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Abstract

This study aimed to design a comprehensive succession planning model for executive managers of Bank Melli Iran in
Khorasan Razavi Province. The research was applied in purpose and exploratory mixed-method in design. In the qualitative
phase, a systemic grounded theory approach was applied, with 12 management experts selected through purposive sampling
until theoretical saturation was reached. In the quantitative phase, the statistical population included 600 executive managers
of Bank Melli, with a sample size of 234 determined based on Morgan’s table. Data collection tools included semi-structured
interviews, a researcher-made questionnaire, and statistical tests. Qualitative data were analyzed through open, axial, and
selective coding, while quantitative data were examined using confirmatory factor analysis and structural equation modeling
(SEM) in LISREL. The final succession planning model consisted of five dimensions, 18 components, and 106 indicators.
The dimensions included causal conditions (value orientation, professional competence, financial resource allocation),
contextual conditions (institutionalization of succession culture, alignment of policies, organizational policies), intervening
conditions (organizational structure, intervening policies, management commitment), strategies (succession planning,
competent successor selection, job description revision, talent development system, succession candidate retention), and
outcomes (meritocracy, productivity enhancement, organizational justice development, banking industry leadership). All
factor loadings and t-values were significant at the 0.05 level. Model fit indices (X2/df=2.57, RMSEA=0.055, CFI1=0.95,
GFI=0.92, AGFI=0.90) confirmed the model’s adequacy. The findings demonstrate that succession planning for executive
managers in Bank Melli Iran is a multidimensional systemic process encompassing causal, contextual, and intervening
factors, along with strategic actions and organizational outcomes. Implementation of this model can enhance meritocracy,
improve productivity, strengthen organizational justice, and increase the bank’s competitiveness within the national banking
industry.
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Extended Abstract

Introduction

Succession planning is one of the most critical components of modern human resource management, serving
as a safeguard for organizational continuity and a foundation for sustainable development. The capacity of
organizations to survive and thrive in today’s competitive and turbulent environment depends largely on their
ability to identify, nurture, and retain talented leaders capable of assuming key managerial positions. Human
capital is considered the most important competitive advantage of organizations and societies, and its
development is at the heart of organizational performance and national growth (Abbaspour, 2022; Abtahi &
Abasi, 2022).

Numerous studies have confirmed that organizations that strategically invest in succession planning are better
positioned to adapt to change and maintain competitiveness. In the banking industry, where stability and
efficiency are crucial for national economic systems, succession planning plays a vital role in ensuring

leadership continuity, aligning human resource strategies with corporate goals, and sustaining trust among
stakeholders (Ahmadzadeh & Mahdizadeh Ashrafi, 2022). Research emphasizes that organizations without
structured succession plans face severe challenges when leadership transitions occur, leading to operational
disruptions and performance decline (Chavez, 2018). Conversely, institutions with well-defined succession
models are more capable of creating a talent pool for future leadership needs (Daniali Deh Hoz et al., 2018).
The significance of succession planning is further underscored by its impact on corporate governance and
executive compensation. Empirical research indicates that signaling mechanisms within succession
frameworks influence relationships between CEOs and boards, ensuring accountability and long-term stability
(Essman et al., 2021). Large corporations have demonstrated that succession planning correlates positively
with performance indicators, making it not merely a strategic option but a performance determinant
(Friedman, 2018). Moreover, succession systems provide platforms for leadership development through
systematic training, mentoring, and performance monitoring, ensuring readiness for leadership transitions
(Fulmer & Conger, 2019).

Scholars also highlight the necessity of embedding succession planning into the organizational culture. It must
be viewed not as an emergency replacement strategy but as an ongoing developmental process aligned with
strategic objectives (Goldsmith, 2023). Meta-analyses in public organizations confirm that essential elements
such as identifying critical positions, selecting competent individuals, securing resources, and ensuring
organizational justice are central to effective succession systems (Jan Ahmadi Gol et al., 2023). Similarly,
studies stress that commitment from top management, transparent structures, and supportive policies are
prerequisites for successful succession implementation (Khazaei et al., 2022).

Research on law enforcement organizations has also introduced succession models emphasizing leadership
ability, individual skills, and organizational structures, proving that such systems can be generalized across
different institutional contexts (Kolivand et al., 2017). In the banking sector, phenomenological studies have
confirmed that succession management supports efficiency and effectiveness, enabling institutions to maintain
competitive strength (Mohammadi et al., 2021). Other qualitative approaches, particularly in sports
organizations, demonstrate that competency-based succession planning fosters sustainable leadership pipelines
(Montaghami et al., 2023).

On a global level, succession planning is increasingly recognized as part of international human resource
strategies, driving motivation, retention, and performance (Munguti & Kanyanjua, 2018). In this context,
effective succession planning frameworks provide organizations with resilient talent pools that can address
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both expected and unexpected leadership changes (Rothwell, 2019). Domestic studies in public organizations
using thematic analysis highlight that structured policies, committed leadership, and fair evaluations are
essential elements of succession models (Shahabi, 2024). Nonetheless, barriers such as insufficient resources,
weak organizational culture, and absence of standardized evaluations have been identified as critical challenges
(Totiyan et al., 2020).

Recent international contributions show that succession planning is directly related to post-succession
operational performance, especially during CEO appointment phases. Accurate timing and planning of
succession can substantially influence long-term organizational success (Villalpando et al., 2025). In practice,
effective strategies in ministries and public institutions have improved organizational efficiency and
strengthened leadership continuity (Wilson, 2021).

Taken together, the literature underlines that succession planning is a multidimensional and systemic process,
integrating causal, contextual, and intervening factors, strategic actions, and organizational outcomes. While
international frameworks highlight its universal importance, there remains a pressing need to design context-
specific models aligned with national and institutional conditions. In Iran, particularly in the banking sector,
succession planning has been less systematized despite its pivotal role in economic development. The present
study therefore aimed to design a structural model of succession planning for executive managers of Bank
Melli Iran in Khorasan Razavi Province.

Methods and Materials

This research adopted an applied purpose with an exploratory mixed-method design, combining qualitative
and quantitative phases. The qualitative phase was based on a systemic grounded theory approach, while the
quantitative phase utilized a cross-sectional survey method. The qualitative sample included twelve experts in
management and succession planning, selected through purposive sampling until theoretical saturation was
reached. In the quantitative phase, the statistical population consisted of 600 executive managers from Bank
Melli Iran in Khorasan Razavi Province, with a sample of 234 determined using Morgan’s table.

Data collection tools included semi-structured interviews in the qualitative phase and a researcher-developed
questionnaire in the quantitative phase. Qualitative data were analyzed through open, axial, and selective
coding to identify dimensions, components, and indicators of succession planning. Quantitative data were
analyzed using descriptive statistics and confirmatory factor analysis within LISREL software. Reliability of
the questionnaire was confirmed with a Cronbach’s alpha coefficient of 0.87. Validity in the qualitative phase
was ensured through triangulation of data, researchers, and theories.

Findings

The results revealed a structural succession planning model comprising five dimensions, 18 components, and
106 indicators. The five dimensions included causal conditions, contextual conditions, intervening conditions,
strategies, and outcomes.

Causal conditions were represented by three components: value orientation, professional competence, and
financial resource allocation. Contextual conditions included institutionalization of a succession culture,
alignment of succession policies, and organizational policies. Intervening conditions comprised organizational
structure, intervening policies, and managerial commitment. Strategic dimensions included succession
planning, selection of competent successors, revision of job descriptions, establishment of talent development
systems, and retention of succession candidates. Outcomes encompassed meritocracy, productivity
enhancement, organizational justice development, and leadership in the banking industry.

Confirmatory factor analysis confirmed the significance of all factor loadings, with t-values exceeding the
threshold of £1.96. For example, professional competence showed a factor loading of 0.96 with a t-value of
15.77, while financial resource allocation demonstrated a factor loading of 0.89 with a t-value of 13.37. The
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overall model fit was acceptable, with ¥2/df = 2.57, RMSEA = 0.055, CFI = 0.95, GFI = 0.92, and AGFI =
0.90. These values confirmed that the structural model had satisfactory goodness of fit.

The demographic analysis indicated that the majority of participants had 11-20 years of work experience
(56.84%) and held bachelor’s degrees (57.69%). This suggests that the studied managers were predominantly
mid-career professionals with a solid educational background, providing a suitable context for succession
planning implementation.

Discussion and Conclusion

The findings of this study highlight the multidimensional nature of succession planning in the banking sector,
particularly in Bank Melli Iran. The identified five-dimensional model demonstrates that succession planning
is not a linear or isolated process but rather a systemic framework influenced by values, competencies,
resources, structures, and strategies that ultimately generate tangible organizational outcomes.

Causal conditions such as values and professional competencies serve as the foundation upon which succession
planning is built. Without aligning organizational values with managerial qualifications, succession planning
risks becoming superficial and ineffective. Contextual factors emphasize the importance of embedding
succession planning within the culture and policies of the organization, ensuring long-term commitment.
Intervening conditions highlight that even with appropriate values and strategies, organizational structures and
leadership commitment remain decisive in the successful implementation of succession frameworks.
Strategic actions, including systematic planning, job description revisions, and retention policies, indicate that
succession planning requires deliberate and sustained efforts. Moreover, the outcomes observed—meritocracy,
productivity, justice, and competitiveness—demonstrate the broader significance of succession planning, not
only for organizational performance but also for the social and ethical dimensions of institutions such as banks.
Overall, this research provides a comprehensive structural model that can guide Bank Melli Iran in
institutionalizing succession planning practices. By focusing on multidimensional factors and aligning them
with strategic goals, banks can strengthen their leadership pipelines, enhance organizational resilience, and
ensure continuity in a rapidly changing economic environment.
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