Journal of Sustainable Human Resource Management Volume 3. Issue 4. Autumn and Winter 2022. Pages 135 to 152. |

Research Paper

Designing a model for human resource succession in public
organizations: Exploratory research based on Grounded
Theory

Mansour Kheirgoo ™ Zeinab Shokri?

! Associate Professor, Faculty of Management, Imam Ali University, Tehran, Iran

2 PhD, Policy Making in public sector, Tarbiat Modares University, Tehran, Iran

d

Received:
December 19, 2021 Abstract
Accepted:
February 22, 2022
Available online:
April 4, 2022

Today, leading organizations have realized the importance of continuous preparation
and development of their employees for the future growth of the organization.
Awareness and recognition of organizations and the need for succession
management has caused the need for succession in organizations to be emphasized
more than ever. Rapid changes in organizational environments and different
conceptual perspectives on succession also complicate the problems of appropriate
experience. Implementing the succession system leads to the dynamism of the
organization and the efficiency of human resources and can Facilitate the way for
achieving the goals and policies of the organization. The purpose of this study is to
design and explain the pattern of human resource substitution. In this regard, the
research focuses on identifying the dimensions and components of the succession
model in public organizations. The research method is based on a qualitative
approach in which the data required for the research are collected based on semi-
structured interview tools with 17 experts in the scientific community and using the
Grounded theory approach. The results of the interviews were divided into three
categories of open, axial and selective coding to provide the most important and basic
components for classification by combining, shrinking and minimizing the results.
Based on the research findings, the succession model in public organizations includes
five general dimensions of human resource talent identification, succession database
formation, succession selection, and training and development of selected
successors. In other words, based on the findings of this study, the optimal path of
succession breeding in public organizations is to cross these five dimensions. The
mentioned madel has a high generalizability due to its comprehensiveness.
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Extended abstract
1. Introduction

The development of public organizations and the increased the complexity of the processes,
expansion of the scope of their responsibilities activities and tasks of organizations, and this
and interactions with their stakeholders have complexity has made the need for quality,

specialized and experienced human resources
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even more apparent. In fact, due to the changes
and developments of the present era and the entry
of organizations into the knowledge-based
economy, today manpower is considered as the
most vital strategic element and the most
fundamental way to increase the efficiency and
effectiveness of the organization (Abedini et al.,
1397).

Retaining and attracting quality human resources
in public organizations on the one hand and a
more fundamental approach, ie education of
quality and talented human resources in the form
of programs and succession activities in order to
replace these human resources in vacant positions
in the organization and create to the conditions
for effective development of the career path of
human resources in public organizations is
important. In this regard, public organizations in
order to perform their professional duties in
accordance  with  legal  standards  and
requirements, must establish policies and
procedures to ensure the existence of sufficient
human resources with the necessary ability and
competence and committed to ethical principles.
Despite the efforts made in the public
organizations of the country, the issue of creating
and establishing an effective succession system
seems to be a major concern in organizations.
However, a key factor in the failure of such
programs and strategies is the lack or, in essence,
the lack of specific and indigenous models with
the responsibilities and tasks of public
organizations  and  the imitation of
disproportionate patterns and designs. The lack
of an effective practical and local succession
model has led to serious and important issues in
the field of human resources of public
organizations. The present study aims to identify
the current situation of human resource
management and the talents of public
organizations, as well as the dimensions and
components affecting succession in public
organizations in Iran, to determine its effective
factors and to eliminate Weaknesses and increase
the efficiency and effectiveness of employees, to
design a model of succession in action.
Accordingly, the main question of the research is
how the model of succession in public
organizations? And what are its dimensions,

components and indicators?

2. Research Methods

The present study is an exploratory study that has
been done using the Grounded theory approach.
The rationale for using this analysis technique at
this stage of the research goes back to its
application (Creswell, 2003). The research data
was obtained through in-depth interviews with
people who are considered as experts and
thinkers. The statistical population of the
research is the professors and experts of the
scientific and academic community, as well as the
specialists and managers of the organizations. In
this research, based on the Grounded theory
strategy, theoretical sampling (targeted selection
of individuals) has been used. Theoretical
sampling continued until the categories reached
theoretical saturation; Theoretical saturation is
the stage in which new data on a category does
not emerge, the category expands, and
relationships between categories are established
and validated (Creswell and Miller, 2000). The
research method is based on a qualitative
approach in which the data required for the
research are collected based on semi-structured
interview tools with 17 experts in the scientific
community and using the Grounded theory
approach. The duration of the interviews was
between 30 and 50 minutes for each person to
have enough time to express the views of the
interviewees.

The results of the interviews were divided into
three categories of open, axial and selective
coding to provide the most important and basic
components for classification by combining,
shrinking and minimizing the results.

3. Results

In this research, the purpose is to design and
explain the pattern of human resource
substitution. In this regard, the research focuses
on identifying the dimensions and components of
the succession model in public organizations. The
research method is based on a qualitative
approach in which the data required for the
research are collected based on semi-structured
interview tools with 17 experts in the scientific
community and using the Grounded theory
approach. The results of the interviews were
divided into three categories of open, axial and
selective coding to provide the most important
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and basic components for classification by
combining, shrinking and minimizing the results.
Based on the research findings, the succession
model in public organizations includes five
general dimensions of human resource talent
identification, succession database formation,
succession  selection, and training and
development of selected successors. In other
words, based on the findings of this study, the
optimal path of succession breeding in public
organizations is to cross these five dimensions.
The mentioned model has a high generalizability
due to its comprehensiveness.

4. Conclusion

Based on the findings of this research, it can be
said that in order to realize the succession system
in public organizations, five steps of human
resource talent identification, formation of
succession database, empowerment factors,
support factors and alternative education and
development They must be carefully
implemented. According to experts, the first step
is to identify human resource talent based on the
criteria of various competencies and selection.
Then a comprehensive and complete database of
Talented people to administrative  and
organizational positions is formed. A set of
organizational support factors, including the
support of senior management, the organization's
support rules and regulations, the positive
opinion of the organization's consultants, and the
results of organizational inquiries provide the
basis for choosing a successor. Empowering
factors such as information technology
infrastructure of the organization, knowledge
infrastructure of the organization, financial
resources of the organization and alignment of
succession with organizational policies facilitate
the process of selecting a successor. Finally, after
succession planning, in order to acquire the
necessary skills to take organizational positions,
training and development of selected and
successors is given priority.

Comparison of the dimensions and components
identified in the present research model with
other common patterns of succession shows
similarities and differences. One of the
advantages of the present study is to pay attention
and focus on Iranian and Islamic criteria and to
present a model appropriate to Iranian public

organizations. It is important to note that few
serious studies on succession have been
conducted in Iran using the Grounded theory
method, and many succession models have
Western roots, which in some cases may be
related to organizational culture and The non-
organizational nature of Iranian society is
inconsistent.
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