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Abstract

The aim of this study is to develop a succession planning model for executive managers of Bank Melli Iran
in Khorasan Razavi Province. From a research objective standpoint, the study is applied in nature; in terms
of data type, it is qualitative; and methodologically, it follows a systemic (paradigmatic) grounded theory
design. The research population consists of human resources experts with doctoral degrees who possess
authorship, publications, research background, and practical experience in this field. Using a theoretical
purposive sampling method, 15 experts were selected for interviews. The data collection tool was a semi-
structured interview, through which the dimensions, components, and indicators of the succession
planning model for executive managers of Bank Melli Iran were formulated. To construct the interview
framework, in-depth interviews with the experts were conducted initially. Subsequently, through open
coding, relevant indicators were extracted, which were then categorized into components and indicators
via axial coding. These were sent to the 15 experts for validation, and using selective coding, the
components and indicators were identified and finalized through interviews and brainstorming sessions.
As a result, 5 dimensions, 18 components, and 106 indicators were finalized for the succession planning
model targeting executive managers of Bank Melli Iran in Khorasan Razavi. After final approval and
prioritization by the experts, the dimensions, components, and indicators of the model were illustrated, and
the model underwent an additional round of validation by experts.

Keywords: succession planning, managers, causal factors, intervening conditions, contextual conditions,
strategies, outcomes, outputs.
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Human capital is widely regarded as the cornerstone of national and organizational success.
Scholars emphasize that societies which invest in educated, competent, and capable workforces are
more likely to achieve sustained economic development (Abbaspour, 2022; Abtahi & Abasi, 2022). In
today's dynamic world, organizations must adopt forward-looking strategies to remain competitive
and ensure continuity. Succession planning, the structured process of identifying and preparing
future leaders, is a key response to this need. Unlike ad-hoc replacement strategies, succession
planning ensures organizations are not caught off-guard when leadership gaps emerge (Khazaei et
al., 2022).
Effective succession planning not only maintains organizational continuity but also aligns personal
and professional development with strategic objectives. It is increasingly recognized as a critical
function in modern human resources management (Goldsmith, 2023). High-performing organizations
identify critical positions and cultivate internal talent, rather than relying solely on external recruitment
(Montaghemi et al., 2023; Rothwell, 2019). Moreover, given the essential role banks play in national
economic systems—especially in developing countries—Ileadership continuity in banking institutions
is a matter of national importance (Chavez, 2018).
Despite global advances, many organizations still face a shortage of transformational and
entrepreneurial leaders (Tootian et al., 2020). This is particularly evident in emerging economies
where, despite a proliferation of training programs, skilled managerial talent remains scarce.
Universities and leadership academies are expanding their offerings, but the gap between demand
and supply persists (Friedman, 2018). In this context, developing a robust, context-specific
succession planning model for executive managers in Bank Melli Iran, particularly in the Khorasan
Razavi province, becomes both timely and imperative. This study aims to answer the question: What
is the optimal succession planning model for executive managers in Bank Melli Iran in this region?
Methods and Materials
This study adopted a qualitative methodology grounded in a systemic grounded theory paradigm.
The population consisted of 15 experts in human resources, each with a doctoral degree and
practical, research-based experience in leadership development. Participants were selected through
purposive theoretical sampling until data saturation was achieved.
Data collection relied on semi-structured interviews. The process began with deep interviews,
followed by open coding to identify initial concepts, which were then categorized using axial coding
into components and indicators. In the selective coding phase, the framework was refined through
expert validation and brainstorming sessions.
The coding process involved three stages: open coding (extraction of 106 initial indicators), axial
coding (aggregation into 18 components), and selective coding (organization into 5 higher-order
dimensions). Data credibility was ensured through triangulation and expert feedback. The final model
was also validated using content validity ratio (CVR) metrics and prioritized in a focus group of
academic experts.
Findings
The final succession planning model comprises five core dimensions, 18 components, and 106
specific indicators tailored to Bank Melli Iran’s operational context in Khorasan Razavi. The five
overarching dimensions are:
1. Causal Conditions:

o Value Orientation (5 indicators)

o Professional Competence (7 indicators)

o Financial Resource Allocation (4 indicators)
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2. Contextual Conditions:
o Institutionalization of Succession Culture (10 indicators)
o Alignment of Succession Policies (8 indicators)
o Organizational Policies (4 indicators)
3. Intervening Conditions:
o Organizational Structure (4 indicators)
o Internal Organizational Policies (3 indicators)
o Organizational Management Commitment (6 indicators)
4. Strategies:
o Succession Planning Programs (8 indicators)
o Selection of Competent Successors (7 indicators)
o Job Description Revisions (8 indicators)
o Talent Development Systems (6 indicators)
o Retention of Successor Candidates (5 indicators)
5. Consequences:
o Meritocracy (4 indicators)
o Increased Organizational Productivity (4 indicators)
o Promotion of Organizational Justice (4 indicators)
o Banking Industry Leadership (10 indicators)
Each component was validated and prioritized based on expert feedback. The findings emphasize
that succession planning in the banking sector must be highly contextualized, taking into account
cultural, structural, and strategic nuances unique to the financial services industry in Iran.
Discussion and Conclusion
This study developed a grounded, expert-informed succession planning model for executive
managers of Bank Melli Iran in Khorasan Razavi. The model identifies key constructs and
relationships between professional competencies, organizational culture, and strategic planning
required to maintain effective leadership pipelines. The model's five dimensions—causal, contextual,
intervening, strategic, and consequential—together form a comprehensive framework that
organizations can use to implement structured succession strategies.
The results highlight the importance of value-driven leadership, financial resource planning, and
managerial commitment. The institutionalization of a succession culture, aligned with internal policy
coherence, proved critical in creating a sustainable framework. Additionally, the role of strategic HR
interventions like talent retention and competency-based assessments was underlined as vital for
long-term success.
The implications of this study are both theoretical and practical. Theoretically, it offers a nuanced,
grounded theory model adapted to Iran’s banking environment. Practically, it equips policymakers
and HR managers in Bank Melli Iran with a validated, expert-driven framework for planning
leadership continuity.
In conclusion, succession planning should not be treated as a reactive measure but a proactive,
continuous process embedded within the strategic operations of financial institutions. Organizations
that invest in such systems are more resilient and better positioned to navigate leadership transitions
and economic disruptions. Future work should consider a mixed-methods approach for broader
generalizability and explore digital tools for implementation support.
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