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human capital management of organizations, pointed to its vital and important role in the
development of employees' careers, and mentioned it as a model for organizational survival.
The purpose of this study is to "design a model of factors affecting the implementation of
succession planning in universities." The present research is descriptive and exploratory in
terms of nature and uses a mixed-methods (qualitative and quantitative) approach for data
collection. The statistical population of the study includes experts and managers with
experience in the field of human resource management among whom the study sample has
been selected through snowball sampling. The required data in the qualitative section was
obtained through semi-structured targeted interviews with 14 university administrators. In the
quantitative section, the data was obtained by distributing a researcher-made questionnaire
among 145 people. The quantitative data analysis was done using SPSS Software and the
qualitative data analysis was done using Atlas.ti Software in three stages of open coding, axial
coding, and selective coding inspired by the systematic paradigm model of Strauss and Corbin.
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Universities
Extended abstract organizations in this field successfully. To learn
new sciences and technologies and to anticipate

1. Introduction the challenges facing the future, they need to act
Due to the advancement of science and based on strategies.
technology, in the current era, other or_gamzatlons One of the most fundamental and important
are not able to lead and manage with old and challenges of organizations is the growing need
traditional methods and succeed in their field of for capable managers, and the future will belong
activity and surpass their competitors and to organizations that use all their potential and
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actual opportunities to meet new challenges.
Undoubtedly, one of the problems of any
organization in the future is the vacancy of
organizational positions due to resignation,
retirement, dismissal, etc. of the key forces. If the
organizations do not have a comprehensive and
principled plan to fill the vacancies, they will face
an irreparable crisis. Succession planning is one
of the best and most effective human resource
management programs for organizations that can
be implemented to provide the most qualified
workforce for key positions in the organization.
Organizational ~succession planning is a
systematic process for identifying the critical
roles in an organization, identifying and
evaluating the potential successors, and training
them with the appropriate experiences and skills
for the organization's current and future roles
(Wilson, 2018). Succession planning is
necessary for the organizations, and at the same
time, it is a kind of investment that if
implemented properly and in principle can cause
many benefits for organizations. Unfortunately,
the implementation of the succession process in
universities and higher education institutions,
despite its great importance, always have
obstacles and difficulties. Failure to apply
appropriate strategies in this area can create
challenges for universities. Therefore, it is
necessary to design and implement a model for
the implementation of succession planning in
universities to minimize the problems caused by
the challenge of the manpower crisis. In this
regard, the present study has tried to answer the
following research question: “What are the
dimensions and components of succession in
universities?” Then, by identifying the factors
affecting the implementation of the succession
management system, an appropriate model is
designed for the universities.

2. Research Methods

The present study, aimed to identify the factors
affecting the implementation of succession
planning and design and provide an appropriate
model in universities, has tried to answer the
following question:

“What are the dimensions, factors and
components affecting the implementation of
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succession planning in universities based on the
views of managers, experts and professors in the
field of human resources in universities?”’

The statistical population of the study includes
experts, managers and officials with executive
experience in the field of human resource
management and succession in universities. .

The required data in the qualitative section
was obtained through semi-structured targeted
interviews with 14 university administrators. In
the quantitative section, the data was obtained by
distributing a researcher-made questionnaire
among 145 people.

The validity and reliability of the interviews
were calculated and confirmed using Goba and
Lincoln’s (1980) criteria and retest method.

3. Results

Based on the results obtained from the interviews,
it can be seen that the implementation of the
succession system in universities is not going
well and is facing problems. To answer the
research questions, after analyzing the data, a
total of 812 open codes, 130 concepts, and 26
categories were identified and enumerated, and
"employees’ development factor succession" was
identified as a pivotal phenomenon. Based on the
research  findings, the  categories  of
"attractiveness of developmental education and
learning, individual  characteristics, and
personality traits" as causal conditions were in
line with the research of Griffith, Bauer and
Buckley (2019), as well as Khorasani et al.
(2016). Furthermore, the categories of "relational
appointments and tastes of managers, taking a
position on the plan, policies of the university,
lack of proper planning and redundant
administrative bureaucracy, as well as personal
risks for managers” as the interventionist
category were in line with Metsu (2017), and Siah
Bidi Kermanshahi and Kouhestani, (2019). The
categories of *“attitudes toward education,
organizational  conditions, leadership and
management style, organizational structure of the
university, organizational knowledge
management, effective laws and documents,
resource allocation, supportive atmosphere in the
organization,  organizational  culture, and
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competitive advantage” as the underlying
category were in line with the research by Parrots
et al. (2020), Boom (2015), and Washington
(2016). Strategies for effective implementation of
the succession model, including "improving
managers'  attitudes  toward  succession
management, developing and implementing a
talent-building  system,  developing  and
implementing a comprehensive training program,
reviewing and amending regulations, evaluating
program performance, and aligning missions"
were in line with McClough (2020) and Trickle
(2015). By implementing these strategies, we will
see effective individual and organizational
consequences and implement a good model of
succession in universities.

4. Conclusion

Based on the findings of this study, by
implementing the succession model in
universities, it is possible to achieve individual
results such as "people’s desire for work,
structured organizational growth of individuals,
improving job satisfaction, increasing creativity,
and increasing work commitment”, as well as
positive organizational results, such as “talent
formation, organizational justice, maintaining
and sharing organizational knowledge, proper
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human resource planning, increasing the sense of
responsibility,  reducing absenteeism and
mobility, increasing efficiency and productivity
and effectiveness, reducing organizational risk,
maintaining organizational survival, reducing
costs, organizational opportunities, presenting a
positive image of the university, diversity of
skills, meritocracy, and structuring the succession
system”.
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