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Article type: Background and purpose: Quantum succession is an emerging concept in the field of
gualimi"e management that involves integrating the seven quantum skills of employees with succession
esearc,

policies and plans. This research aims to design a quantum succession model specifically for the
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gas company in Tehran province.

Research method: The current research is qualitative in nature. The study analyzed a total of 36
well-cited research sources, employing a content analysis approach across four core concepts.
This resulted in the identification of 93 codes and 36 constructive themes, facilitated by the use
of MaxQDA 10 software and the quantum succession model specific to the gas industry in
Tehran province.

Findings: The findings indicate that the research model encompasses the relevant constructs of
individual, organizational, managerial, and environmental factors. The identified factors were
validated through reliability criteria, which include acceptability, transferability, reliability, and
verifiability.

Conclusion: To enhance employee performance and drive the overall success of the gas
company, it is essential to align macro-organizational strategies with the sector-specific human
resources strategies, particularly in the areas of succession planning and productivity
improvement.
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Introduction

According to Kim's (2006) succession model, succession involves the identification, selection,
and training of internal employees for leadership roles within an organization. This process is
regarded as a form of talent management, whereby organizations identify their talented
employees and provide them with opportunities for skill and talent development, particularly in
management, supervision, and leadership. Currently, many succession programs within
government organizations are informal, often limited to addressing vacancies in senior positions
as they arise, rather than being integrated throughout the entire organizational structure.
Additionally, it has been observed that many organizational managers lack awareness of the
succession planning framework and its beneficial outcomes. As such, it is imperative for
managers to seek appropriate models for succession planning that align with their organizational
context and to engage in thorough planning.

Moreover, succession processes can vary significantly across organizations, making it
challenging to adopt a singular, comprehensive model. While some organizations implement
these processes more effectively than others, there remains considerable room for improvement.
Research indicates that government organizations and companies utilize succession planning far
less frequently compared to private organizations. This discrepancy may be attributed, in part, to
the innovative perspectives of younger managers in private companies, who tend to rely more on
scientific and specialized human resources concepts.

In light of these findings, the state of succession planning in Iranian organizations is concerning;

numerous challenges have hindered the establishment of operational succession planning, often
relegating it to theoretical frameworks. For instance, high-level executives may not always
recognize immediate benefits from succession efforts, which can impede the initiatives of human
resource managers who strive to implement such programs. Additionally, organizational policies
may inadvertently promote the advancement of personal connections over merit-based
promotions for employees.

Research Method

This research has practical objectives and employs a qualitative approach for data collection and
content analysis. The study involved a selected community of 36 highly-cited research sources,
from which we identified 4 core concepts and 93 codes utilizing MaxQDA10 software.
Additionally, the quantum succession model was validated within the gas company of Tehran
province. This study utilized Holsti's (1969) reliability assurance strategies, which encompass
acceptability, transferability, reliability, and verifiability.

Initially, thematic analysis was conducted to identify the factors contributing to the quantum
succession model in the gas company. This analysis followed the framework established by
Attride-Stirling (2001), which includes basic, organizing, and inclusive themes. During the open
coding phase, 93 codes were identified, and through axial coding, we consolidated these into 4
overarching categories and 36 fundamental themes.
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Finding

The model presented identifies several individual factors that influence quantum succession in
the gas company. These factors include a systemic and holistic approach, intrinsic creativity,
innovation and evolution, foresight, creative and intuitive thinking, self-control, self-
management among employees, discovery, accountability, and ingenuity. Additionally, financial
acumen, a propensity for seeking power, and the acceptance of quantum skills are also
considered relevant. Managerial factors encompass open and reciprocal communication between
leaders and followers, effective human resource motivation management, the establishment of a
management dashboard for succession planning, quantum leadership practices, the formation of
management teams to enhance participation, self-control and self-management among managers,
the development of managerial psychological abilities, increased accountability, and the
enhancement of managerial quantum capabilities.

Organizational factors focus on future scenario planning for quantum succession, conflict
resolution related to power dynamics, organizational learning within the context of quantum
skills, a strategic organizational perspective on quantum succession, leveraging big data for
succession planning, developing quantum talent, assessing the need for standardized practices in
quantum succession, creating a talent fund, measuring quantum skills, and utilizing artificial
intelligence for effective talent management. Environmental factors include macro-level
government policies, political appointments within the organization, systematic communication
with academic institutions, and the political influence exerted by state leaders.

Conclusion

Quantum succession involves the systematic attraction, identification, recruitment, retention, and
development of individuals who possess high potential and specialized quantum skills that are
valuable to the organization. This process comprises a series of integrated activities designed to
ensure the attraction, retention, motivation, and professional growth of talented employees both
now and in the future. Quantum succession aims to cultivate and sustain a talent pool of highly
skilled, knowledgeable, and dedicated personnel to support a continuous flow of talent within the
organization. According to Newman (2020), effective quantum succession guarantees that
individuals with the appropriate quantum skills are positioned correctly, fully engaged, and
aligned with organizational goals. This framework encompasses all activities and processes
associated with key roles that contribute to a sustainable competitive advantage and the
development of a high-potential workforce. The primary objective of quantum succession is to
enhance the capabilities of employees who can create significant value for the organizations both
in the present and moving forward.

The Tehran Gas Company has faced significant challenges in the implementation of its
succession plans, hindering their effectiveness despite ongoing efforts. Research has been
conducted to identify the underlying reasons for these challenges. Typically, managers select a
successor and focus on developing them in specific roles, which limits their preparation for
broader responsibilities. Additionally, some managers may hesitate to invest in their successor's
development, perceiving them as a potential threat to their own positions. To address this issue, it
is beneficial to maintain a comprehensive list of managerial talent within the organization,
fostering development for multiple roles rather than a single position. Quantum succession
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planning emphasizes identifying potential replacements for current leadership roles and nurturing
specific skills necessary for future success. Leading organizations globally adopt a modern
approach to succession management, identifying and cultivating human talent for key positions
in the future. These talents are then methodically prepared for their future responsibilities
through various educational programs. Possessing quantum skills is an essential component of
succession planning within the organization. Identifying individuals with potential quantum
talent is crucial for filling managerial roles and facilitating the transfer of knowledge, experience,
and skills from senior management to these emerging leaders. Quantum succession creates an
opportunity for interaction between seasoned employees and those who are less experienced but
possess specific quantum skills.

Through observational learning, experienced employees can share their knowledge and expertise,
enabling less experienced individuals to develop the competencies needed for advancement. This
research indicates that personal factors influencing quantum succession in the gas company
include traits such as curiosity, accountability, foresight, creative and intuitive thinking, self-
control, self-management, individual initiative, intrinsic creativity, systemic and holistic
thinking. Organizational factors also play a significant role and encompass elements such as
organizational effectiveness, a commitment to learning in the realm of quantum skills, open
communication between leaders and followers, effective human resource motivation, quantum
leadership, talent management, and a clear vision for quantum succession. Building trust within
the organization is also paramount. The consequences of quantum succession in the Tehran
Province gas company are multifaceted, including behavioral outcomes such as a reduction in
psychological isolation among employees, an increase in social acceptance of human resources,
diminished counterproductive behaviors, improved organizational trust, enhanced quality of
work life, and greater job satisfaction. Additionally, the effectiveness of quantum succession
manifests in an increased psychological capability among managers, enhanced organizational
agility, well-defined career paths for employees, optimized workforce turnover, and better
alignment of human resources with overarching organizational strategies. Competitive outcomes
include a fair and balanced distribution of power within the organization, job autonomy for
employees, flexibility in work processes, merit-based appointments, decreased job burnout, and
the establishment of a meritocratic system, all contributing to improved organizational
productivity.
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