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The purpose of this study was to evaluate the implementation stage of the program of
succession of managers of the Islamic Republic of Iran Army. This article is based on the
inductive research approach, based on the applied goal, based on the combined data type
(qualitative-quantitative) and based on the descriptive-analytical method. With library study,
the obstacles to the optimal implementation of the surrogacy program were collected and
provided to 20 experts and specialists in this field. These experts were identified using the
information bank of the Army Studies Center and were selected with a purposeful and
judgmental method. Using the Delphi tool in three rounds, they were asked to confirm or reject
the identified obstacles and also present their suggestions. In the following, the confirmation
items in the questionnaire were summarized and provided to 20 of the same experts, and the
obstacles were also evaluated. The validity of the questionnaire with face validity variable was
confirmed by experts and its reliability was also confirmed by Cronbach's alpha. In this
research, 28 obstacles were collected and 24 obstacles were confirmed by experts. The first to
fifth ranks of these obstacles include: "The non-systematicity of the talent search phase, the
long-term tenure of some positions by certain people and the lack of motivation of others,
insufficient attention to the employee evaluation phase based on the established criteria of the
succession plan, the existence of a traditional view in conflict with the succession plan and It
was the non-integration of the succession system.
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decisive factor in the organization’s survival is
still fully evident (Shafiei & Angashte, 2015).
Extended abstract New organizational environments, characterized

. by complexity, confusion, speed, and rapid
1. Introduction changes,  require  flexible,  responsible,

The quality of human resources is considered the entrepreneurial, high-confidence, initiative, and
most important factor for the survival and vitality collaborative forces. Equipping and preparing the
of any organization (Dortaj et al., 2020:174). aforementioned resources to face changes is of
Despite the technology of organizations in today's particular importance, and all organizations for
world and turning them into a mass of ha_rdware, any type of mission should allocate the most
the role of humans as a vital, strategic, and capital, time, and program to cultivate human
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beings in different dimensions (Sadeghian et al.,
2021). According to Michel (2016), due to the
pivotal role of human resources in opening
organizational bottlenecks, this resource is
usually mentioned as the backbone of
organizational capital because it plays a very
important role in the wvalue creation of
organizations. Today, it is necessary for
organizations to define a regular program and
identify, improve, and develop leadership skills
based on it (Okwakpam & Tamunomiebi, 2019).
Nowadays, succession planning is becoming a
central and key topic in the business world
because few people in organizations are ready to
fill their positions with their successors if needed
(Samuel & Isa, 2024). Succession is one of the
important tools for training, developing, and
empowering human resources. Succession
training includes the selection and training of
internal employees to be employed in
organizational leadership positions and is
considered a kind of talent management. The
institution or organization that seeks to
implement the succession program identifies
talented employees within the organization and
provides opportunities for them to develop their
talent and skills; the development of
management, supervision, and leadership skills
are especially two important factors that are
emphasized  (Farrokhi, 2021). Succession
planning is one of the vital aspects of any
organization and business. Organizations should
better understand the value of training and
developing their employees who are familiar with
the culture and mission of the organization
(Samuel & lIsa, 2024). The degree of attraction
and retention of a better workforce in an
organization compared to its competitors is
determined by the effectiveness of its succession
planning policies and strategies. In the
contemporary business landscape, it is evident
that organizations are trying to surpass their
competitors and create a competitive advantage
that guarantees their long-term sustainability
(Gomez &  Trujillo, 2024). Succession
management is an ongoing and systematic effort
to ensure continuity of leadership, support,
development of intellectual capital and
knowledge for the future of the organization, and
promotion of individual development in the
organization (Rajagani, 2019). Today, various

thinkers in the field of public policy place special
emphasis on the evaluation stage of the
implementation of the announced policies and do
not consider policy implementation by executive
organizations to be the end of the policy cycle.
According to the general policy cycle (based on
the Jones model), it is not enough to just make
policies because to determine the effectiveness or
ineffectiveness of the policies, these policies
must be evaluated and analyzed so that if they are
ineffective, they can be changed and if they are
effective, they can be continued (Vahid, 2009:
168). Despite the importance and necessity of the
succession of AJA managers and the passing of
many years since the implementation of the
succession program in the army, the exploratory
studies of the authors and the opinion of the
research experts show that, until now, no accurate
assessment of the quality of the implementation
phase of this program and the identification of
obstacles to the successful implementation of this
program has been made. Therefore, the main
problems of this research are A) lack of
evaluation of the succession breeding program in
Ajah by researchers, B) lack of identification of
obstacles to the implementation of the succession
breeding program in Ajah, and C) lack of clarity
of ranking of obstacles to succession breeding
program implementation and their effectiveness.

2. Research Methods

This study is based on applied orientation and an
inductive approach. It is descriptive-analytical
research, which follows library and field research
and uses mixed data (qualitative-quantitative).
This study is also a single-section research in
terms of the time period (the year 1402). Data
collection was carried out through library and
field methods with the help of the Delphi tool and
questionnaire. With library studies, the obstacles,
challenges, and harms of succession planning in
different organizations were collected and
provided to 20 experts and specialists in the field
of human resources and succession, who were
selected purposefully and judiciously. By using
the Delphi method in two rounds, the experts
were asked to give points to the identified
obstacles and present their proposed obstacles. In
the following, the approved items in the
questionnaire were aggregated and given to the
same experts to prioritize each index based on its
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importance in comparison with other indicators.
Having a higher education in the field of
management and related trends, a service history
of more than 20 years (for a more detailed
understanding of the organizational culture of the
army and identifying local obstacles), a history of
service in the deputy position of human
resources, and a history of research in the field of
succession planning were among the indicators of
the selection of the expert community in this
research. To identify the experts, the "Army
Studies Center" database was used, and for the
adequacy of the number of samples, the
theoretical saturation approach and data
reproducibility were the basis of action. The
questionnaire was created by a researcher and
was designed based on the data obtained from the
qualitative phase of the research and items
approved by experts.

3. Results

According to the results, the test is meaningful;
the "unsystematic talent search phase" factor,
with an average of 4.60, ranks first, the "long-
term occupation of some positions by special
people and lack of motivation of others" factor,
with an average of 4.60, ranks second, the
"inadequate attention to the evaluation stage of
employees based on the established criteria of the
succession plan”, with an average of 4.53, ranks
third, "the existence of a traditional view in
conflict with the succession plan”, with an
average of 4.52, ranks fourth, and the "non-
integration of the succession system", with an
average of 4.52 ranks fifth. The average of the

first, second, fourth, and fifth factors has been
equalized.

4. Conclusion

Several obstacles were identified in this research,
such as "the arbitrary behavior of the troops and
subordinate units in the implementation of the
succession plan, the succession instruction not
being updated, the officials' knowledge regarding
succession, the future career path of the
commanders, and officials not being clear” due to
the organizational culture, especially the army,
which has been emphasized more by experts. At
the same time, this is not the case in previous
research. The current research is completely
different in terms of the audience and the location
of the study, and it is the first research that has
identified and then ranked or prioritized the
factors affecting the succession program in the
society of the Islamic Republic of Iran Army.
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