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Abstract

The objective of this study was to examine the structural and cultural differences influencing succession planning implementation and to conduct a
comparative analysis of succession planning systems in public and private hospitals in Kerman city. This study employed a sequential exploratory mixed-
methods design within a pragmatist research paradigm. In the qualitative phase, data were collected through 20 semi-structured interviews with academic
experts, hospital managers, and human resource professionals, and analyzed using qualitative content analysis. In the quantitative phase, a researcher-
developed questionnaire based on qualitative findings was administered to 237 managers and key personnel from public and private hospitals in Kerman
city. Data were analyzed using exploratory factor analysis, confirmatory factor analysis, structural equation modeling, and analysis of variance with SPSS,
LISREL, and SmartPLS software. Factor analysis results identified five significant components of succession planning implementation: organizational
structure, organizational culture, managerial support, performance evaluation system, and talent development, all with significant factor loadings and
acceptable model fit indices. Structural equation modeling results indicated that organizational structure had the strongest positive and significant effect
on succession planning implementation ($=0.42, t>1.96), followed by organizational culture ($=0.39), managerial support ($=0.36), performance
evaluation system ($=0.31), and talent development (3=0.29). Analysis of variance results revealed statistically significant differences between public
and private hospitals across all succession planning components (p<<0.05), with private hospitals demonstrating more favorable succession planning
conditions. The findings indicate that successful succession planning implementation requires flexible organizational structures, supportive organizational
cultures, effective performance evaluation systems, and strong managerial commitment, and structural and cultural differences between public and private
hospitals play a critical role in determining succession planning effectiveness.

Keywords: Succession planning, organizational structure, organizational culture, talent management, public hospitals, private hospitals, human resource management,

organizational leadership
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Extended Abstract

Introduction

Succession planning has emerged as a critical strategic function in modern organizations, particularly in sectors
characterized by complexity, knowledge intensity, and leadership dependency such as healthcare institutions.
Succession planning refers to a systematic and proactive process of identifying, developing, and preparing
capable individuals to assume key organizational roles in the future, ensuring continuity of leadership,
preservation of institutional knowledge, and sustained organizational performance. In recent years,
organizations have increasingly recognized succession planning not only as a human resource management
tool but also as a strategic imperative for long-term organizational sustainability and competitiveness (Kamali
et al., 2024; Musale, 2025). Effective succession planning contributes to leadership continuity, enhances
organizational resilience, and minimizes disruptions associated with leadership transitions, thereby improving
organizational stability and operational efficiency (Villalpando et al., 2025). Conversely, the absence of
structured succession planning can result in leadership vacuums, operational inefficiencies, and diminished
organizational effectiveness (Wang & Zhang, 2023).

In healthcare organizations, succession planning is particularly critical due to the specialized nature of medical
services, the reliance on experienced leadership, and the direct impact of leadership quality on service delivery
and patient outcomes. Hospitals operate in highly dynamic environments characterized by technological
advancement, regulatory pressures, and increasing demand for quality care. Therefore, ensuring leadership
continuity through effective succession planning is essential for maintaining service quality and organizational
performance (Al Hajri, 2024; Yudianto et al., 2023). Succession planning in healthcare settings facilitates
leadership development, enhances managerial competency, and strengthens organizational capacity to adapt
to environmental changes (Arash, 2024). Furthermore, succession planning contributes to talent retention,
employee motivation, and organizational commitment, which are essential for sustaining high-performance
healthcare systems (Sadighi Avansar, 2023).

Structural and cultural factors play a significant role in shaping the effectiveness of succession planning
systems. Organizational structure influences authority distribution, decision-making processes, and career

progression mechanisms, thereby affecting the identification and development of future leaders. Flexible and

transparent organizational structures facilitate talent identification and leadership development, whereas rigid



bureaucratic structures may hinder succession planning implementation (Keikha & Keikha, 2024;
Muadinohamba & Maseke, 2024). Organizational culture, defined as the shared values, norms, and beliefs
that influence organizational behavior, also plays a crucial role in succession planning effectiveness.
Supportive and learning-oriented cultures encourage leadership development, knowledge sharing, and
employee participation in succession planning initiatives, whereas resistant or hierarchical cultures may
obstruct leadership transition processes (Akbari et al., 2024; Sadeghi et al., 2023). Additionally, managerial
support, performance evaluation systems, and talent development programs are essential components that
facilitate succession planning implementation and effectiveness (Maleki et al., 2025; Mark et al., 2025).
Significant differences exist between public and private healthcare organizations in terms of structural
flexibility, managerial autonomy, and organizational culture, which may influence succession planning
implementation. Private hospitals typically operate under performance-oriented management systems with
greater flexibility in leadership development and talent management, while public hospitals often function
within rigid bureaucratic frameworks and regulatory constraints that may limit succession planning
effectiveness (Alhassan Kanu, 2025; Mahat, 2025). Despite the recognized importance of succession
planning in healthcare organizations, limited research has focused on comparative analysis of structural and
cultural differences influencing succession planning implementation in public and private hospitals. Therefore,
understanding these differences is essential for developing effective succession planning strategies tailored to
organizational contexts.

Methods and Materials

This study was conducted using a mixed-methods sequential exploratory design within a pragmatist research
paradigm to examine structural and cultural differences in succession planning implementation in public and
private hospitals in Kerman city. The research consisted of two phases: a qualitative phase and a quantitative
phase. In the qualitative phase, multiple case study methodology was employed to explore succession planning
dimensions and identify key structural and cultural factors influencing succession planning implementation.
Participants included academic experts in human resource management and healthcare management, senior
hospital managers, and experienced human resource professionals. Data were collected through semi-
structured interviews, which were recorded, transcribed verbatim, and analyzed using directed qualitative
content analysis with MAXQDA software.

Based on qualitative findings, a researcher-developed questionnaire was designed to measure succession
planning components in the quantitative phase. The questionnaire consisted of demographic items and
succession planning dimensions measured using a five-point Likert scale. The quantitative sample included
managers, supervisors, and key personnel from public and private hospitals in Kerman city. Stratified random
sampling was used to ensure representation from both public and private hospitals. Data were analyzed using
SPSS, LISREL, and SmartPLS software. Statistical analyses included descriptive statistics, exploratory factor

analysis, confirmatory factor analysis, structural equation modeling, and analysis of variance to examine



relationships between variables and compare succession planning implementation between public and private
hospitals.

Findings

The demographic analysis indicated that the sample included participants with diverse educational
backgrounds, professional experience, and organizational roles, ensuring adequate representation of
managerial and professional perspectives. Exploratory factor analysis identified five primary components of
succession planning implementation: organizational structure, organizational culture, managerial support,
performance evaluation system, and talent development. These components explained a substantial proportion
of total variance, indicating the multidimensional nature of succession planning implementation.
Confirmatory factor analysis demonstrated that the measurement model exhibited satisfactory goodness-of-fit
indices, confirming the construct validity of the succession planning framework. Structural equation modeling
results revealed that organizational structure had the strongest positive effect on succession planning
implementation, followed by organizational culture, managerial support, performance evaluation system, and
talent development. These findings indicate that structural and cultural factors significantly influence
succession planning effectiveness.

Comparative analysis using analysis of variance showed statistically significant differences between public
and private hospitals in all succession planning components. Private hospitals exhibited significantly higher
mean scores in organizational structure flexibility, cultural support for leadership development, managerial
involvement in succession planning, effectiveness of performance evaluation systems, and talent development
programs. These results suggest that private hospitals provide more supportive environments for succession
planning implementation compared to public hospitals.

Discussion and Conclusion

The findings of this study confirm that succession planning implementation in healthcare organizations is
influenced by multiple structural, cultural, and managerial factors. Organizational structure emerged as the
most significant determinant of succession planning effectiveness, highlighting the importance of transparent
authority structures, formal career pathways, and systematic talent management processes. Flexible
organizational structures facilitate leadership development and succession planning implementation, while
rigid bureaucratic systems may hinder these processes.

Organizational culture was also identified as a critical factor influencing succession planning implementation.
Supportive organizational cultures that promote learning, trust, and leadership development create favorable
conditions for succession planning effectiveness. In contrast, hierarchical or resistant cultures may discourage
leadership development and limit succession planning implementation.

Managerial support plays a crucial role in succession planning success. Leadership commitment to talent

development, provision of development opportunities, and active involvement in succession planning

processes enhance succession planning effectiveness. Performance evaluation systems also contribute



significantly to succession planning implementation by identifying high-potential employees and facilitating
leadership development.

The comparative findings indicate that private hospitals are more effective in implementing succession
planning systems compared to public hospitals. This difference can be attributed to greater structural
flexibility, stronger performance-oriented cultures, and more effective talent management practices in private
hospitals. Public hospitals face structural and bureaucratic constraints that may limit succession planning
implementation.

Overall, this study highlights the importance of structural and cultural alignment in succession planning
implementation. Healthcare organizations should develop flexible organizational structures, foster supportive
organizational cultures, strengthen managerial commitment, and implement effective performance evaluation
and talent development systems to ensure successful succession planning. Improving succession planning
systems can enhance leadership continuity, organizational performance, and sustainability in healthcare

organizations.
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