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PREFACE

In today’s fast-paced organizational landscape, human
capital management has emerged as a critical factor for
success. The ability to effectively manage workforce retention,
succession planning, and knowledge management is now
essential for organizations aiming to thrive. This volume
seeks to explore these areas in depth, combining scholarly
insight with practical strategies. For leaders, human resource
professionals, and educators who are tasked with steering
organizations through complex challenges, this book serves
as a valuable resource that bridges theory and practice.

The foundation of this work rests on three core pillars:
talent retention, structured succession planning, and
knowledge management. These are the driving forces
behind organizational growth and resilience. In a world
where technology is advancing rapidly, demographics are
shifting, and global competition is intensifying, the ability to
nurture and maximize human potential is what sets thriving
organizations apart from those that falter. By focusing
on these pillars, this book provides essential strategies for
maintaining a strong, capable workforce.

The link between succession planning and talent retention
is intricate. This book carefully examines the importance
of building a leadership pipeline and how retaining key
employees is crucial to ensuring organizational continuity.
Through in-depth analyses, it highlights how effective
succession planning not only strengthens leadership
transitions but also fosters a culture of stability and growth.

vii
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The insights offered here are especially relevant to both public
and private institutions, particularly in higher education,
where these challenges are increasingly prominent.

Equally important is the role of knowledge management,
an often overlooked but vital component of organizational
success. In today’s knowledge-driven economy, the ability
to capture, share, and apply knowledge can be a game
changer. This book delves into how well-managed knowledge
can drive innovation, enhance decision-making, and create
sustainable competitive advantages, providing readers with
a fresh perspective on how to leverage intellectual capital for
long-term growth.

| am deeply grateful to the distinguished contributors who
have enriched this volume with their expertise and insights.
Their work not only reflects cutting-edge thought on human
capital management but also provides practical tools for
organizations looking to retain talent, plan for leadership
transitions, and harness knowledge effectively. | hope this
book will inspire new approaches and foster innovation,
helping organizations to not only survive but thrive in an

ever-changing world.

Editor
Fadillah Ismail
Yasmen Bano

viii
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FOREWORD

“Strategic Workforce Management: Navigating Retention,
Succession, and Knowledge” serves as an essential guide
for leaders and human resource professionals seeking to
fortify the foundations of their organizations against the
backdrop of a rapidly evolving workplace landscape. This
book provides a comprehensive analysis and strategic
approach to three critical pillars of organizational health: the
retention of key talent, the planning of seamless leadership
transitions, and the effective management of organizational
knowledge. In an era marked by shifting demographics,
technological advancements, and increasing global
competition, the insights within these pages illuminate the
path toward building a resilient, adaptable, and forward-
thinking workforce. As you journey through the complexities
and challenges of modern human capital management,
you'll find practical advice, thought-provoking analysis, and
actionable strategies designed to improve your approach
to human capital and ensure the long-term success of your
organization.
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CHAPTER 1

AN OVERVIEW ON NAVIGATING
WORKFORCE RETENTION,
SUCCESSION PLANNING AND
KNOWLEDGE MANAGEMENT

Introduction

The discussions on employee retention have been increasing in
the literature of human resources planning. Over the years, both
public and private sectors are trying to strengthen their workforce
due to foreseen challenges and unforeseen challenges. Foreseen
challenges include an aging population, and unforeseen challenges
include Covid-19 Pandemic, economic downturn, etc. (Mohamad
et al., 2021). In recent years, the traditional relationship between
employees and employers has transformed in a few fundamental
ways (Kamil, 2015). Many organisations are aware that human
capital is one of their biggest resources and their contributions are
undeniable. Human resource planning is a unique approach taken
by employers to identify and select the right employee for the right
job within the organisation (Gentiana Kraja and Suela Spahija,
2023).

There are three types of planning to deal with manpower planning
such as employee retention. The first category is micro-planning
which deals with the prediction of supply and demand for specific
groups. The second category is contingency planning which
covers the situation before taking any action. The third category

13/6/2025 3:22:08 PM‘ ‘
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CHAPTER 2

NAVIGATING THE COMPLEXITY
OF EMPLOYEE RETENTION

Introduction

Employees are pivotal to an organization’s long-term sustainability
and growth. The challenge of retaining talent is particularly acute in
the highereducation sector, exacerbated by an aging workforce and
the difficulty in attracting and retaining young, skilled professionals
(Erasmus, Grobler, & Van Niekerk, 2015). The issue of employee
retention transcends all sectors, with higher education institutions
facing significant risks of losing their top talent to the private sector
or to other institutions that offer more effective retention strategies
(Kurdi & Alshurideh, 2020).

The importance of succession planning and talent retention is
recognized across all levels of an organization, from the board of
directors to human resources leaders (Setiawan & Prasojo, 2021).
In a competitive labour market, finding and retaining qualified
talent poses a significant challenge. Okwakpam (2019) argue that
managing employee retention involves a systematic approach
to understanding why employees join and leave an organization,
underscoring the importance of exit interviews as a tool for
gathering insights into employee turnover. The benefits of effective
retention management include reduced costs associated with
hiring and training replacements.

Succession planning, alongside the development and retention of
talent, should be a strategic priority for organizations, especially

17
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CHAPTER 3

UNDERSTANDING AND
MITIGATING EMPLOYEE
TURNOVER: INSIGHTS FROM
ORGANIZATIONAL BEHAVIOR

Introduction

The concept of turnover intention has emerged as a critical
issue within organizational behaviour and management studies,
reflecting the process by which employees consider leaving their
current positions (Salleh et al., 2020; Zamanan et al., 2020).
According to Price (1977), turnover signifies the extent to which
individuals move beyond the boundaries of an organization,
suggesting that it encompasses a process rather than an abrupt
action. This concept aligns with the theory of planned behavior
which posits that human behaviors and attitudes are premeditated,
implying that the decision to leave a job is a deliberate process.

Turnover intention is essentially the employee’s internal deliberation
about quitting their job and seeking employment elsewhere (Kaur
et al., 2013; Zamanan et al., 2020). This attitude is predictive of
an employee’s future actions against certain conditions within the
workplace (Wong et al., 2015). This inclination towards leaving an
organization is inversely related to job commitment; employees
with a high propensity to leave exhibit lower levels of commitment
to their job compared to those with a lower propensity.

25
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CHAPTER 4

EMPLOYEE RETENTION AND
STRATEGIES IN MALAYSIA
EDUCATION SECTOR

Introduction

Today, Malaysian public higher education institutions are in
a competitive environment with the Private Higher Education
Institutions. Currently, public, and private higher education
institutions co-exist within the Malaysian higher education system.
Public universities in Malaysia play a crucial role in the country’s
development. The government has emphasized the importance
of higher education in national development. Public universities in
Malaysia offer a gatewayto knowledge and aworld-class education.
Private HEls in Malaysia received international recognition which
are the leading players in Malaysia’s tertiary education industry.
However, the shortage of lecturers is a significant problem in this
sector, and Malaysian private HEls has suffered from high turnover
among academic staff for many years (Saraih et al., 2017).

Leaders leave an organization due to death, early retirement,
disability, retrenchment, delay retirements, natural disasters
and reduced commitment and changed individual desires and
interests. Many executives are reaching normal retirement age
but at the same time many young executives want to retire
early. HEls can invest money and time to help employees be
more willing in the future through either promotion or greater job

35
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CHAPTER 5

THE EVOLUTION OF
SUCCESSION PLANNING

Introduction

Succession planning is increasingly popular in the field of human
resource development. Succession planning is equal importance
both academic and business organizations. The topic of succession
planning is timely because organizations are facing challenges for
replacement of talented employees. The study of Rothwell (2010)
mentioned terrorist attacks as another reason for an intensified
interest in succession planning. The collapse of the World Trade
Center in New York in 2001 unexpectedly took the lives of 172
Corporate Vice-Presidents (Rothwell, 2010). The importance of
succession planning has been mentioned in the previous studies
for the corporate world, but studies extended for other sectors
such as healthcare, non-profits organizations, and education in
the 1990s. In addition to this Richards (2009) has also suggested
a few strategies for implementing systematic succession plans in
the education sector. In fact, the sustainability and feasibility of
organizations for the future and feasibility depends on effective
succession planning Therefore, the topic of succession planning is
vital in the education sector. The importance of a formal succession
planis recognized in both education and business sector to support
the survival of organization (Rothwell, 2010). Because organizations
are facing challenges with competition, economics, accountability,
and leadership (Reille & Kezar, 2010).

49
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CHAPTER 6

SUCCESSION PLANNING IN THE
DEVELOPING COUNTRIES

Introduction

Succession planning is a critical component of organizational
development and sustainability, particularly in the diverse and
dynamic environments of developing countries. As nations and
their corporate entities strive for economic growth and global
competitiveness, the approach to succession planning varies
significantly across regions. This variation is influenced by cultural
norms, economic conditions, and historical business practices.
Countries like Japan, the USA, Australia, Ireland, and Singapore
exhibit distinct approaches to succession planning, reflecting
their unique challenges and opportunities. Understanding these
practices offers valuable insights into the global landscape of
human resource strategies, highlighting the importance of adapting
succession planning to fit the local context while also considering
global standards and trends.

Succession planning best practices in the developing
countries

Succession planning is one of the most significant human resources
strategies in an organization. It helps organizations with the
dynamic change. Different countriesimplement different succession
planning practices in different organizations. succession planning
Practices in the UK Succession planning is a critical process

59
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CHAPTER 7

SUCCESSION PLANNING
PRACTICES IN EDUCATION
SECTOR

Introduction

Historically, corporate procedures have been adopted by higher
education institutions more slowly than by the private sector.
According to the study, changing jobs inside the institution is the
usual method of completing a work cycle in higher education.
Universities have a greater advantage when hiring internally
rather than outside, according to Long, Cooper, Faught, and
Street (2013). However, if the incorrect person is selected, the
process might go wrong and harm the university. Gilbert’s (2017)
study outlined the distinctions and parallels between public and
private institutions. The results of this study demonstrated that,
in comparison to corporate organisations, HEls do not sufficiently
implement succession plans.

Succession planning has received continuous attention within the
literature, however, 21 century events, including the 2007 recession
and various corporate scandals, inspired a renewed focus on
succession planning (Kariuki & Ochiri, 2017). The for-profit sector
was not the only target of the refocused 21 century succession
planning approach. The scholarly literature’s publication dates
reflect the increased attention that succession planning has
received in higher education as a result of an increase in the
departure of seasoned staff members, particularly institutional

65
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CHAPTER 10

KNOWLEDGE MANAGEMENT IN
THE EDUCATION SECTOR

Introduction

The pivotal role of managing knowledge effectively has become
an indispensable requirement for organizations worldwide.
Knowledge, particularly in the education sector, isn’t a novel
concept. However, the formal practice of knowledge management
(KM) began gaining significant traction around fifteen years ago,
marked by an increasing recognition in both the business and
education sectors, as noted by scholars such as Wiig (1993),
Bhatt (2001), and Metaxiotis et al. (2005). Higher education
institutions (HEls), which are at the intersection of the business
and education sectors, play a crucial economic role. Their primary
mission extends beyond academic instruction; they are tasked
with preparing a workforce ready to navigate the learning cultures
of diverse organizations. KM emerges as a strategic tool for HEls,
guiding them in formulating organizational strategies that elevate
knowledge-centric activities, aligning closely with their institutional
objectives. According to Quarchioni et al. (2022), the main purpose
of higher education institutions (HEls) is to create, employ, and
disseminate knowledge, highlighting the importance of knowledge
management systems in higher education institutions, despite
their often-overlooked role in the corporate sector.

Brewer & Brewer (2010) emphasize the necessity for educational
environments to adapt to the complexities introduced by
globalization, preparing students to thrive in an increasingly

105
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CHAPTER 11

CONCLUSIONS AND
RECOMMENDATIONS

A succession event is an either planned or unplanned. Therefore,
succession planning encourages individual advancement.
Leaders and employees leave an organization due to death, early
retirement, disability, retrenchment, delay retirements, natural
disasters and reduced commitment and changed individual desires
and interests. Many executives are reaching normal retirement
age but at the same time many young executives want to retire
early. Organizations can invest money and time to help employees
be more willing in the future through either promotion or greater
job responsibilities. Therefore, retaining the best talent is the focus
on attracting developing and keeping the best employees within
the organization.

The selection of a successor is crucial for the survival of the
organization. This process is dependent on several factors such
as employee performance record, requirements for leadership
positions, track record of individuals and the reward system.
Employee’s rewards system can be described as an external agent
administered when performing a desired act or task which has
controlling and knowledge properties. Organizational incentives
such as rewards were found to be more successful if implemented
in organizations with a good identity (Nguyen, 2019). Performance
appraisal is a link to succession planning practices during the
selection of a successor for job rotation and promotion and
internal development of employees. Performance appraisal is an

113
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