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Abstract

Background and purpose: Considering the importance of implementing succession in organizations, its
requirements are not paid attention to and many organizations fail in implementing this process.
Therefore, the purpose of this research is to investigate the requirements of the implementation of
succession in the country's cultural organizations.

Research method: The current research was conducted using a systematic review method. From the 62
reviewed articles, 8 related studies were selected. After identifying the concepts and codes of the
requirements for the implementation of surrogacy and evaluating its validity and reliability, the
conceptual model of the research was designed.

Findings: The findings showed that the identified requirements and preconditions for the successful
implementation of succession in cultural organizations include the requirements of cultural foundation,
the existence of a suitable organizational structure, mental and psychological preparation of employees,
all-round support of managers, focus on individual skills, Transformational leadership, and continuous
and updated training and improvement.

Conclusion: The implementation of succession in cultural organizations requires paying attention to the
requirements without paying attention to them, one cannot expect to implement a successful process.
Therefore, managers of cultural organizations should pay attention to institutionalize these requirements
in the work environment before planning in this regard.
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Intoduction

Organizations must carefully design and coordinate their systems to sustain activities and
achieve long-term goals. For managers to effectively design organizational systems, they need a
systematic understanding of the organization and the external factors influencing it. One crucial
component of an organization is its human resource management system, which significantly
impacts overall performance. Given the vital relationship between human resources and aspects
such as selection, retention, promotion, efficiency, rewards, planning, and training, these
elements play a fundamental role in effective human resource management (Abol-Alai and
Ghaffari, 2014). In this context, it is imperative to identify and develop managers who possess
the competencies necessary to lead the organization into the future (Ritchie, 2019). The need for
succession planning has become increasingly critical in light of intense international competition
and rapid technological changes. Succession planning is a knowledge-based process that arises
from advancements in knowledge, globalization, and the necessity to quickly respond to
environmental shifts while minimizing costs in a competitive landscape. Factors such as
decreased employee loyalty, the need for a knowledge-based economy, technological progress,
non-traditional career paths, workforce diversity, and evolving employee expectations further
underscore the importance of effective succession planning (Kozegaran-Bajestani, 1401: 79).
Consequently, this study aims to explore the requirements for succession planning within
cultural organizations. By identifying these requirements and operationalizing them, we can
enhance the likelihood of successful implementation within these organizations.

Research Method

This study employed a meta-synthesis approach as outlined by Sandolowski and Barso (2006),
following these key steps:

Step One: Defining the Research Question

To establish the research questions, the following considerations were made:

- What: The primary objective of this study is to investigate the requirements for implementing
succession planning within Iranian cultural organizations.

- Who: The target population for this study includes relevant research available in the field of
succession planning, sourced from various academic databases.

- When: The timeframe for the identified studies spans from 1385 to 1402 in Persian literature
and from 2005 to 2023 in English literature.

- How: In the meta-synthesis method, previous study texts are treated as secondary data sources.
Step Two: Systematic Review of Literature

A comprehensive database search was conducted to identify the requirements associated with the
implementation of succession planning.

Step Three: Selection of Relevant Studies

The researcher assessed the relevance of the studies identified at the outset of the search
concerning the research question. This review process was iterative, with irrelevant studies being
eliminated at each stage based on criteria such as the title, abstract, content, and article details
(author name, year, etc.).
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Step Four: Extraction of Results

The finalized articles concerning the requirements for implementing succession planning were
revisited multiple times to distill key findings.

Step Five: Analysis and Synthesis of Qualitative Findings

During analysis, themes emerging from the studies were categorized. Initially, these extracted
themes were treated as codes.

Step Six: Quality Control Protocols

To uphold the quality of selected studies, the following measures were implemented:

1. A clear and systematic approach was employed throughout the research process.

2. When relevant, strategies were utilized to integrate qualitative and quantitative research
methodologies.

3. Glynn’s (2006) Critical Assessment Tool was employed to evaluate the quality of original
studies, enhancing the credibility of the reviews.

4. Established quality control measures from both qualitative and quantitative research were
applied.

Step Seven: Presentation of Findings

In this final step, a synthesis of the requirements for implementing succession planning, as
identified in the literature, was compiled. Subsequently, experts reviewed and refined these
factors, leading to the development of an alpha version of the assessment tool.

Findings

After conducting a comprehensive review of the subject area, a total of 16 studies were retrieved,
of which 8 relevant studies were selected for meta-synthesis, and their evaluation results were
presented. Based on the assessment using the Glynn tool, 8 studies received scores exceeding 75.
The requirements identified from these studies were categorized into codes, which were
subsequently organized into related concepts to form the research framework. The evaluation
involved 12 experts in the cultural sector until theoretical saturation was reached, resulting in the
identification of 7 key components essential for the successful implementation of succession
planning within cultural organizations.

Conclusion

The foremost requirement identified is cultural grounding, which aligns with the findings of
Maruto and Makokha (2022), Ahmad et al. (2020), Jan Ahmadi-Gol et al. (2023), and
Beheshtifar et al. (2010). These studies emphasize the necessity of establishing a supportive
organizational culture to facilitate the implementation of succession planning. Key cultural
indicators—such as prioritizing results, values, fairness in the selection of competent individuals,
and team-oriented behaviors—can significantly contribute to the effective execution of
succession planning initiatives. An appropriate organizational structure is another critical
requirement for the successful implementation of succession planning. Research conducted by
Odriende et al. (2023), Masalo et al. (2022), Henry (2017), and Irlor and Amwe (2017) also
underscores the importance of developing an effective structure. Organizations should focus on
strategies that include creating a talent pool, adapting to flexible structures, empowering talented
employees, decentralizing decision-making, adjusting the structure in response to strategic
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changes, reducing organizational layers, and clearly defining the scope of control within each
unit.

Moreover, the mental and psychological readiness of employees is essential for the success of
succession planning. Studies by Maske and Mawadinohamba (2023), Brown (2023), Akapan et
al. (2023), and Daniali Dehhoz et al. (2018) highlight that a lack of mental and psychological
preparedness among employees may lead to resistance against the implementation of succession
planning, ultimately jeopardizing its success. Support from senior management is also a vital
requirement for effective succession planning. Research by Siambi (2022) and Dapa (2019)
affirms that managerial support is crucial for the successful execution of these initiatives. Key
actions include keeping employees informed about the succession planning process,
demonstrating commitment to organizational changes, supporting talented individuals, utilizing
strategies to minimize employee resistance, and fostering effective communication and
constructive relationships to build a talent pool.

Focusing on individual skills is another vital requirement consistent with studies by Akbar
Hedayat et al. (2023) and Maske and Mwadwinohamba (2023). It is essential for organizational
managers to recognize competencies such as employee accountability, effective communication
(both verbal and non-verbal), conflict resolution skills during succession planning initiatives,
mutual trust among employees—especially in the selection of competent candidates—empathy, a
positive outlook toward succession planning processes, and the enhancement of active listening
skills. Transformational leadership emerges as another key factor that influences the
implementation of succession planning. The significance of transformational leadership has been
highlighted in the research of Siadi and Provitra (2023), Ahmed et al. (2017), Montelha Pila et al.
(2016), and McLagan et al. (2013). Effective succession planning is contingent upon the
presence of transformational leadership, which fosters a dynamic and proactive approach.
Leaders must cultivate motivation among employees, assign challenging tasks to stimulate
critical thinking, enhance employees' sense of ownership, and consider individual differences
and interests during talent selection processes to ensure the success of succession planning
initiatives.

Lastly, ongoing training and development is essential for successful succession planning, as
emphasized by studies conducted by Stanley Chokboka et al. (2023), Avadhi and Sakineh
(2023), Mehrin and Ali (2022), Ashtarfi (2021), Soho et al. (2020), and Abnaly et al. (2019).
Well-trained employees represent an invaluable asset in supporting succession planning
objectives. To facilitate this, organizations can implement strategies such as establishing
assessment centers, promoting self-awareness among employees, offering multi-skill training
opportunities, encouraging behavioral changes, enhancing academic and career competencies,
identifying strengths and weaknesses pertinent to succession plans, providing equitable growth
opportunities for all employees, and nurturing employees’ latent talents.
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