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Abstract

This research has analytically addressed a very important issue which is the issue
of the impact of job succession planning on the future leaders’ capacity building.
Job succession planning is a human resource task. It deals with future human
resources planning to prepare a well experienced person to act on behalf of the
skilled officer who might be absent for one reason or another .

The researcher has followed the analytical descriptive approach to obtain data
and information of this research. The sample of the study of this research consists
of Sudanese petroleum corporation employees and other governmental
institutions’ employees.

Therefore, a questionnaire was designed as a tool to collect data from the study
population, to make sure that employees are aware of the existence of a plan for
career advancement in their institutions, and to identify there is a mechanisms
used in the selection of new leaders and administrators .

The most important findings from the data analysis; that the planning process
for career progression has a significant impact in the preparation of potential
leaders from inside the organization or outside. The study found also that the
planning process for career progression cannot take place without existence of
human resources planning.

Out of these results the recommend that;

1. Attracting talent and take care of them and develop their skills, and give them
the freedom for innovation and creativity.

2. Itis so important and inevitability, to apply the career progression plan in all
public sector institution.

3. Follow the latest methods in the evaluation of performance, monitoring and
follow-up for the proper and fair choice for future leaders.

4. Establishing a special section or department of planning for career progression
in all government institutions, to apply the career progression plan, and to be
care of talented employees.
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