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Abstract 
This research aims to explore the sophisticated connections among psychological 
entrepreneurship (PE), leadership support (LS), organization stewardship (OS), and succession 
planning (SP) within the unique context of social enterprise. Through an in-depth case study 
approach, this study seeks to unravel how the psychological attributes of entrepreneurs, 
coupled with supportive leadership, influence organization stewardship practices and SP 
strategies within social enterprise. By analyzing qualitative data, including interviews, 
observations, and organizational documents, this research aims to explain the mechanisms 
through which PE and LS contribute to effective OS and SP in social enterprise. The findings 
of this study will offer valuable insights for practitioners, policymakers, and stakeholders 
interested in enhancing organizational resilience, sustainability, and long-term impact in the 
field of social entrepreneurship. In addition, a recommendation to future researchers is that 
they should consider implementing a multiple-case study approach. By employing a multiple 
case study approach, researchers can gather information from various organizations. This 
approach enables researchers to obtain multiple insights into OS and SP. Researchers can 
then make comparisons based on the data collected from different cases. Implementing a 

                                         Vol 14, Issue 5, (2024) E-ISSN: 2222-6990 
 

  

 

To Link this Article: http://dx.doi.org/10.6007/IJARBSS/v14-i5/21329            DOI:10.6007/IJARBSS/v14-i5/21329 

Published Date: 05 May 2024 

 



 

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 4 , No. 5, 2024, E-ISSN: 2222-6990 © 2024 
 

141 
 

multiple case study approach allows researchers to understand both the differences and 
similarities in organization stewardship and succession planning practices. 
Keywords: Succession planning, Social Enterprise, Psychological Entrepreneurship, 
Leadership Support, Organization Stewardship, Relay Succession Planning.  
 
Introduction  
Social enterprises have triggered the attention of academicians and society in general due to 
their focus on engaging in projects that create social value. The sudden rise of social 
enterprises has drawn considerable academic attention due to both the increasing number 
of these organizations and the prevalence of inactive ones (Schaefer et al., 2020). 
Furthermore, as mentioned by Starnawska and Brzozowska (2019), the social 
entrepreneurship phenomenon has mushroomed in recent years. Having evolved from the 
traditional non-profit to profit, public to private sectors, impact-driven and entrepreneurial 
individuals have been pioneering social entrepreneurship. 
 
According to Ahmed et al (2020), PE and LS are two critical elements that profoundly impact 
the success and sustainability of social enterprises. As founders navigate the complex 
landscape of social entrepreneurship, the integration of psychological principles and robust 
leadership support becomes imperative for driving positive social change.  

 
PE is a concept that involves understanding and applying psychological principles and 
attributes in the context of entrepreneurship. It provides valuable insights into the 
psychological processes that underlie entrepreneurial behavior and can be used to inform 
entrepreneurship education, training, and the development of support programs for aspiring 
entrepreneurs.  
 
It recognizes that entrepreneurship is not just about business skills and resources but also 
about the mindset and psychological attributes of individuals pursuing entrepreneurial 
opportunities. Key components and aspects of PE theory include aptitude and interest, value 
and motivation, attitude and personality. This is particularly relevant for founders of social 
enterprises, where the combination of business goals and social impact objectives can 
present unique challenges (Vohidovna, 2020).  
 

 
Appendix 1.1: Vohidovna (2020) Psychological Elements of Entrepreneurship 
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Meanwhile, according to Aladwani (2021), LS refers to the founder's ability to provide 
direction, motivation, and guidance to the organization. In the context of social enterprises, 
where the mission is as crucial as financial sustainability, effective LS becomes a linchpin for 
success. Leaders, as pivotal agents in the pursuit of social impact, are often required to 
undertake risks in their decision-making processes.  
 
LS acknowledges and endorses such risk-taking endeavors as a means to achieve meaningful 
social outcomes (Yunanto et al., 2021). Correspondingly, stewardship management plays a 
vital role in this dynamic by necessitating the systematic assessment and mitigation of risks. 
LS has three significant elements: Rational and Contextual Support, Motivational Support and 
morale courage. 

 
Appendix 1.2: Aladwani (2021), 
Collaborative Leadership Support for Social Entrepreneur 

 
PE and LS play integral roles in fostering effective stewardship management within social 
enterprises. As reported by Cialdini and Goldstein (2020), the combination of these elements 
contributes to the responsible and ethical administration of resources, ensuring the long-term 
sustainability and positive societal impact of the organization. In the context of social 
enterprises, where the mission is to create positive societal change, effective stewardship 
ensures that the organization's resources are directed toward activities that align with its 
social impact goals. 
 
Furthermore, as mentioned by Simpkins and Lemyre (2023), the integration of stewardship 
management and SP promotes long-term organizational resilience. For various reasons, SP 
for businesses is vital. It ensures the business's continuity and stability, which might be 
essential to its long-term success. The role of OS in social enterprise is critical to achieving the 
social or environmental mission of the organization. 
 
According to Simpkins and Lemyre (2023), the part of OS in social enterprise is to create a 
culture of responsible management and sustainable growth that prioritizes the organization's 
social or environmental impact over short-term financial gains. It shows that, by adopting 
good governance of stewardship, social enterprises can build trust with stakeholders, 
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enhance their reputation, and achieve their mission responsibly, transparently, and 
accountable. 
 

 
Appendix 1.3: Simpkins & Lemyre (2023):  
Organization Stewardship Domains  
 
A wide range of criteria must be carefully considered for successful business succession 
planning, including the company’s goals, beliefs, culture, and essential workers’ talents, 
experience, and aspirations. It also necessitates continuous communication and collaboration 
among all stakeholders who participate in the planning process, such as family members, 
stockholders, and employees (Vamvaka et al., 2020). 
 
Research Problem 
Referring to the data recorded by Malaysia Social Entrepreneurship Blueprint 2030 SEMy 
(2030), today in Malaysia, social entrepreneurship takes many institutional forms to 
operationalize its economic activities, such as cooperatives, charities, community 
organizations, and enterprises.  
 
Referring to the same report, the Malaysian government has no formal policy or clearly 
defined long-term national objective that supports coordinated development and 
sustainability of social entrepreneurship in the country. Their focus has been mainly on 
creating social entrepreneurs and less on building and enabling a social entrepreneurship 
ecosystem.  Besides, a poor understanding of SP is also another issue that leads to the failure 
of social enterprise organizations (Venter, et al., 2020).  
 
In addition, according to the data from Hayek et al (2019), most social ventures do not survive 
their first succession. Statistics show that approximately 75% of social entrepreneurship 
businesses fail to survive past the first generation of owners. Over 85% fail by the third 
generation, and over 95% fail beyond that.  
 
Problems arise when one professional's advice conflicts with another's advice or is 
inconsistent. Moreover, talent retention has always been a challenge for social enterprises 
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due to their limited capital. As a result, training for employees is normally not the top priority 
for many social enterprises. This leads to a lack of structured training and development 
programmes for their employees (The Edge Malaysia, 2022). 
 
SP plays an important role at this stage. If there is no formalized SP in a social enterprise, it 
can pose significant risks to the organization’s long-term sustainability and impact. Besides, 
insufficient training, mentorship, or grooming of potential successors can contribute to the 
failure of a SP. SP is a proactive strategy that ensures a smooth transition of leadership, 
mitigates disruptions, and prepares the organization for the future (Venter, et al., 2020).   
 
Referring to Wang et al (2021), social enterprises often have unique cultures, values, and 
institutional knowledge. The absence of a SP may result in the loss of critical information and 
expertise as experienced leaders transition out. Preserving this institutional knowledge is 
essential for maintaining continuity and sustaining the organization’s identity and 
stewardship.  
 
On the other hand, if potential successors have not been adequately prepared or developed 
to take on leadership roles, they may struggle to lead the social enterprise effectively. 
Insufficient training and management skills, poor mindset, mentorship, or grooming of 
potential successors can contribute to the failure of a succession plan (Wittmer et al., 2021). 
To conclude, LS and PE play a significant role at this stage. This is because it will influence the 
OS component as a whole before any SP can be carried out. Due to this reason, this research 
will investigate how the role of LS and PE influence OS towards the development of business 
SP in social enterprise. 
 
Research Methodology and Data Collection Process 
In this research, the researcher implements the Purposeful Sampling Method. The 
participants were carefully selected based on their relevance to the research aims and their 
unique perspectives related to the research topic (Tafur & Contreras, 2018). In this case, the 
founder and co-founder were purposefully selected. The summary of participants is listed 
below. 
 

No Key Participant Job Title 

R1 N Founder 

R2 A Co-Founder 

R3 A H Co-Founder 

R4 F T Co-Founder 

Note: Pseudonyms are used for ethical reason 
 
Interviewing a social enterprise founder and co-founder can be particularly valuable when 
exploring aspects of PE, LS, OS, and SP. Founders often embody those components through 
their vision and passion for a social cause. Interviewing them can reveal the information that 
drove them to establish the enterprise, providing insights into their mindset, determination, 
and resilience. 
 
Moreover, the organization selected in this study was created as a social business using the 
social enterprise idea. This organization began operations in 2018 with the purpose and 
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mission of assisting the community/society in need. Simultaneously, this organization has a 
core economic model in place to fund all volunteer operations. Furthermore, this organization 
targets a specific social or environmental concern while also creating long-term revenue. 
 
Besides relying on public donations, government grants, sponsorship and collaboration, this 
organization do have a self-sustainable business model that they are using to generate 
income for the organization. Their business model promotes environmental conservation and 
responsible consumption while generating profit. This organization offers a wide range of 
products made from sustainable materials, including organic cotton clothing, reusable bags, 
bamboo utensils, and recycled glass home décor. All products are designed to be 
environmentally friendly. 
 
Thematic analysis was chosen for this research. Thematic analysis is a qualitative research 
method used to identify, analyze, and report patterns (themes) within a dataset, typically in 
the context of textual or visual data (Paparini et al., 2020). It allows for a detailed and in-depth 
exploration of the data. Researchers can identify, analyze, and interpret patterns, meanings, 
and themes within the data, providing rich insights into participants’ perspectives and 
experiences.  
 
Furthermore, it helps in organizing and summarizing large volumes of qualitative data into 
manageable and meaningful units. By identifying common themes and patterns, researchers 
can condense complex information into clear and concise summaries. At the same time, 
Thematic analysis can contribute to theory-building in qualitative research. Through the 
process of identifying and interpreting themes, researchers can develop new insights, 
theories, or conceptual frameworks that explain the phenomena under investigation. 
 
The researcher will first gather the data relevant to the research question. This data includes 
transcripts of interviews, focus group discussions, open-ended survey responses, field notes, 
or any other textual or visual material. The researcher fully utilize the Nvivo software in the 
research analysis process. Nvivo allows researchers to import and manage various types of 
qualitative data, such as text documents, audio and video recordings, images, and survey 
responses. Initial code will be identified based on the data collected. Next, themes will be 
created accordingly.   
 
Result and Analysis  
Analysis of PE: Aptitude and Interest 
Q1: Please describe your interest in social entrepreneurship. What aspects of social 
entrepreneurship appeal to you the most  
In this part, the author will discuss the analysis of PE. The researcher will investigate whether 
respondents have the mindset and psychological characteristics of individuals who embark 
on entrepreneurial endeavours, particularly in the social enterprise context. This is crucial, as 
it may give some ideas on how organization stewardship will be affected. This will reflect 
research objective 1 to examine to what extent PE and LS affect OS at social enterprise.  
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Initial Codes: Positive Social Change, Innovations, Collaborations and Fusion of Business 
 
Themes 1: Social Change as a Core Motivation 
Excerpts from R1 express a strong emphasis on social entrepreneurship as a vehicle for 
creating positive social change. Participants highlight that the core focus of social 
entrepreneurship is to address pressing societal issues such as poverty, education, healthcare, 
and environmental sustainability. This theme reflects the motivation of individuals who are 
inspired by the potential for social entrepreneurship to effect meaningful and sustainable 
change in their communities (Yamini et al., 2020). 
 
“What appeals to me the most about social entrepreneurship is its core focus on creating 
positive social change. It’s not just about making a profit; it’s about addressing pressing 
societal issues, whether it’s poverty, education, healthcare, environmental sustainability, or 
any other significant challenge” – R1.  
 
Themes 2: Innovation as a Driving Force 
The data excerpts from R2 emphasize the innovative nature of social entrepreneurship. 
Participants describe how social entrepreneurship encourages creative problem-solving and 
the development of novel solutions to complex challenges. R2 was excited about the constant 
quest for innovative approaches and the potential to disrupt traditional systems. As 
mentioned by Bansal et al (2019), this theme underscores the role of innovation as a central 
component of social entrepreneurship, reflecting the participants’ enthusiasm for creative 
problem-solving. 
 
“I am drawn to the innovative nature of social entrepreneurship. It encourages creative 
problem-solving and the development of novel solutions to complex challenges.” – R2 
 
Theme 3: Collaboration Across Boundaries 
R3’s excerpt highlights the boundary-transcending nature of social entrepreneurship. The 
participant discusses how it goes beyond geographical borders, promoting cross-cultural 
collaboration and the sharing of best practices. It can be assumed that this theme conveys 
the idea that social entrepreneurship offers the opportunity to work on solutions with a 
potential global impact. It emphasizes the enriching and fulfilling aspects of collaborating with 
individuals and organizations from diverse backgrounds. Furthermore, this collaboration 
theme reflects the international and cross-disciplinary aspects of social entrepreneurship. 
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“Social entrepreneurship knows no boundaries. It transcends geographical borders, 
encouraging cross-cultural collaboration and the sharing of best practices.” – R3 
 
Theme 4: Integrated Impact-driven Leadership 
This theme encapsulates the essence of the R4 interest in social entrepreneurship, 
emphasizing the integration of business acumen and a strong social mission. The individual 
envisions a leadership approach that harmonizes both aspects, aiming for a venture that not 
only thrives in the marketplace but also contributes significantly to societal progress. The 
theme reflects the idea of a holistic and integrated approach to leadership, where business 
success and social impact are interconnected. 
 
“My interest in social entrepreneurship lies in the fusion of business acumen with a strong 
social mission. The opportunity to lead a venture that not only thrives in the marketplace but 
also contributes meaningfully to societal.” – R4 
 
Analysis of LS: Rational and Contextual Support 
Q1: How do you ensure that your team members have the resources and tools they need 
to accomplish their tasks and responsibilities effectively? 
In this part, the author will discuss the analysis of LS. The researcher will investigate whether 
respondents understand the component of LS or not. This is crucial, as it may give some ideas 
on how OS will be affected. Also, to determine the level of LS by social entrepreneur. This will 
reflect research objective 1 to examine to what extent PE and LS affect OS at social enterprise.  

 
    Initial Codes: Need Assessment  
 
The theme that emerges from these data excerpts is a strong emphasis on conducting 
comprehensive needs assessments as a fundamental practice in social entrepreneurship. This 
theme highlights how social entrepreneurs prioritize understanding the individual and team 
requirements of their projects. It emphasizes the following key aspects: 
 
Themes 1: Comprehensive Needs Assessment 
The participants in these excerpts consistently mention that they start their social 
entrepreneurship endeavors by conducting thorough needs assessments. Referring to 
Wanyoike & Maseno (2021), it reflects a commitment to understanding the specific needs 
and requirements of their teams and projects. 
 
“We conduct needs assessments, allocate resources strategically to maximize social impact 
while maintaining financial sustainability”. – R1 
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“We begin by conducting needs assessments, ensuring we understand individual 
requirements." – R2 
 
“We start by conducting comprehensive needs assessments to understand individual 
requirements.” – R3 
 
“We kickstart this process with thorough needs assessments, always seeking to understand 
our team's unique requirements.” – R4  
 
Themes 2: Empowering Teams 
The needs assessments are conducted with the goal of equipping and empowering their 
teams. By understanding the requirements, social entrepreneurs aim to provide the 
necessary resources and tools for effective task accomplishment. 
 
"As a social entrepreneur, my approach is rooted in empowering my team”. – R1 
 
"As a social entrepreneur, I prioritize equipping my team with the necessary resources and 
tools for effective task accomplishment” – R2. 

 
"As a social entrepreneur, facilitating the effectiveness of my team is a priority.” – R3  
 
Themes 3: Strategic Resource Allocation 
The theme also underscores the importance of strategic resource allocation. Social 
entrepreneurs aim to balance their social mission and financial sustainability by allocating 
resources in a way that maximizes social impact. This reflects a practical approach to achieving 
their goals. 
“Strategic resource allocation ensures we balance our social mission with financial 
sustainability." – R3 
 
Analysis of OS: Value and Culture Preservation  
How does the organization ensure that all employees understand and uphold its core values 
and cultural norms?  
In this part, the author will discuss the analysis of OS. The objective is to understand the 
situation of OS in social enterprise. This is crucial, as it may give some ideas on how succession 
planning will be affected. This is parallel to the second research objective. Based on the 
information gathered, the researcher will interpret the data and examine to what extent OS 
impacts the succession planning of social enterprise. 
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Initial Codes: Employee Training & onboarding and Regular Communication 
 
Themes 1: Cultivating Organizational Excellence Through Employee Development and 
Effective Communication. 
 
This theme highlights the critical role of employee training and onboarding, as well as regular 
communication practices in social enterprises that focus on stewarding the organization. The 
theme underscores the importance of investing in the development of employees, ensuring 
they are well-prepared and equipped for their roles, and maintaining open and effective 
communication channels within the organization. This combination of practices contributes 
to the cultivation of organizational excellence and responsible stewardship in the context of 
a social enterprise (Yamini, Soloveva & Peng, 2020). 
 
The provided theme is well-reflected in the data excerpts from R1, R2, R3, and R4. These 
excerpts illustrate how social enterprises employ multifaceted approaches to instill and 
uphold core values and cultural norms among employees, which aligns with the theme's focus 
on cultivating organizational excellence through employee development and communication.  
 
“To ensure that our organization's core values and cultural norms are understood and upheld, 
we employ a multifaceted approach” – R2 
 
“It starts with a detailed onboarding process that includes in-depth training on these 
principles” – R4 

 
“Periodic assessments and feedback loops gauge alignment, fostering a culture where every 
member not only understands but actively upholds our core values and cultural norms.” – R1  

 
“We use performance evaluations linked to these values and cultural norms, and leadership 
regularly communicates and exemplifies them.” – R3 
The theme emphasizes the significance of employee training and onboarding to ensure that 
core values and cultural norms are understood and upheld. The data excerpts (R1, R2, R3, and 
R4) consistently highlight the role of in-depth training during onboarding as a key practice. 
This mirrors the theme's emphasis on employee development. Furthermore, the theme 
underscores the importance of regular communication practices. The data excerpts discuss 
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regular team meetings, open discussions, leadership's role in embodying these values through 
their actions, and the use of performance evaluations, feedback, and surveys. These practices 
align with the theme's focus on effective communication within the organization (Simpkins & 
Lemyre, 2018). 
 
“During onboarding, we provide in-depth training that emphasizes these principles, making 
sure new employees grasp their significance.” – R2 

 
“Performance evaluations are closely tied to these values, and we conduct regular surveys to 
gauge alignment” – R4 

 
“Regular team meetings reinforce these principles, encouraging open discussions” – R1 
 
“Employee feedback and surveys are vital tools for assessment and improvement” – R3 
 
The theme highlights leadership's role in setting an example and consistently demonstrating 
core values and cultural norms. The data excerpts emphasize that leaders play a pivotal role 
in embodying these values through their actions, aligning with the theme's emphasis on the 
influence of leadership in stewarding the organization. Based on the data excerpts, The theme 
mentions the use of performance evaluations and feedback loops to gauge alignment with 
core values and cultural norms. The data excerpts consistently refer to these practices, 
illustrating their importance in ensuring that employees understand and adhere to these 
principles. 
 
“Our leaders actively embody these values, setting an example for the team. Performance 
evaluations and peer feedback further promote a culture of understanding and commitment 
to our core values and cultural norms.” – R2 

 
“Leadership plays a pivotal role by consistently demonstrating these values in their actions.” 
– R4 

 
“Furthermore, our leaders lead by example, embodying these values in their actions” – R1 
 
 
To conclude, the theme provided aligns closely with the data excerpts, demonstrating how 
social enterprises employ a multifaceted approach that includes employee training, 
onboarding, regular communication, leadership's role, and performance evaluations to 
cultivate organizational excellence and steward the organization's core values and cultural 
norms. 
 
Analysis of Succession Planning 
Q1: What do you believe are the primary responsibilities of individuals within the 
organization when it comes to succession planning? 
In this part, the author will discuss the analysis of succession planning. The objective is to 
explore the understanding of SP among social enterprise leaders. This is parallel to the third 
research objective. Based on the information gathered, the researcher will interpret the data 
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and explore type and development of succession planning suitable for this organization. The 
analysis is begin by examine respondents understanding towards succession planning.  
 
Initial Code: Succession Planning Understanding  
Theme 1: Perceptions of Succession Planning as a Contingency Measure 
This theme reflects the R1 understanding of succession planning as a precautionary strategy 
to identify potential replacements for current leaders in case they leave their positions. R1 
perception is that this is a responsible measure taken by HR or senior management, often 
involving the selection of individuals who have been with the organization for a while or those 
with significant tenure. The understanding is that these potential successors may receive 
training or preparation, although there is some uncertainty about the exact processes 
involved. This theme highlights the concept of succession planning as a contingency or risk 
management strategy within an organization. 
 
"Succession planning, I think, is about finding someone to replace the current leader when 
they leave. I'm not entirely sure, but it sounds like something you do just in case." – R1 
 
Analysis of Succession Planning: RSP 
Q1: Can you share specific examples of individuals who have been identified as successors 
and how their development has been prioritized within the organization? 
 
In this part, the author will discuss the analysis of RSP. The objective is to explore the 
understanding of RSP among social enterprise leaders. This is parallel to the third research 
objective, to explore the type and development of succession planning suitable for social 
enterprise. Based on the information and the understanding of data gathered, the researcher 
will interpret the data and suggest the most suitable type of succession planning for this 
organization.    

 
Initial Code: Identifying Potential Successors, Tailored Leadership Development 
 

Theme 1: Cultivating Future Leaders Through Strategic Succession Planning 
This theme emphasizes the proactive approach of social enterprises in identifying and 
nurturing potential successors. It reflects a commitment to developing a pipeline of 
leadership talent through tailored leadership development programs. Succession planning in 
this context is not merely a contingency measure but a deliberate strategy to ensure the 
organization's long-term sustainability and leadership continuity. It underscores the 
organization's investment in the growth and development of its future leaders, aligning them 
with the social enterprise's mission and values. 
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The theme, "Cultivating Future Leaders Through Strategic Succession Planning," is well-
supported by the data excerpts from R1, R2, R3, and R4. It provides in-depth insights into how 
social entrepreneurship organizations are actively identifying and nurturing potential 
successors through tailored leadership development. In each of the provided excerpts, the 
organizations have identified individuals within their teams who demonstrate strong 
leadership qualities and a deep commitment to the organization's mission. The individuals, 
such as Dayana, Sarah, and Johan, are recognized as potential successors for future leadership 
roles. 
 
“Certainly, in our social entrepreneurship organization, we have identified potential successors 
among our team members. One notable example is Dayana, who has demonstrated strong 
leadership and a deep commitment to our mission.”- R1 

 
“In our social entrepreneurship organization, we've recognized Dayana as a potential 
successor due to her outstanding leadership skills and alignment with our mission.” – R2 

 
“Johan's leadership qualities and passion for our mission have made him a prime candidate 
for succession.”- R3  

 
“Sarah has shown exceptional potential within our social enterprise. As a part of our 
succession planning, we have identified her as a future leader.” – R4  
 
This organization has taken a strategic approach to develop their potential successors. They 
have crafted personalized leadership development plans that are tailored to the unique needs 
and growth areas of these individuals. The development plans include various components 
such as mentorship, training, and gradually increasing responsibilities. A common element in 
the excerpts is the inclusion of cross-functional experiences as part of the leadership 
development plan. Individuals like Dayana, Sarah, and Johan are actively engaged in cross-
functional projects and teams to gain a holistic understanding of the organization's 
operations. As mentioned by Bansal, Garg & Sharma, G.D. (2019) this exposure helps prepare 
them for broader leadership roles. 
 
“Dayana participates in cross-functional projects to gain a holistic understanding of our 
operations.” – R1 
 
“We've initiated a structured mentorship program led by our current executive director, 
providing Dayana with guidance and insight into strategic decision-making.” – R2  
 
“To prepare Johan for this role, we've implemented a comprehensive development plan.” – R3  
 
“Dayana's development is a priority for us. She receives personalized coaching and mentoring 
from our senior leadership.” – R4 
 
Apart from that, mentorship plays a significant role in the development of these potential 
successors. Experienced leaders, including the current executive directors, are involved in 
providing guidance, insight into strategic decision-making, and coaching to help these 
individuals grow into their roles. This organization has allocated resources for ongoing 
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leadership training for the identified successors. This includes participation in leadership 
training courses, representation at conferences and industry events, and personalized 
coaching. Regular progress reviews ensure that development remains on track. 
 
“To prioritize her development, we've created a tailored leadership development plan that 
includes mentorship, training, and gradually increasing responsibilities.” – R1 

 
“Additionally, Dayana is attending leadership training programs and working on special 
projects to broaden her experience.” – R2  
“He receives mentorship from our current executive director and participates in leadership 
training courses.” – R3  

 
“Additionally, she is encouraged to participate in decision-making processes and represents 
us at conferences and industry events.”- R4 
 
The ultimate goal of these succession plans is to ensure a seamless transition when the time 
comes for these potential successors to step into more significant leadership roles. This 
approach safeguards the continuity of the organization's mission and its capacity for growth. 
These efforts are characterized by tailored leadership development plans, cross-functional 
experiences, mentorship, coaching, and ongoing training, all of which are geared towards 
ensuring the sustainability and growth of the organization's mission in the social 
entrepreneurship landscape. 
 
“Our goal is to ensure a seamless transition when the time comes for her to take on a more 
significant leadership role.” – R1  
 
“Our succession plan aims to ensure a seamless transition, where Sarah can take on more 
significant responsibilities when needed, ensuring our mission's continuity and growth.” – R2 

 
“Our goal is to equip Johan to step into a leadership role seamlessly when the need arises, 
ensuring the sustainability of our mission.” – R3  

 
“Our aim is to ensure that when the time comes, she seamlessly transitions into a leadership 
role, continuing our mission with dedication and expertise.” – R4 
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Thematic Map 

 
Thematic Map: The Variables and Themes categories 
 
Conclusion  
Referring to the thematic map, it can be concluded that PE, LS, and OS are interrelated factors 
that influence various aspects of organizational development. PE, characterized by social 
change, innovation, and collaboration, plays a significant role in shaping the aptitude and 
interest of individuals within an organization. LS, which includes comprehensive needs 
assessment, empowering teams, and strategic resource allocation, provides rational and 
contextual guidance essential for organizational success. 
 
Furthermore, OS, focused on value and culture preservation, is influenced by PE and LS. 
Cultivating organizational excellence through employee development and effective 
communication emerges as a crucial strategy within organization stewardship. Additionally, 
the integration of PE, LS, and OS influences the development of succession planning.  
 
 
Succession planning is perceived not just as a contingency measure but as a strategic initiative 
aimed at cultivating future leaders and ensuring the continuity of organizational values and 
culture. Strategic succession planning is identified as a key component in RSP, emphasizing 
the importance of identifying and nurturing talent within the organization to sustain long-
term growth and effectiveness. 
 
Discussion & Recommendation 
The founder and co-founder of this organization possess a strong inclination towards social 
entrepreneurship, underlined by their keen understanding of the psychological aspects of 
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entrepreneurship. They emphasize social change as a core motivation, advocating for 
collaboration across boundaries and innovation as a driving force. Their support is evident in 
their meticulous needs assessments, aiming to equip and empower their teams with 
necessary resources and tools for effective task accomplishment.  
 
Moreover, strategic resource allocation is prioritized to maximize social impact, reflecting 
their pragmatic approach to achieving goals. Despite exemplary organization stewardship, the 
lack of a concrete succession plan is apparent. While a relay succession planning initiative is 
in place, it requires significant enhancement to align with the unique dynamics of social 
enterprises. Recommendations include assessing the current talent pool based on social 
values, evaluating skills, experience, and values of employees, ensuring alignment with the 
social mission of the enterprise.  
 
Additionally, developing leadership skills with a social perspective through training and 
mentorship programs focused on topics such as social entrepreneurship, impact 
measurement, community engagement, and stakeholder collaboration is crucial. 
Furthermore, engaging stakeholders, including staff, board members, volunteers, clients, and 
community partners, in the succession planning process is essential to solicit input on 
leadership needs, succession candidates, and the organization's long-term strategic direction, 
ensuring continuity and sustainability in advancing the organization's social mission. 
 
Based on the data gathered, the following are key recommendations to be taken into account 
when strategizing succession planning:  
 
1. Integrate Psychological Entrepreneurship (PE), Leadership Support (LS), and 

Organizational Stewardship (OS): Recognize the interconnectedness of these factors and 
incorporate them into succession planning efforts. Foster a culture of innovation and 
collaboration (PE), provide leadership support through comprehensive needs assessment 
and strategic resource allocation (LS), and ensure organizational values and culture are 
preserved (OS) throughout the succession planning process. 
 

2. Focus on Developing Future Leaders: View succession planning as a strategic initiative 
aimed at developing future leaders who embody the organization's values and mission. 
Provide opportunities for leadership development and mentorship programs that nurture 
talent from within the organization. 
 

3. Align Succession Planning with Relay Succession Planning (RSP): Emphasize Relay 
Succession Planning (RSP) as a key component of succession planning efforts. Identify and 
nurture talent within the organization to ensure a seamless transition of leadership over 
time. RSP focuses on passing the baton of leadership from one generation to the next, 
emphasizing continuity and sustainability. 

 
4. Empower Teams and Individuals: Empower teams and individuals to take ownership of 

their development and career advancement within the organization. Encourage 
collaboration and initiative-taking among employees, fostering a culture of leadership 
development at all levels. 
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5. Conduct Comprehensive Leadership Assessments: Prior to implementing succession 
planning, conduct comprehensive assessments of leadership skills and competencies 
within the organization. Identify potential successors and areas for development to tailor 
succession planning efforts effectively. 

 
6. Communicate the Importance of Succession Planning: Clearly communicate the 

importance of succession planning to all stakeholders. Highlight how succession planning 
contributes to organizational resilience, sustainability, and long-term impact. 

7. Regularly Review and Update Succession Plans: Establish a process for regularly 
reviewing and updating succession plans based on changing organizational needs and 
circumstances. Ensure that succession plans remain relevant and effective in achieving 
the organization's objectives. 

 
8. Promote a Culture of Learning and Adaptability: Foster a culture of learning and 

adaptability within the organization. Encourage continuous professional development 
and provide opportunities for employees to expand their skills and knowledge, preparing 
them for future leadership roles. 
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Abbreviation 
AIM  Agensi Inovasi Malaysia.  
Co-Founder Someone who establishes an organization together with one or more other 

people. 
Founder  The owner or operator of an organization.  
HR Human Resources 
LS Leadership Support. 
MaGIC Malaysian Global Innovation & Creativity Centre. 
MEDAC Ministry of Entrepreneur Development and Cooperatives. 
Nvivo  Statistical & Qualitative Data Analysis Software. 
OS Organization Stewardship.  
PE Psychological Entrepreneurship.  
RSP  Relay Succession Planning. 
SEMy2030 Malaysia Social Entrepreneurship Blueprint 2030. 
SP  Succession Planning. 

 


