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Abstract: The company has implemented a strategy program called "succession planning" to train and educate future
executives in order to guarantee the success and stability of Mother Dairy's leadership. Mother Dairy, a well-known Indian
dairy firm, upholds operational excellence and stays true to its values by assisting the prosperity of its own people. This
research looks at the benefits of a systematic succession plan for identifying, training, and retaining future leaders. By
examining current practices and expected expectations, the paper lays out crucial steps for developing future leaders who
can take on high-level roles and encourage sustainability, creativity, and adaptation in the face of fierce market
competition. Programs for leadership development, mentoring, and performance reviews are put in place to make sure the
company is ready for any changes in leadership.
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1. Introduction

Organizations employ succession planning to
guarantee a continuous flow of capable leaders.
Identifying and nurturing future leaders who can fill
in for departing, retiring, or promoted top executives
is an important part of succession planning. By
implementing effective succession planning strategies,
organizations may minimize disruptions to operations,
keep things running smoothly, and ensure stability
during leadership transitions.

In order to cultivate future leaders, it is essential to
equip individuals with the knowledge, abilities, and
motivation to advance the organization rather than
merely fill positions. Early identification of high-
potential people allows businesses to provide them
with tailored development opportunities that better
equip them to deal with future challenges. This
preventative measure helps businesses stay afloat in
the face of unexpected leadership transitions.

Additionally, succession planning promotes an
environment of internal mobility and career
advancement by outlining specific steps for

employees to take in order to advance in their careers.
Employees feel more committed and devoted to the
organization, which in turn motivates them to remain

and work hard. When employees perceive chances for
leadership and professional progress, they are more
invested in staying with the company and less likely
to leave for greener pastures. Additionally, the
alignment of leadership development programs with
the company's long-term strategic objectives is
ensured through succession planning. A thorough
familiarity with the company's philosophy, values,
and objectives is crucial for executives during times
of expansion. Train current employees to take on
leadership responsibilities so that the company's
future leaders can navigate the complex business
climate and maintain a competitive advantage.

2. Review of Literature

Agba, |. 2024 This research primarily aims to
highlight the significance of succession planning in
ensuring a company's performance and leadership
continuity. It emphasizes the significance of
establishing structured development programs and
promptly identifying individuals with great potential.
Individualized development courses, coaching, and
mentoring are essential for preparing future leaders.
The research highlights the significance of technology

Paper Available at: www.ijarai.com

15



International Journal of

Volume 15, Issue-8
August, 2025, P03
2319-9253

in  personnel management and performance
evaluation. Organizations can cultivate a cadre of
capable leaders by tying succession planning to long-
term objectives. A high emphasis on education also
facilitates a seamless transition of leadership. The
paper concludes by recommending proactive and
integrated succession planning as a means to maintain
the stability of the firm.

Hagan, F.T. 2023 Building a long-term leadership
pipeline through good succession planning is the
major theme of this article. Finding potential leaders
at an early stage and providing them with appropriate
growth opportunities are two of the most critical
things that businesses can do, according to the article.
The research also investigates the potential
advantages of mentorship and instruction in
developing future leaders. According to the article, in
order to maintain employee interest and morale high,
succession planning must be an open and
collaborative process. To maintain leadership stability
and reduce disruptions  during transitions,
organizations should connect succession planning to
their strategic objectives. Another focus of the
research is on the use of performance indicators in
succession planning to identify and incentivize high-
potential employees. Finally, it suggests that
businesses should take an active and adaptable
approach to succession planning in order to address
their evolving demands.

Ram, A. & Ross, H.S. 2023 This article examines
succession planning in detail as a critical strategy for
facilitating seamless leadership transitions. It
emphasizes the significance of early leadership
potential identification and development plans tailored
to the organization's future demands. According to the
research, well-thought-out programs are critical for
preparing workers for more responsibility and
ensuring a seamless transition to new leadership.
Organizations should make their succession plans
transparent, since the authors emphasize the
significance of transparency. Leadership qualities
should be in harmony with the objectives of the plan,
they say. The research wuses case studies to
demonstrate how effective succession planning is.
Also covered is the importance of routine evaluations
in keeping succession plans adaptable and practical.
Yusof, N. & Aspinwall, E. 2022 More and more,
technology is being utilized to assist succession
planning, and this research looks at that. Talent
surveys and performance assessments that make use
of technological solutions can greatly improve an
organization's ability to identify and cultivate future

leaders. The research demonstrates how technological
advancements can improve succession planning by
making it more transparent, unbiased, and
coordinated. Data analytics are crucial for identifying
issues in the leadership stream, as is reiterated here.
The authors discuss the resources that allow one to
swiftly assess the preparedness of employees for
critical assignments. This tech-based approach
promotes a more flexible and imaginative approach to
leadership  development  while  simultaneously
assisting individuals in making better judgments.
According to the research's findings, technology plays
a crucial role in improving succession planning.
Worlu, R.E. et al. 2021 This research examines the
ways in which the COVID-19 epidemic altered
succession planning practices. The necessity for agile
and rapid succession planning has increased as a
result of the increased urgency with which firms must
address shifting employee relations in the wake of the
epidemic. Companies' leadership  development
programs have evolved to accommodate the shifting
priorities of remote workers in response to the
explosion in the number of people doing remote work.
The authors underline the significance of maintaining
leadership even in the face of unexpected challenges.
Additionally, they discuss the growing significance of
digital leadership abilities. This research highlights
the significance of leadership resilience planning by
analyzing case studies of organizations that
successfully adapted their leadership structures to the
pandemic. The results of the survey highlight the
critical need for forward-thinking businesses to train
the leaders of tomorrow to navigate a volatile and
unpredictable business environment. It requires a
more flexible succession strategy that incorporates
digital and conventional leadership abilities.

Vilaseca, A. 2021 This article examines the most
effective methods of succession planning, with an
emphasis on the significance of integrating corporate
strategy with talent development. It highlights the
significance of establishing transparent criteria for
selecting future leaders and swiftly determining who
needs to fill critical roles. Training high-potential
individuals  requires  well-planned  development
programs that incorporate coaching, practical
leadership experience, and in-depth training. The
research highlights the significance of diverse skill
sets in ensuring that leadership teams represent a
diversity of perspectives. The ongoing evaluation and
enhancement of succession plans ensures that they
align with the objectives of the organization.
According to the research, being forthright and honest
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about succession planning is the best way for
businesses to gain the trust of their employees.
According to the author, a comprehensive and well-
planned succession plan that emphasizes including
everyone is necessary to get workers interested and
ensure the organization's continued existence. Yanya,
M. & Mahamat, A. 2020 Examining the relationship
between succession planning and an organization's
long-term strategy, this research highlights the
significance of alignment between the two in ensuring
that critical positions are filled with qualified
individuals. In addition to filling vacant roles, the
authors argue that strategic succession planning
should focus on developing future leaders who can
propel the organization forward. Their main point is
that succession planning should be a component of
every aspect of people management. Leaders may
ensure the correct individuals are in control by
outlining critical responsibilities and checking that
they align with the organization's objectives.
According to the research, developing future leaders
is critical since it allows organizations to face both
their current and future challenges. Succession
planning that is strategically aligned with the
company's goals can improve performance and
stability, according to the research.

Winzker, D.H. 2020 succession planning influences
employee retention is the primary emphasis of this
research. If managers provide out specific paths for
employees to climb the corporate ladder, they are
more likely to remain put for the long haul, according
to the findings. People that show a lot of potential can
be found fast and given opportunities to advance
through succession planning. Employee engagement
and morale are both boosted by career development
programs that are associated with succession
planning, according to the research. As a means to
lower turnover and depend less on external hiring, it
emphasizes the significance of developing a robust
internal talent pool for leadership positions. Research
like this highlights the value of mentorship and
instruction in preparing individuals for promotions.
The importance of succession planning in retaining
current employees and reducing the expense of
recruiting new ones was highlighted by the research's
findings.

Petrov, G.N. & Normatov, 1.S. 2020 Examining how
succession planning ensures that capable leaders are
prepared to assume critical positions is the goal of this
research. To avoid issues that may arise when leaders
resign or are unavailable, succession planning is
crucial. The writers underline the need of anticipating

a company's future demands and identifying
prospective executives who can fulfill them. Leaders
with more experience can teach their successors
valuable skills and insights through succession
planning. Additionally, the research investigates how
the process of selecting new leaders remains current
through ongoing evaluation of potential candidates.
Succession planning is critical for both immediate
safety and future prosperity, according to the
research's findings.

Samset, |. 2021 Emphasizing the significance of
succession planning as a vital HR strategy for
cultivating future leaders is the primary objective of
this article. Finding and developing high-potential
employees requires a systematic and organized
approach, as the research shows. This highlights the
significance of effective succession planning in
ensuring that organizations can mitigate the risks
associated with leadership transitions and maintain a
pool of suitably prepared individuals at all times. The
significance of staff development programs in
preparing individuals for leadership roles is examined
in the document. If you want to hold on to key
employees, you need to provide them opportunities to
advance in their careers and lay out a path for success.
The research also delves into the ways in which
succession  planning aligns the  professional
development of executives with the company's
overarching objectives. Succession planning is critical
to a company's performance in the long run, according
to the report.

Watson, G.H. et al. 2020 Focusing on the innovative
ideas and expansion possibilities that can be brought
about by a broad talent pool, this research examines
the significance of diversity in succession planning.
Research shows that succession planning is a great
approach to diversifying leadership roles and ensuring
that multiple perspectives are considered when
making choices. In order to thrive in today's
worldwide economy and tackle difficult difficulties,
the authors argue that diverse leadership teams are
essential. The research also considers targeted
development projects and outreach initiatives as
potential means of increasing the pool of applicants. A
diverse succession plan is essential for a company's
continued success and the development of an
inclusive culture.

Levis, T. & Oliver, K. 2022 Succession planning and
leadership development are both critical to a
company's success, and this research examines their
interplay. The authors argue that in order to prepare
future leaders to handle the increasing challenges
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faced by organizations, leadership development
programs and succession planning should collaborate
closely. Finding promising personnel and preparing
them for future leadership positions through
individualized training programs is the focus of the
research. With an emphasis on how opportunities for
professional growth might make people happier with
their jobs, the research investigates the relationship
between leadership development and employee
retention. According to the research, succession plans
should be reviewed and updated on a regular basis to
account for organizational changes. An effective
leadership development program that incorporates
succession planning is crucial to an organization's
long-term viability, according to the authors.
Simmons, J.A. 2021 This research explores the ways
in which a firm can strengthen its resilience through
succession planning. The document stresses the
significance of companies identifying and developing
potential future leaders to step up in critical situations.
The research demonstrates the significance of capable
leadership in times of uncertainty and how succession
planning may equip businesses to deal with these
challenges. According to the research, a seamless
transition of leadership is possible only with
succession planning that is both rapid and adaptable.
Organizations can better prepare their leaders to deal
with unforeseen challenges if they incorporate crisis
management training into their succession planning
processes. This research takes a look at the ways in
which those who aspire to leadership roles could
benefit from cross-functional training. The report
concludes that selecting future leaders should place a
premium on resilience.

Wells, C.R. 2021 Employee participation, retention,
and succession planning are the three interrelated

concepts examined in this research. Companies that
have defined employment paths and well-planned
succession strategies typically have more engaged
staff. Companies incentivize loyalty and commitment
from workers by providing opportunities for
advancement and skill development. According to the
research, in order for employees to have faith in the
transfer process, it must be transparent and honest.
Involving employees in succession planning has the
potential to boost morale and productivity, according
to the research. Furthermore, by providing employees
with  possibilities for advancement, succession
planning substantially reduces employee turnover,
according to the research. According to the research,
succession planning is a great tool for fostering a
positive work environment, developing leaders, and
retaining talented individuals.

3. Model of Succession Planning

Talent development One of the most effective
methods to build a strategy for succession is to look at
the big picture while also focusing on leadership and
talent development. In your opinion, what makes this
true? Succession plans typically center on preparing
those already serving in mid-level leadership roles for
promotions to more senior leadership roles. Plans for
succession should therefore include initiatives to
foster leadership development and skill acquisition.
Consistently developing brilliant individuals is an
important aspect of succession planning. A lot of
firms' talent development strategies involve giving
people with a lot of potential challenging duties, a lot
of responsibility, and a lot of training. Career
advancement and job switching are emphasized in
effective talent management plans as means to acquire
experience and develop leadership abilities.
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Identification of leadership talent: It is crucial to
regularly assess the progress of individuals
participating in talent development programs because
not everyone will be successful. People who aren't cut
out for executive positions may be perfect for middle
or lower management.

The data made available through talent development
programs makes it easier to identify those with strong
leadership potential. To assess the depth of a
manager's bench and aid in development programs,
several instruments are available, including mentors,
committees, surveys, and coding systems. To identify
and develop future leaders, businesses might make
use of succession planning software and other tools.
Leadership development: At this tier, individuals
who demonstrate great leadership potential are
bestowed with even greater support. This goes against
the grain of how most abilities are honed. Seminars
and individual programs are available for those who
aspire to positions of leadership. Getting to know the
company's upper management will help them land
better positions down the road.

To actively learn, this group should participate in
executive coaching that focuses on critical skills, use
360-degree feedback systems to discover how to assist
people progress, take on difficult initiatives, and go
above and beyond their typical duties to gain
experience.

Russell Reynolds Associates' Jenna Fisher has found
that "the cornerstone of their success may reside in
ensuring  that  succession  candidates  are

4. Results and Discussion
1. Which Mother Dairy department do you prefer
to work in?

comprehensively involved in critical business
operations from the beginning, encompassing mergers
and acquisitions as well as relationship management."
To illustrate this point, Fisher cites the case of Best
Buy's new CEO Corie Barry, who took over in 2019
following Hubert Joly's retirement, as an example.

4. Succession decision: A succession matrix can be
constructed using the aforementioned procedures. For
each position, you can outline potential heirs in this
matrix. Consideration of the employee's potential
departure from the organization is crucial to this
procedure.

Looking closely at the turnover rate in key positions is
important since it may affect your succession strategy
significantly if someone were to depart. Having five
candidates for the position of chief executive officer
would be a pain, particularly when the present
incumbent plans to remain in their position for the
next decade. Picking just one candidate to replace the
COQO is incredibly reckless and demonstrates a lack of
planning, particularly considering the high turnover
rate.

Losing great talent is costly regardless of how little
disruptive it is. This team is a key component of your
succession plan because of the extensive training they
have received. The business risks having to spend
more money and having their future plans derailed as
a result of this adjustment. Therefore, maintaining
control over standards and monitoring employee
turnover are critical and vital tasks.

S.NO | PARTICULARS | RESPONDENTS | PERCENTAGE
1 Production 50 50%
2 Marketing 20 20%
3 Quality Control 20 20%
4 Supply Chain 10 10%
Management
TOTAL 100 100%
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concerns about its relative lack of importance and the
potential need for additional funding or focus.
Respondents largely center their discussions on
production, highlighting its critical role in operational
procedures.

Interpretation: Wwith half of the respondents
working in the production field, it is clearly the most
popular. Twenty percent of respondents cited quality
assurance and marketing as key topics. The level of
emphasis devoted to these topics is moderate. The low
vote total of 10% for supply chain management raises

2. What is the most important Mother Dairy skill?

SNO | PARTICULARS | RESPONDENTS | PERCENTAGE
1 Analvtical Skills 40 40%
Communication 30
2 Skills 30%
Technical
20
3 Expertise 20%
4 Leadership Skills 10 10%
TOTAL 100 100%
45
40

35

30

25

20

15

10

s -

0 T T 1

Analytical Skills ~ Communication Technical Expertise Leadership Skills
Skills

Interpretation: The fact that 40% of respondents
indicated they would go with logical reasoning
demonstrates how highly esteemed these abilities are.
The 30% weighting of communication abilities
indicates the critical importance of conveying ideas
effectively. Although technical competence is valued

lower than analytical and communicative abilities, it
nevertheless accounts for 20% of the total score,
indicating its importance. There is room for
development in the 10% of respondents who rated
leadership abilities as extremely unimportant. In
conclusion, the value of strong analytical and
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communication abilities is evident in many different types of jobs.

3. How can you support Mother Dairy's
sustainability goals?

S.NO | PARTICULARS | RESPONDENTS | PERCENTAGE
Implementing
eco-friendly 20 20%
1 practices
Optimizing
resource 40 40%
2 utilization
Enhancing
product 30 30%
3 packaging
4 All of the above 10 10%
TOTAL 100 100%
45
40
35
30
25
20
: 3 I I
10 +
3 =
0 - T T T
Implementing eco- Optimizing Enhancing product  All of the above
friendly practices resource utilization packaging
Interpretation: Efficiency and sustainability are environmental problems, but that doesn't mean they're
paramount, since 40% of respondents ranked making them a top priority just yet. A small
optimizing resource utilization as their top priority. percentage of respondents (only 10%) picked "all of
Improving product packaging demonstrates concern the above," indicating that most individuals would
for the environment and consumers, according to 30% prefer ~a narrower perspective, despite their
of customers. Only 20% of people who took the appreciation for many viewpoints. The primary issue
survey claimed to be employing green practices. is optimizing resources, which highlights the need of
People are starting to pay more attention to sustainable business strategies for companies.

4. How do you track dairy business trends?
SNO| PARTICULARS | RESPONDENTS | PERCENTAGE

Industry conferences

1 30 30%
and seminars
Professional

2 40 40%
networking

Reading industry

publications

Online courses and

certifications

TOTAL 100 100%
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Reading industry
publications

Online courses
and certifications

Interpretation: It's clear that professional
networking is crucial because 40% of respondents cite
it as their primary means of job advancement. Thirty
percent of respondents indicated a preference for
seminars and conferences in their field. The
significance of face-to-face communication and

5. How would you boost Mother Dairy product
visibility?

information exchange is highlighted here. Only 5% of
those who take an online class really complete the
certification, indicating that relatively few people are
keen on using this method to advance their careers.
Second place, with 25% of the vote, goes to reviewing
trade journals.

S.NO | PARTICULARS | RESPONDENTS | PERCENTAGE

Social media

1 40 40%
campaigns
Collaborations

2 30 30%
with influencers
Product

3 20 20%
promotions

4 All of the above 10 10%
TOTAL 100 100%

45

40 -

35 4

30 +

25 +

20 +

15 -

10 -

» ]
0 - T

Social media
campaigns

Collaborations with
influencers

Product
promotions

All of the above

Interpretation: Social media marketing is
effective in generating brand interactions (as
evidenced by the 40% of users who support it).
Respondents favor collaborating with influencers,
according to 30%. This highlights the significance of
utilizing well-known individuals to promote brands.

With just 10% of respondents choosing "all of the
above," it's clear that social media initiatives are
attracting more interest than more conventional forms
of advertising. Product promotions, however, were
selected by 20% of consumers.
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5. Conclusion

In conclusion, a company's growth and stability
depend on its succession plan, which comes into play
particularly during times of leadership transition.
Businesses like Mother Dairy may maintain stability
while fostering innovation and adaptability by
educating future leaders. To ensure that leadership
positions are filled by individuals who share the
organization's vision, a well-planned succession
strategy is essential. It achieves this by laying out a
straightforward process for attracting, developing, and
retaining top talent. By using this approach, the firm
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