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The researcher came out with few ideas-actions which will serve like tool so to overcome the most 

important barrier of this task and the employees of PHC be satisfied again with their work. The 

challenge for PHC Company is an effort to succeed not only in career planning and succession 

management, but as an organisation in our turbulent environment is to change its culture. The 

chapter is concluded with suggestions for further and an overview of the recommendations and 

benefits to be gained. 
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2.3 Career Planning and Succession 
 

The image of a career is a way of regulation of life and professional activity of the 

personality through goal setting, motive formation, sense formation, stimulation and 

mobilization. The image of the career performs the functions of emotional reinforcement and 

planning career development. (IJCRSEE, 2016). When determining a career path, most people 

typically face an immense challenge (Zunker, 2012). 

 

As Hall and Mirvis (1995) pointed out, there has been a shift over the decades in the nature 

of the career choices and thus the models used to study them. In the 1970s, the focus shifted to 

specific jobs and to factors that affected job choices and success (Hall, 1976; Schein, 1978; 

Wanous, 1992). The 1980s were a decade in which the focus moved to the individual in the 

organization as a system. In an era in which organizations were being fundamentally 

restructured, downsized, and delayered, there was interest in processes such as career plateauing, 

career stages, and organizational career ladders and timetables (Hall and Associates, 1986).  

 

Succession planning has been defined as: A means of identifying critical management 

positions, starting at the levels of project manager and supervisor and extending up to the highest 

position in the organization. Succession planning also describes management positions to provide 

maximum flexibility in lateral management moves and to ensure that as individuals achieve 

greater seniority, their management skills will broaden and become more generalized in relation 

to total organizational objectives rather than to purely departmental objectives. 

Succession planning should not stand alone. It should be paired with succession management, 

which assumes that a more dynamic business environment in the capacity building of talent 

should occur in real time. (Rothwell, 2016) 

 
 
2.3.1 Why Career Planning and Succession? 
 

Organizations must plan for talent to assume key leadership or backup positions on a 

temporary or permanent basis. Succession planning has been defined as a means of identifying 

critical management positions, starting at the levels of project manager and supervisor and 

extending up to the highest position in the organization. (Mattone, J. ,2013) 
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even social organizations. Highly successful organizations focus on creating a comprehensive set 

of assessment and leadership development practices that support a wide range of talents across 

the organization (Groves, 2007; Casimir, 2001). To develop global leaders, HRD professionals 

need to know what knowledge, skills, and attitudes are essential for leaders in global 

organizations. If research could identify the important global leadership competencies, 

corporations might be able to shorten the long period of time for developing global leaders 

(McCall and Hollenbeck 2002). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The HR function could utilize the competencies to recruit and reward qualified global 

leaders while gaining credibility to influence their organization (Muratbekova-Touron 2009). 

Thus, identifying global leadership competency models should be an urgent priority for 

companies so that they can reconcile with and survive the changing global environment. 

Developing such a competency model requires study of both individual competencies that 

comprise global leadership and a systemic framework on which the competency model can be 

built (Morrison 2000). However, the nascent field of global leadership suffers from several 

limitations. On the other hand, by identifying the level of competency that is more easily learned, 

levels of competency contribute to determining whether selection or development is best suited 

for staffing a global leadership position (Caligiuri 2006). However, there is no research that 

corroborates with both levels and dimensions of global leadership competency. 





















Confidential Page 31 of 74  
 

 
 

Chapter 4: Research Questions and Methodology 

 

4.1 Introduction 

This chapter presents a detailed presentation and discussion of the research questions and 

the methodology of the study, including full description of the data collection method which has 

been followed for this study. Research as a subject is taught at different levels. Research is a 

scholarly, scientific, and systematic investigation to establish facts or principles, or to collect 

information on a subject to be presented in a detailed and accurate manner. Research is driven by 

a question or problem that guides the process for seeking information with a clear goal in mind. 

(Habib, Maryam & Pathik, 2014) 

Evidence-based practice (EBP) is the delivery of services based upon research evidence 

about their effectiveness. The research process is similar with the way for undertaking a journey. 

There are two more decisions to make while you drive: The first is to decide what do you want to 

find out about, in other words, what research questions you want to find answers to. Having 

decided upon your research questions or problems, then you need to decide the way to find their 

answers. The main way to find answers for your research questions constitutes a research 

methodology. Along the way for your destination you will find different posts and so for your 

research there are practical steps through which you must pass in your research journey to find 

the answers to your questions. The sequence of these steps is not fixed and with experience you 

can change it. At each 

operational step in the research 

process you are required to 

choose from a multiplicity of 

methods, procedures and models 

of research methodology which 

will help you best achieve your 

research objectives. This is 

where your knowledge base of 

research methodology plays a 

crucial role. 
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Part C:  Demographics 

In this part of the questionnaire, the respondents were asked to write their demographic 

information relating to the gender, age, community of residence, education level, job title, and 

years in the organization. 

 

The chart pie below presents the demographic information for gender which given from the 

respondents of this research. Out of 30 respondents who participated in the research 13 (43.3%) 

were females and 17 (56.7%) were males 

 

 

 

 

 

 

 

 

 

 

The chart pie below shows the age criterion of the respondents: 

11 (36.7%) were between 36-45 years old, 4 (13.33%) were between 18-25 years old and 15 

(50%) were between 26-35 years old. 
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The chart pie below shows the community of residence of the respondents which was strictly 

selected only from Paphos. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

According to the education criterion, out of 30 respondents 14 (46.7%) had received a high 

a secondary school certificate, 9 (30%) had completed an undergraduate degree in the university 

and 7 (23.3%) had completed a postgraduate degree (master). The cart pie below shows the results: 
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The chart pie below presents the demographic information for job title which was divided in: RGM 

(Restaurant General Manager), ARGM (Assistant General Manger) and Shift Leader 

Out of 30 respondents 8 (26.7%) were ARGM, 8 (26.6%) were RGM and 14 (46.7%) were Shift 

Leaders. 

 

 

 
 
 
 
 
 
 
 
 
 
 
The results of the analysis of the years of employment to the organization indicated that out of 30 

respondents 8 (26.7%) had 6-10 years of employment in the organization, 2(6.7%) had between 

11-15 years and 20 (66.7%) had less than 5 years of employment in the organization. 
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Chapter 6: Conclusions and Recommendations 

6.1   Introduction 
 

In following chapter the researcher will make a reference to the purpose and objectives of 

this research, the evaluation of the research findings and the objectives which originally set in the 

survey. 

Furthermore, the researcher will formulate new recommendations based on the research results. 

Finally, the researcher cites the limitations of this research and recommendations for conducting 

research in the future. 

 

 

6.2   Purpose and Objectives 
 

The purpose of this dissertation was to identify whether PHC Group can identify high-

potential employees who will show promise to the company as well as to initiate programs which 

provide the skills and knowledge for them to lead and become good managers.  

Also, this research in conjunction with the above objectives dealt with whether the company 

recognize the good members and the good managers currently working and how satisfy they are 

from their work in the company of PHC. 

 

 

6.3 Conclusions 
 

Based on the results presented in the previous chapter, the researcher found out the main 

conclusions, derived from the results of this research. 

The researcher concluded that the managers working in the company of PHC Franchised 

Restaurants Public Ltd felt safe with their work and believe that the working environment was 

friendly since they could develop good working relationships. It is world know that, when a 

workplace is safe, employees feel more comfortable and confident when they are at work. 

Productivity goes higher, and profit margins follow suit. Absenteeism also drops down when 

employers take steps to implement an effective safety program. Additional to this, the employees 
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15 My time in regards to daily duties allows me to participate in 

training programs.  

1   2   3   4   5  

16 Promotion Criteria, in general terms are satisfactory   1   2   3   4   5  

17 As an organization, PHC Company, cares about the 

employees' long term career 

1   2   3   4   5  

18 PHC Group of Companies creates teams with respect to 

group dynamics to achieve its targets.  

1   2   3   4   5  

19 At PHC Human Resources policies are followed? 1   2   3   4   5  

20 I consider that PHC is an employer that provides career 
opportunities. 

1   2   3   4   5 

 

Demographics: 

 

25.     Gender   1. Male___, 2. Female ___     

26.     Age ___        

27.     Community of residence __________________ 

28.     Education level:    

1.  Primary School __     2. Secondary School / Lyceum __    3. University __                     

4.  Master __ 

29.   Job Title: __________________  

30.   Years in Organization:  _____ 

 

 

Open Ended Question:  

31. Do you think that PHC identifies high-potential employees? How does the Company work 

towards developing the future for those employees? 
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Appendix C 
 
 

Understanding Jobs and Career Paths as a Hierarchy of Positions 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 6, Source: Smilansky, (2006:146) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 7, Source: Smilansky, (2006:146) 

Figure 8, Source: Smilansky, (2006:146) 
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Appendix D 
 
   Four Generations at Work 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 9, Source: Eisner (2005) 
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Appendix E 
 
   Best Practices in Succession Planning 

 


