in the selected public hospital at Kinondoni municipal council. However, 

the big number of the respondents was from the mid experienced employees which 

comprised more than one third of total respondents. Interestingly, respondents with 

massive experience were the second and this implies that the organizations selected 

had some form of succession planning which encouraged employees to stay. 

 

4.4  Number of Staff at For Succession Planning 

This was the first research objective in which the study sought to analyze the number 

of staff prepared for succession planning in public health sector at Kinondoni 

municipal council. Respondents were provided with a five point Likert scale flat 
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statements on the number of staff at for succession planning as shown in Table 4.2 

below. 

 

Table 4.2: Number of Staff at For Succession Planning 

Number of staff at for succession planning Mean Rank 

Our hospital  has staff at for succession planning 4.00 1 

The staff available for succession planning is adequate enough 3.28 2 

The number of staff available practice succession planning 

effective 

3.14 3 

The staff available have sufficient talent for succession 

planning 

2.80 4 

Total Mean  3.31 Moderate 

Source: Field Data, (2021) 
 

Key: Rating scale 

 

Table 4.3: Rating Scale  

Mean Range Response made Interpretation  

1. 1.0-1.8 Strongly Disagree Very Low 

2. 1.9-2.5 Disagree Low 

3. 2.6-3.3 Neutral Moderate 

4. 3.4-4.1 Agree High 

5. 4.2-5.0 Strongly Agree Very high 

 

Table 4.2 shows the mean scores of the number of staff at for succession planning in 

public health sector at Kinondoni municipal council were added and divided to the 

total number of the number of staff at for succession planning to come up with the 

total mean (3.31), which stands for moderate consideration and is represented by 

neutral according to the Likert scale above. It is from this background that the 
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researcher established that the number of staff at for succession planning in public 

hospital at Kinondoni were moderate in number.  

 

With regard to whether public hospitals at Kinondoni municipal council  have staffs 

for succession planning, most respondents were of the view that they had number of 

staff at for succession planning as shown by mean =4.00. This view was also 

supported by 82 percent of the Human resource officers who strongly agreed on the 

statement while 4.2 percent of them either agreed with the statement although 13.8 

percent of the were neutral with this regard.  

 

Most Human resource officers 72.7% were neutral of the view that the number of staff 

available for succession planning was adequate enough at their hospitals  as shown by 

mean =3.28. This view was shared by 7.3 percent of the staffs who disagreed and 16.4 

percent of them who strongly agreed with the statement. While 3.6 percent agreed on 

the statement.  

 

With regard to whether the number of staff available practice succession planning 

effective, Most respondents 80 Percent were neutral of the view as shown by the mean 

= 3.14. This was also followed by the majority 15 percent who strongly disagree on 

the statement while 3 percent of respondents agreed on the statement whilst 2 percent 

were neutral. Human resource officers also held view that the staffs available had 

somehow having sufficient talent for succession planning as shown by the mean 2.80.  

 

It is from this point of view that 95 percent of respondents were neutral on whether the 

staffs available had sufficient talent for succession planning in public hospitals 

surveyed while 5 percent strongly agreed on this.  
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4.5  The challenges in Implementing Succession Planning in Public Health 

Sector at Kinondoni Municipal 

This was the second research objective in which this study sought to determine the 

challenges in implementing succession planning in health sector at Kinondoni 

municipal. Respondents were provided with a five point Likert scale flat statements on 

the challenges in implementing succession planning in public health sector as shown 

in Table 4.3. 

 

Table 4.4: Challenges in Implementing Succession Planning in Public Health 

Sector 

Challenges in implementing succession planning Mean Rank 

Insufficient talent among staff hinder succession planning 4.81 1 

Inability to motivate and retaining key employees affect 

succession planning 

4.70 2 

Ineffective business practices are a challenge at your sector 4.69 3 

Unfocused roles and responsibilities across a carrier plan is a 

challenge for succession planning 

4.66 4 

Limited information about employees affects succession planning 3.20 5 

Lack of effective company vision and failure to address future 

needs affect succession planning 

4.08 6 

Inactive periodical succession plan is a challenge 3.00 7 

Total Mean  4.02 High 

Source: Field Data, (2021) 

 

Key: Rating scale 
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Table 4.5: Rating Scale  

Mean Range Response made Interpretation  

1. 1.0-1.8 Strongly Disagree Very Low 

2. 1.9-2.5 Disagree Low 

3. 2.6-3.3 Neutral Moderate 

4. 3.4-4.1 Agree High 

5. 4.2-5.0 Strongly Agree Very high 

Source: Field Data, (2021) 

 

Table 4.3 shows the mean scores of the Challenges in implementing succession 

planning in public hospitals at Kinondoni were added and divided to the total number 

of the challenges to come up with the total mean (4.02), which stands for high 

consideration and is represented by agree according to the Likert scale above. It is 

from this background that the researcher found the challenges in implementing 

succession planning in public hospitals around Kinondoni were high.  

 

Findings from Table 4.3 show that insufficient talent among staff hinder succession 

planning to a very high extent a mean = 4.81. This view was supported by majority 

(85%) of HR and the heads of departments who strongly agreed on the view while 

15% of them disagreed.  

 

Similarly, inability to motivate and retaining key employees affect succession 

planning to a very great extent at a mean =4.70. In particular, 78.2 percent of HR and 

the heads of departments strongly agreed on the statement while 22.8 percent of them 

disagreed on the statement.  These findings concurs that of Pandey and Sharma (2014) 

who undertook a study to investigate succession planning and challenges among 
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Indian information technology companies in India and found that the retention of 

talent was the central concern in most of the firms.In addition, ineffective business 

practices affects implementation of succession planning in public hospitals at 

Kinondoni to a great extent as shown by mean = 4.69. In view of this, 68.3 percent of 

Human resources officers strongly agreed on the statements while 31.7 percent of 

them were neutral on this. As to the challenge of unfocused roles and responsibilities 

across a carrier plan as a challenge towards successful implementation of succession 

planning in public hospitals around Kinondoni, majority of the human resources 

officers and heads of units said that it affects to a very large extent which is 

represented by a mean score of = 4.66. 

 

Regarding to the challenge of limited information about employees on succession 

planning, majority (69.4%) of Human resources officers said it affect succession 

planning moderately while 21.6 percent said it affected to a large extent and 10 

percent held that it affected to a very high extent. However based on the mean index, 

it is easier to see that limited information about employees it affect somehow as 

shown by mean = 3.20. 

 

Furthermore, the study sought to determine the lack of effective company vision and 

failure to address future needs effect on succession planning. From the findings it is 

clear that that 60.4 percent of informants held the view that it affects succession 

planning to the high extent and 25 percent of respondents held that it affected to the 

very high extent. From the mean index, it can be deduced that lack of effective 

company vision and failure to address future needs highly affects succession planning 

as shown by mean = 4.08. 
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Moreover, Most respondents held the view that inactive periodical succession plan 

affects succession planning to a moderate extent as shown by mean = 3.00. In this 

regard, 60 percent of the respondents were neutral, while 28 percent of them said it 

affect highly while 12 percent said that it affected to low extent.  

 

4.6  Strategies for Promoting Succession Planning in Public Hospitals at 

Kinondoni Municipal Council 

This was the third research objective in which this study sought to suggest strategies 

for promoting succession planning in public hospitals at Kinondoni municipal. 

Respondents were provided with a five-point Likert scale flat statements on strategies 

for promoting succession planning as shown in Table 4.6. 

 

Table 4.6: Strategies for Promoting Succession Planning in Public Hospitals 

Strategies for Promoting Succession Planning Mean Rank 

Attracting and recruiting the potential employees 4.81 1 

Rewarding and recognizing hard working employees 4.70 2 

Effective leadership and management development 4.69 3 

Effective management and performance to promote 

succession planning 

4.66 4 

Organizational learning and development 3.20 5 

Setting enough budgets for human resource 4.08 6 

Formulating best human resource policies 4.20 7 

Committed management to enhance effective succession 

planning 

4.31 8 

Total Mean  4.33 Very High 

Source: Field data, (2021) 
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Table 4.7: Rating Scale  

Mean Range Response made Interpretation  

1. 1.0-1.8 Strongly Disagree Very Low 

2. 1.9-2.5 Disagree Low 

3. 2.6-3.3 Neutral Moderate 

4. 3.4-4.1 Agree High 

5. 4.2-5.0 Strongly Agree Very high 

Source: Field data, (2021) 

 

Table 4.4 shows the mean scores of the strategies for promoting succession planning 

in public hospital were added and divided to the total number of the strategies to come 

up with the total mean (4.33), which stands for very high consideration and is 

represented by strongly agree according to the Likert scale above. It is from this 

background that the researcher found the strategies for promoting succession planning 

in Public hospital at Kinondoni municipal council were very high.  

 

Findings from Table 4.4 show that attracting and recruiting the potential employees 

can best promote succession planning in public hospital to a very high extent a mean = 

4.81. This view was supported by majority (85%) of respondents who said it was a 

very best strategy toward effective succession planning while 15% of them said it is a 

best to a small extent. This findings collaborates a study by Trang (2017) who sought 

to find out the source of professional staff to recruit to retain them for succession 

planning in Vietnam whose findings indicated that recruitment of managerial staff was 

from within the organizations and that retention depended on multiple factors with 

rewards emerging as the most critical consideration. The report also suggested that the 

succession plan was good at the keeping of qualified staff for promotion.  
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Further, Cole (2012) proposes the need for clear timelines to attract the right 

candidates, identifying successors, clear job descriptions that guide the hiring process, 

evolving the replacement into a leader, and adequately compensating them for 

succession planning to succeed. 

 

Similarly, rewarding and recognizing hard working employees was seen as the most 

strategy to effective promotes succession planning in public hospital at Kinondoni 

municipal council at a mean =4.70. In particular, 78.2 percent of human resource 

officers and staffs strongly agreed on this while 22.8 percent of them were neutral on 

this view. This finding is in line with that of Dewah and Mutula (2016) who assets 

that promotion and the implementation of attractive reward systems within public 

sector motivate and retains staff, hence retaining knowledge. 

 

In addition, effective leadership and management development to a great extent was 

seen to be most effective way towards succession planning in public hospitals around 

Kinondoni municipal council as shown by mean = 4.69. In view of this, 69 percent 

and 31percent of human resource officers and heads of units respectively strongly 

agreed and agreed on this strategy. This study concur that of  Mucherumuhia (2018) 

who suggested potential strategies for effective implementation of succession 

planning such as management of talent, career, reward, leadership and training and 

development strategies.  

 

As to the strategy of effective management and performance to promote succession 

planning most respondents 72 percent strongly agreed on the statement while 28 

percent of them agreed. Indeed it can be concluded that negative effective 
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management and performance can enhance succession planning in public hospitals to 

a large extent at a mean = 4.66. 

 

Regarding to the strategy of organizational learning and development majority 

(69.4%) of the human resource officers and staffs were moderately while 21.6 percent 

agreed on the view and 10 percent disagreed on the view. However based on the mean 

index, it is easier to see that organization learning and development can promote 

succession planning moderately as shown by mean = 3.20. This results conflicting a 

study by Peters-Hawkins, Reed, and Kingsberry (2018) who argue that development is 

a deliberate process. Employee development ensures a smooth shift as leaders join and 

leave the organization, providing effective succession planning. Similarly this finding 

complements that of Friday (2019) who proposes the applying cost-effective methods 

like mentorship, on the job training, and job rotation to ensure knowledge transfer. 

 

Again, setting enough budgets for human resource to high extent was seen to promote 

succession planning in public hospital at Kinondoni. From the findings it is clear that 

that 60.4 percent of respondents agreed on this view while 25 percent of respondents 

held that it affected to the very high extent. From the mean index, it can be deduced 

that setting enough budget for human resource at Kinondoni public hospitals can 

highly promotes succession planning as shown by mean = 4.08. 

 

Furthermore, formulating best human resource policies to a very high extent as shown 

by mean = 4.20 was seen to be the best remedies toward successful implementation of 

succession planning.. In this regard, 60 percent of the respondents strongly agreed, 

while 28 percent of them agreed while 12 percent were neutral.  
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Moreover, committed management can enhance effective succession planning to a 

very  high extent as shown by mean = 4.31 as supported by 72 percent of human 

resource officers who said it can promote to a very  high extent and 25 percent who 

held that it can promote to a high extent. However 3 percent of respondents opined 

that committed management can enhance effective succession planning to low extent. 

 

4.7  Challenges in Identify Talents and Potential People for Succession Planning 

This was a fourth research objective in which researcher was interested to analyze the 

challenges in identifying talents and potential people for succession planning in public 

hospitals at Kinondoni municipal council as shown in the Table 4.8. 

 

Table 4.8: Challenges in Identify Talents and Potential People for Succession 

Planning 

Challenges Mean Std. Deviation 

Inability to create a pool of candidates hinder talent 

identification and potential people for succession 

4.28 0.643 

Lack of assessment tools impend talent identification 

and potential people for succession 

4.23 0.641 

Inability to identify future needs is a challenge in 

talent identification and potential people for 

succession 

4.21 0.619 

Lack of formal process affects talent identification 

and potential people for succession 

4.19 0.607 

Source: Field Data, (2021) 
 

The findings from Table 4.8 indicate that most of the respondents strongly agreed that 

there was a challenge of inability to create a pool of candidates in talent identification 

and potential people for succession planning with a mean of 4.28. The challenge of 

lack of assessment tools for talent identification was also seen as a very high challenge 
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in succession planning by a mean of 4.23. The challenge of inability to identify future 

needs impended talent identification and potential people for succession by a mean of 

4.21.   

 

Moreover, majority of human resource managers and staff agreed that Lack of formal 

process affects talent identification and potential people for succession with a mean of 

4.19. This findings concurs a study by Champoux (2006) who noted that, there is an 

overall problem with effectiveness in organizations in terms of their ability to identify 

high-potential employees, and many organizations lack formal, high-potential 

development programs. The ability to recognize high-potential talent builds an 

organization’s competitive advantage for the future and allows an organization to fill 

mission-critical roles. The adoption of such programs will help organizations retain 

these valuable employees. The first step in identifying and developing high-potential 

talent is to define what "high-potential" means. High-potential employees can be 

identified as individuals who have the ability, drive, and aspiration to hold leadership 

positions in an organization.  

 

Once these individuals have been found, they can be trained to prepare for future 

leadership positions. Similarly Gough (2009), when identifying high-potential 

employees, an organization needs to keep the future in mind. There needs to be a 

strong grasp of the future needs of an organization when determining what type of 

leaders should be developed from within. Anticipated roles and positions should be 

clearly defined, priorities should be set to fill each role and position, and timeframes 

should be established. Once this structure is in place, the criteria for high-potentials 

must be defined. The criteria also must be measurable to help narrow down an 
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organization’s talent pool of the various assessment procedures used to assess high-

potentials, the most sophisticated approach is the “criteria-based approach.” This 

approach establishes what an organization is looking for in its high-potential 

employees and these traits and qualities can be assessed using tools such as 

assessment centres, role-plays, and scenarios. 

 

4.8  Discussion of the Findings 

From the findings of this study it was found that number of staff at for succession 

planning in public health sector was moderate means that they were not sufficient to 

facilitate effective succession planning. This study correlates with that of World 

Economic Forum and the Boston Consulting Group (2011) and the Manpower Group 

(2011) which shows that the shortage of right people in the place is truly global 

problem it affects a wide variety of positions in many regions and countries. In the 

Manpower Group study (2011) it was reported that 34 percent of employers are 

having difficulty finding suitable people to fill positions. Organizations are using 

several strategies to manage the right people shortages including employee training 

and development and aggressive recruiting strategies. 

 

Again the challenges in implementing succession planning in public health at 

Kinondoni municipal council was found to be high something that tend to impends 

effectiveness of succession planning. This finding concur that of findings concurs that 

of Pandey and Sharma (2014) who undertook a study  to investigate succession 

planning and challenges among Indian information technology companies in India and 

found that the retention of talent was the central concern in most of the firms.  
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Furthermore the study revealed that despites of many challenges that affected 

succession planning still there are some strategies that when taken into consideration 

they can yield positive results toward effective succession planning in public sector. 

These findings are in line with that of Trang (2017) who sought to find out the source 

of professional staff to recruit to retain them for succession planning in Vietnam 

whose findings indicated that recruitment of managerial staff was from within the 

organizations and that retention depended on multiple factors with rewards emerging 

as the most critical consideration. The report also suggested that the succession plan 

was good at the keeping of qualified staff for promotion. Similar to Cole (2012) who 

proposes the need for clear timelines to attract the right candidates, identifying 

successors, clear job descriptions that guide the hiring process, evolving the 

replacement into a leader, and adequately compensating them for succession planning 

to succeed. 

 

Moreover the findings revealed that in identifying talents for succession planning 

there were setbacks that hinder the process. This implies that talent identification 

cannot be effective with the presence of challenged environment. This study correlates 

with that of Champoux (2006) who noted that, there is an overall problem with 

effectiveness in organizations in terms of their ability to identify high-potential 

employees, and many organizations lack formal, high-potential development 

programs. The ability to recognize high-potential talent builds an organization’s 

competitive advantage for the future and allows an organization to fill mission-critical 

roles.  
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

 

5.1  Introduction 

This chapter gives a summary of the study findings, conclusions and 

recommendations in relation to the findings. At the end it provides suggestions for 

further research. 

 

5.2  Summary of the Main Findings 

The main objective of this study was to was to assess the succession planning 

challenges in public sectors a case of health sector Kinondoni municipal in Dar es 

Salaam Tanzania. Specifically, the study intended to analyze the number of staff 

prepared for succession planning in health sector at Kinondoni municipal, to 

determine the challenges in implementing succession planning in health sector at 

Kinondoni municipal, to suggest strategies for promoting succession planning in 

health sector at Kinondoni and to analyze the challenges in identify talents and 

potential people for succession planning in health sector at Kinondoni. 

 

Findings from this study has indicated that the number of staff at for succession 

planning in public hospital at Kinondoni were moderate in number with a mean of 

3.31 from a mean index means that the public hospital at Kinondoni municipal council 

succession planning was not well implemented du to shortage of enough staff at for 

succession planning. Again findings showed that challenges in implementing 

succession planning in public hospitals around Kinondoni were high and the most of 

these challenges were Insufficient talent, Inability to motivate and retaining key 
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employees, Ineffective business practices, Unfocused roles and responsibilities across 

a carrier plan, Limited information about employees, Lack of effective company 

vision and failure to address future needs and Inactive periodical succession plan. 

 

Furthermore, findings have revealed that strategies for promoting succession planning 

in health sector at Kinondoni were very high with a mean score of 4.33 and the most 

strategies for promoting effective succession planning were identified as attracting and 

recruiting the potential employees, rewarding and recognizing hard working 

employees, effective leadership and management development, effective management 

and performance, organizational learning and development, setting enough budgets 

for human resource, best human resource policies and committed management.  

 

Moreover, the study findings showed that there were very high Challenges in Identify 

Talents and Potential People for Succession Planning but the most were inability to 

create a pool of candidates hinder talent identification and potential people for 

succession, Lack of assessment tools impend talent identification and potential people 

for succession, inability to identify future needs and lack of formal process. 

 

5.3  Implication of the Findings 

Concerning the findings of the study, number of staff at for succession planning which 

had been an essential variable of succession planning elsewhere outside Tanzania but 

with conflicting findings was empirically tested. The findings indicate that numbers of 

staff were not sufficient enough, succession planning was found to be high and 

challenges in talents identification was also the same. These findings imply that 

effective succession planning cannot be adequate exercised in the presence of lack of 
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enough trained staff and challenges that impends the whole process of succession 

planning in public heath sectors.  

 

Therefore, the involvement of a successor in management equips the successor with 

vital skills, knowledge, experience, and attitude, which are essential components of 

individual competencies. Therefore, exposes that successor to critical leadership and 

management skills, builds the successor’s competence, helps in smooth leadership 

transition, and, therefore, sustains public sectors.  

 

5.4  Conclusion 

Basing on the findings of this study and since succession planning has become one of 

the most significant human resource management responsibilities within today’s both 

public and private organization given the current environment for many organizations, 

no one can afford to attract, invest in and then lose its high potential employees. The 

best way to address succession planning challenge in public hospitals is to retain and 

develop its potential employees.  This means that government need to work to develop 

awareness on the succession planning and look for organizational messages that feed 

and grow the behaviours.  

 

5.5  Recommendations   

From the study findings the study recommends the following:  

(i) The ministries of health and human resource management departments should 

consider leveraging on training and promotion that will enable staffs to retain 

the valuable skills to enhance effective succession and retention of skilled staff. 
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(ii) Moreover, government should incorporate succession planning in the 

organizational strategic human resource planning to help develop appropriate 

policies for enhancing successful implementation of succession planning. 

 

(iii) The government through ministry of health should conduct detailed focused 

research on why training and development have little influence on succession 

planning. Further, a review of the training approaches adopted to enable 

choosing those strategies aligned with expanding employee productivity and 

succession planning. 

 

5.6  Limitations of the Study 

In conducting this study, the researcher encountered numerous limitations: Leedy 

and Ormrod, (2010) defined limitations as potential weaknesses in the study that are 

out of researcher control. The major limitation for this study was; lack of 

willingness; some respondents were unwilling to spend their time to participate in 

this study. To overcome this case the researcher used a convincing language and 

explaining to them the purpose of the study, while honoring the free will of 

respondents. 

 

5.7 Area for Further Studies 

Basing on the findings obtained from this study there is a need for other study to 

conduct an investigation of the factors affecting employee motivations in reward 

management for succession management in public hospital at Kinondoni municipal 

council. 
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APPENDICES 

 

Appendix I: Questionnaires 

 

Dear respondent 

I am currently a master’s degree student at the open university of Tanzania doing 

research on“ Assessing succession planning challenges in public sectors” A study 

of Kinondoni Municipal Council”. I kindly request you, to voluntarilyrespond to 

this questionnaire appropriately according to your own understanding and experience 

in your job career. You can choose to strongly disagree, Disagree, agree, and 

strongly agree to fill in the paper; therefore, there is no right or wrong answers. All 

information will be kept confidential, meaning that will not be shared by other 

people, only group information will bereported. In case you have extra information 

that may contribute to the success of my study, please feel free to write at the end of 

the  questionnaire on a separate sheet. 

 

SECTIONA:RESPONDENT PROFILE 

 

1. Name of the organization.................................... 

2. Your age (please tick the appropriate answer) 

a. 20-30 years (         ) 

b. 31-40 years (         ) 

c. 41-50 years (         ) 

d. 51-60 years (         ) 
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3. Gender (please circle whichever is relevant) 

a. Male            (         ) 

b. Female         (         ) 

 

4.  Marital Status (please circle whichever is relevant) 

                  a. Single  

                  b. Married   

                  c. Divorced   

                  d. Widow/ widower 

 

5.  Academic qualifications (circle the relevant answer) 

a. Diploma            (         ) 

b. Graduate           (         ) 

c. Master’s degree (         ) 

d. Any other (specify)…………………………………….. 

 

6.  How long have been working at this organization? (circle the relevant answer) 

a. Less than 4 years  (         ) 

b. 5-10 years             (         ) 

c. 11- 14 years          (         ) 

d. Above 14 years     (         ) 
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PART B: QUESTIONS AS PER RESEARCH OBJECTIVES 

INSTRUCTION: You are required to tick (√) Strongly Agree (SA) Agree (A) 

Neutral (N) Disagree (D) and Strongly Disagree (SD) with the statement provided 

below: 

Item 

No. 

Item Description  SA  A  N D SD  

 OBJECTIVE 1:NUMBER OF STAFFS FOR 

SUCCESSION PLANNING 

     

1 How far do you agree that your organization has staff for 

succession planning? 

     

2 How far do you agree with the view that the staff available 

for succession planning is adequate enough? 

     

3 To what extent do you agree with the view that number of 

staff available practice succession planning effective? 

     

4 How far do you agree with the statement that the staff 

available have sufficient talent for succession planning?  

     

 OBJECTIVE 2: CHALLENGES IN IMPLEMENTING 

SUCCESSION PLANNING IN PUBLIC SECTORS 

     

5 How far do you agree with the statement that Insufficient 

talent among staff hinder succession planning? 

     

6 To what extent do you agree with the view that Inability to 

motivate and retaining key employees affect succession 

planning? 

     

7 To what extent do you agree with the view that Ineffective 

business practices are a challenge at your sector? 

     

8 To what extent do you agree with the view that Unfocused 

roles and responsibilities across a carrier plan is a challenge 

for succession planning? 

     

9 To what extent do you agree with the view that Limited      
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information about employees affects succession planning? 

10 How far do you agree with the statement that Lack of 

effective company vision and failure to address future 

needs affect succession planning? 

     

11 How far do you agree with the statement that Inactive 

periodical succession plan is a challenge at your 

organization? 

     

 OBJECTIVE3:STRATEGIES FOR PROMOTING 

SUCCESSION PLANNING IN PUBLIC SECTORS 

     

12 To what extent do you agree with the view that Attracting 

and recruiting the potential employees is the best strategy 

to promote succession planning? 

     

13 How far do you agree with the statement that Rewarding 

and recognizing hard working employees can promote 

succession planning? 

     

14 To what extent do you agree with the view that Effective 

leadership and management development can enhance 

succession planning effective at your organization? 

     

15 To what extent do you agree with the view that Effective 

management and performance can promote succession 

planning at your organization? 

     

16 To what extent do you agree with the view that 

Organizational learning and development can promote 

succession planning at your organization? 

     

17 To what extent do you agree with the view that Setting 

enough budgets for human resource development can 

enhance succession planning at your organization? 

     

18 To what extent do you agree with the view that best human 

resource policies can promotes succession planning at your 

organization? 
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19 How far do you agree with the statement that Committed 

management can enhance effective succession planning at 

your organization? 

     

 OBJECTIVE 4: CHALLENGES IN IDENTIFY 

TALENTS AND POTENTIAL PEOPLE FOR 

SUCCESSION PLANNING 

     

20 To what extent do you agree with the view that Inability to 

create a pool of candidates hinder talent identification and 

potential people for succession? 

     

21 How far do you agree with the statement that Lack of 

assessment tools impend talent identification and potential 

people for succession? 

     

22 To what extent do you agree with the view that Inability to 

identify future needsis a challenge in talent identification 

and potential people for succession? 

     

23 To what extent do you agree with the view that Lack of 

formal process affects talent identification and potential 

people for succession? 

     

 

24. What do you recommends to be done so as to cope with challenges associated with 

succession planning in public sectors? 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

THANKS FOR YOUR COOPERATION 

 


