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Abstract
This study aims to propose and validate a structural model of succession planning based on a

human resource productivity approach in the Iran Airports Company. This applied study
employed a descriptive—survey design. The statistical population consisted of senior
executives, top managers, middle managers, operational managers, and experts of the Iran
Airports Company (N = 1,521), from which 320 participants were selected using stratified
random sampling based on Cochran’s formula. Data were collected through a researcher-
developed succession planning questionnaire with a human resource productivity approach,
comprising 60 items across six dimensions (core phenomenon, causal conditions, contextual
conditions, intervening conditions, strategies, and consequences). Face and content validity
were confirmed, and reliability was established with a Cronbach’s alpha of 0.94. Data were
analyzed using structural equation modeling via SPSS and PLS software. The results indicated
that all hypothesized relationships in the model were statistically significant (t > 1.96).
Intervening conditions showed the strongest effect on succession planning (B = 0.744, t =
26.304), followed by causal conditions (8 = 0.724), contextual conditions (8 = 0.717), and the
core phenomenon (B = 0.692). Goodness-of-fit indices and Q2 values demonstrated strong
structural validity and acceptable predictive power of the proposed model. The findings suggest
that achieving sustainable human resource productivity in the Iran Airports Company requires
an integrated succession planning system emphasizing active managerial interventions,
supportive organizational contexts, and responsiveness to causal organizational needs.
Keywords: Succession Planning; Human Resource Productivity; Structural Model; Iran
Airports Company; Human Resource Management
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Extended Abstract

Introduction

In contemporary organizations, rapid environmental changes, increasing complexity, and heightened
competitive pressures have made effective human resource management a central strategic
concern. Human resources are no longer viewed merely as operational inputs, but rather as strategic
assets whose development, continuity, and productivity determine long-term organizational

sustainability. One of the most critical challenges organizations face in this regard is ensuring
managerial continuity and preventing leadership gaps caused by retirement, turnover, mobility, or
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the unexpected departure of key personnel. Failure to anticipate and manage these transitions often
results in weakened decision-making, loss of organizational knowledge, reduced employee morale,
and declining productivity. In response, succession planning has emerged as a forward-looking and
systematic human resource strategy aimed at identifying, developing, and preparing qualified
individuals for future key positions, thereby ensuring organizational stability and performance
(Akhavan & Sadri Esfahani, 2021; Mahfouzi et al., 2019).

Succession planning has evolved conceptually from a narrow focus on replacement planning toward
a comprehensive developmental process integrated with talent management, leadership
development, and organizational learning. Recent studies emphasize that effective succession
planning not only safeguards leadership continuity but also enhances employee motivation,
commitment, and capability development, all of which contribute directly to human resource
productivity (Bano, 2023; Dominic et al., 2024). Despite its recognized importance, evidence suggests
that in many organizations—patrticularly in public and semi-public sectors—succession planning is
implemented in a fragmented, informal, or symbolic manner, lacking systematic design and strategic
alignment (Keikha & Keikha, 2024; Shahabi, 2024).

Human resource productivity, as a multidimensional construct, reflects the optimal utilization of
employees’ skills, knowledge, motivation, and learning capacity to achieve organizational objectives.
Productivity extends beyond quantitative output to include qualitative dimensions such as innovation,
adaptability, job satisfaction, and organizational commitment. Research consistently indicates that
productivity is strongly influenced by developmental human resource systems, including training,
performance management, and career development mechanisms (Papri Zarei, 2023). However, prior
research has often examined succession planning and human resource productivity as separate
domains, resulting in a conceptual and empirical gap regarding their structural interrelationship
(Sadeghi et al., 2023).

Existing models of succession planning, particularly those developed in Western or highly developed
organizational contexts, may not be fully applicable to organizations operating within different
cultural, structural, and institutional environments. Studies conducted in Asian and Middle Eastern
contexts highlight challenges such as bureaucratic rigidity, lack of transparency, resistance to
change, and the dominance of relationship-based practices over merit-based systems (Simkhada,
2023; Wang & Zhang, 2023). Iranian studies similarly point to structural and cultural barriers that
hinder the effective institutionalization of succession planning in public organizations (Beygi et al.,
2022; Keikhosravi et al., 2022). Moreover, while some research has identified factors related to
succession planning outcomes, few studies have empirically tested comprehensive structural
models that simultaneously account for causal conditions, contextual factors, intervening
mechanisms, strategies, and consequences within a unified framework (Al Awadhi & Muslim, 2023;
Arash, 2024).

In highly sensitive and infrastructure-based organizations such as the Iran Airports Company, the
need for an effective succession planning system is particularly pronounced. Such organizations
depend heavily on specialized human capital, operational safety, and managerial expertise, making
leadership discontinuity especially costly. Yet, empirical evidence on how succession planning can
be structurally linked to sustainable human resource productivity in this context remains limited.
Addressing this gap, the present study seeks to develop and empirically test a structural model of
succession planning with a human resource productivity approach in the Iran Airports Company.
Methods and Materials
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This study employed an applied research design with a descriptive—survey methodology. The
statistical population consisted of all senior executives, top managers, middle managers, operational
managers, and operational experts of the Iran Airports Company, totaling 1,521 individuals. Using
Cochran’s formula, a sample of 320 participants was selected through stratified random sampling
based on airport locations across the country.

Data were collected using a researcher-developed questionnaire designed to measure succession
planning within a human resource productivity framework. The instrument comprised 60 items
distributed across six dimensions: core phenomenon, causal conditions, contextual conditions,
intervening conditions, strategies, and consequences. Responses were measured on a five-point
Likert scale ranging from strongly disagree to strongly agree.

Face and content validity of the questionnaire were confirmed by subject-matter experts. Reliability
analysis yielded a Cronbach’s alpha coefficient of 0.94, indicating a high level of internal consistency.
Data analysis was conducted using structural equation modeling. SPSS software was employed for
preliminary analyses, while partial least squares structural equation modeling (PLS-SEM) was used
to test the hypothesized model, evaluate path coefficients, t-values, coefficients of determination,
predictive relevance, and overall model fit.

Findings

The results of the structural equation modeling demonstrated that the proposed model possessed
strong structural validity and satisfactory predictive power. All hypothesized relationships among the
six dimensions were statistically significant. Among the examined constructs, intervening conditions
emerged as the strongest predictor of succession planning, exhibiting the highest path coefficient
and t-value. This indicates that managerial actions, operational interventions, training programs, and
implementation mechanisms play a decisive role in shaping the effectiveness of succession
planning.

Causal conditions, including organizational needs, workforce shortages, and environmental
pressures, showed a strong and significant effect on succession planning, highlighting the reactive
and necessity-driven nature of the process. Contextual conditions, encompassing organizational
culture, structural arrangements, and transparency, also exerted a substantial influence,
underscoring the importance of supportive organizational environments.

The core phenomenon of succession planning demonstrated a significant relationship with its
defining components, confirming the internal coherence of the construct. Strategic actions displayed
a moderate but meaningful effect, while consequences such as enhanced productivity, reduced
costs, and improved job satisfaction showed a positive yet comparatively lower influence. Goodness-
of-fit indices and predictive relevance measures confirmed that the model adequately explained
variance across all dimensions and possessed acceptable explanatory and predictive capability.
Discussion and Conclusion

The findings of this study reveal that succession planning within the Iran Airports Company is a
multifaceted and systemic process rather than a simple administrative exercise. The dominance of
intervening conditions indicates that succession planning success depends primarily on active
managerial engagement, continuous implementation, and practical execution rather than solely on
formal policies or external pressures. This highlights the critical role of management in translating
succession planning from strategic intent into operational reality.

The strong influence of contextual conditions emphasizes that organizational culture and structure
significantly shape the feasibility and acceptance of succession planning initiatives. Even well-
designed programs may fail in environments characterized by low transparency, rigid bureaucracy,
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or resistance to change. Similarly, the significance of causal conditions reflects the reality that
succession planning often arises as a response to pressing organizational challenges, reinforcing its
role as a risk management and continuity mechanism.

The comparatively lower impact of strategies and consequences suggests a potential gap between
policy formulation and execution. While strategic planning is necessary, it becomes effective only
when supported by robust interventions and conducive contexts. Consequences, as downstream
outcomes, function more as reinforcing feedback mechanisms rather than primary drivers of
succession planning.

Overall, the study concludes that achieving sustainable human resource productivity requires an
integrated succession planning system that simultaneously addresses managerial action,
organizational context, and environmental demands. The proposed structural model offers both
theoretical and practical insights by clarifying priority intervention areas and providing a roadmap for
strengthening succession planning practices in complex, infrastructure-based organizations. By
adopting a holistic, action-oriented, and merit-based approach, organizations can enhance
leadership continuity, develop human capital, and secure long-term productivity and resilience.
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