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Abstract

Purpose: The purpose of this study was to evaluate the factors
affecting succession management in human resources in Iranian
football.

Method: The present research is quantitative in terms of applied
purpose. The statistical population included coaches working in
Iranian football leagues, managers of football clubs, and teachers of
clubs and universities. 121 instructors participating in two training
courses of the Football Federation were selected as a statistical
sample, which was an available non-probabilistic sampling. A
questionnaire was used as a data collection tool. Also, the first and
second-order confirmatory factor analysis method by AMOS
software was used to analyze data.

Results: Research findings showed that organizational, individual,
and process factors are among the factors affecting succession in
various organizations related to football in the country.
Organizational factors, respectively: organizational commitment,
strategy, motivation, structure, technology, in individual factor;
Training, interaction and collaboration, and adaptability and finally
in process factor, time management, planning, and organizational
transparency had the most impact, respectively.

Conclusion: As a result, it can be said that if football-related
organizations consider human resource succession management and
formulate and implement proper succession management planning
with a focus on organization, it can play an effective role in national
and international success.

Keywords: Succession, Human Resources, Organizational Factors,

Football Federation.
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Introduction

Nowadays, human resources play a crucial role
in problem-solving, technology creation, and
product development. Efficient management of
human resources is essential for organizational
success, as they are the foundation of every
organization and contribute significantly to
productivity, creativity, innovation, and quality
of life. Retaining and attracting talent, as well
as developing the workforce, pose challenges
for organizations (Karimi et al., 2020). The
transfer of knowledge and experiences between
generations is also important in organizational
growth. However, the absence of personnel in
key positions, resulting from voluntary or
involuntary departures, poses a significant
threat to organizations (Alamdari, 2018).
Therefore, In today's world, organizations must
attract, retain, and develop human capital to
survive. This requires a systematic recruitment
process that combines scientific methods with
strategic management. Sports organizations and
federations also recognize the need for a skilled
and influential workforce (Lions & et al.,
2013). They determine technical indicators,
competencies, and qualities such as skills,
personality, behavior, and ethics to attract
efficient human resources. Research on big
football clubs shows that implementing this
process leads to significant profits and
enhances the club's societal status (Constantin,
2015). The success and competitiveness of
football clubs and other institutions, both in
sports and non-sports sectors, heavily rely on
the quality of their human resources. While
many organizations lack a proactive approach
to address their future managerial needs,
forward-thinking organizations have
implemented programs focused on identifying
and nurturing managerial talents (Adabi et al.,
2016). "Succession Management™ has emerged
as an effective concept within talent
management, aiming to groom elite personnel
for key positions within the organization.
Succession  management  involves  the
identification of potential talents within the
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organization and preparing them for future
roles through various educational programs.
The increasing significance of employees as the
primary actors in modern organizations has
driven the adoption of new succession systems
(Abolalaei and Ghaffari, 2007).

In the current dynamic and rapidly changing
environment, succession planning has gained
significant importance due to new work
methods and immediate challenges in the
human capital market. The increasing pressures
of globalization have further emphasized the
need for organizations to identify, nurture, and
effectively utilize individuals with leadership
potential. Succession planning is viewed as a
continuous and dynamic process rather than a
static one. To attract talented individuals in a
highly competitive world, organizations must
have a vision that goes beyond simple labor
replacement.  Identifying and  utilizing
competent managers is a critical challenge
faced by organizations, including sports
organizations at the national level (Naderian,
2017). The football federation, as a prominent
authority in sports disciplines, recognizes the
necessity of succession management as one of
its key strategies. However, it is worth noting
that research on the concept of succession
management in sports organizations in the
country is limited in number. For further
investigation, several previous research studies
can be considered. Naderian's (2017) research
focused on the implementation of succession
planning in football clubs and identified
inhibiting and facilitating factors associated
with the process. Another study by Davoudi et
al. (2017) developed a framework for talent
identification and succession within the higher
education system, encompassing causal factors,
contextual factors, competency modeling, elite
search, empowerment, and maintenance.
Additionally, Alamdari (2018) designed a
model for succession planning in organizations,
highlighting five main criteria such as strategic
alignment, communication and strategic
network, talent search and identification,
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growth and excellence of successors, and
program monitoring and evaluation. The study
also presented a process model for the
competencies of public sector human resources
managers, emphasizing general administrative
system policies. Furthermore, The research
discussed focuses on succession management in
the Ministry of Sport and Youth; Karimi et al.
(2020) developed a model that highlights the
importance of culture building, support from
senior  managers, and various  other
requirements for successful implementation of
succession planning. Similarly, Zayer Hojgan et
al. (2021) presented a comprehensive talent
management and succession management
model that can create a competitive advantage
for organizations. Mohammadlou and Atai
(2021) also found that there are significant
obstacles to successful succession in sports
organizations, with the managerial dimension
having the most impact. Also, Akbari et al.
(2021) identified variables such as evaluating
individual, organizational, and process factors,
as well as determining policies and evaluating
successors, as predictors of successful
succession in sports organizations. Labbaf and
Naderian Jahormi (2022) emphasized the
importance of actions such as planning,
training, and talent management in creating
conditions for successful succession. Sabzevari
et al. (2022) highlighted the need for
organizations to allocate sufficient resources
and time for the complex and time-consuming
task of designing and implementing a
succession planning system. In addition to
domestic research, foreign research also
emphasizes the importance of succession
planning in sports organizations. Shand (2010)
highlights the pressure placed on athletes,
coaches, and managers in professional football,
and the importance of investing in young
players and coaches for future success.
Gammelsaeter (2013) conducted the first
literature review of leadership succession in
team sports, highlighting the need for a deeper
understanding of team dynamics and
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management. Timothy et al. (2014) also
emphasize the difference between succession
planning and replacement planning, stating that
the former is a proactive and ongoing effort to
ensure the continued success of a club or
federation. As well as, Pierce et al. (2017)
studied coaching succession in  women's
basketball and found that the previous
program's success rate is the strongest predictor
of future success rather than the coach's
personality. Kattuman & et al. (2019) also
found that changing coaches after poor
performance does not necessarily lead to better
results in professional football. Elol (2020)
evaluated the relationship between management
succession and sports performance in top
football clubs in the English Premier League
and found no significant connection between
victories and management succession. Galdino
& et al. (2021) also highlighted the importance
of evaluating coaches over time rather than
solely based on immediate results in Brazilian
football. Finally, Adel Nasser et al. (2022)
emphasize the importance of leadership
succession plans and identifying potential
future leaders in organizations for continued
success. Generally, Previous research has
shown the importance of succession
management and training future managers for
the development of organizations. However,
there is a lack of attention and planning for
succession management in sports federations,
including the football federation in Iran. This
lack of planning not only affects the
development of sports at the national level but
also hinders the potential for success in
international forums. It is crucial for sports
organizations to prioritize succession planning
and invest in training young, competent, and
motivated individuals for future leadership
positions. Further research is needed to address
this issue in sports organizations in the country.
Therefore, the current research aims to evaluate
the factors affecting succession management in
Iran's football federation, with the goal of
providing a basis for future research in other
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sports organizations. The results of this
research can benefit sports planners, managers
of the Ministry of Sports and Youth, managers
of sports federations, sports management
professors, coaches, and athletes.

Materials and Methods

The methodology of the current research is
quantitative, applied in terms of purpose, and
descriptive in terms of data collection. The
statistical population of the research is
knowledgeable people in the field of football
coaching and management. Since the dispersion
of the statistical population, 121 participants in
the Iranian football teachers' assimilation and
clarification course, including managers,
coaches, and football teachers who have a
football coaching degree, were selected as a
statistical sample; This sampling was done
based on  non-probability  convenience
sampling. The research tool is a questionnaire
adapted from Motaghi and Beheshtifar (2010)
succession questionnaire. The questionnaire has
41 questions in 3 components (organizational
factors, individual factors, and process factors);
organizational factors include 20 gquestions and
5 sub-components of organizational
commitment, technology, structure, motivation,
and strategy; Individual factors include 10

questions and 3 sub-components of interaction
and cooperation, training and adaptability; and
process factors include 11 questions and 3 sub-
components of planning, clarification and time
management. The construct validity of the
questionnaire was confirmed by factor analysis
(Table 2). Also, the content validity of the
questionnaire was confirmed by 13 experts in
this field, and Cronbach's alpha method was
used to check the reliability, and the result of
Cronbach's  alpha  coefficient of the
questionnaire in the SPSS version 24 software
was equal to 0.95. Considering that the figure
obtained from Cronbach's alpha is at a high
level, the reliability of the research
questionnaire was confirmed. The data was
analyzed using first and second-order
confirmatory factor analysis with AMOS
software version 24.

Results

Among the 121 participants of the research, 21
(17.4%) were club managers, 42 (34.7%) were
club instructors, and 29 (24%) were club
instructors and university lecturer. Also, 55%
of the statistical sample had 1-5 years of
experience. Other descriptive results related to
demographic characteristics are shown in Table
1.

Table 1. Description of the statistical sample

Variable Frequency Frequency percentage
Man 106 87.6
Gender
Female 15 12.4
Bachelor's degree 11 9.1
Education Master's degree 55 45.5
PhD 55 45.5
Club managers 21 17.4
Organizational position Club instructor 42 34.7
Club coaches 29 24
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University lecturers 29 24
AFC C Diploma 5 4.1
AFC B Diploma 40 33.1
Coaching degree AFC A Diploma 41 33.9
AFC D Diploma 18 14.9
no answer 17 14.0
no answer 17 14.0
1to 5 years 67 55.3
Experience
6 to 10 years 42 34.7
More than 10 years 12 10.0
First Order Confirmatory Factor Analysis second-order confirmatory factor analysis. The

results showed that the factor loadings for
questions related to organizational, individual,
and process dimensions were in a favorable
condition.

The validity of constructs related to succession
management in football human resource
management was investigated through first and

Table 2. Measurement equations of succession management questionnaire in football human resource
management (organizational factors, individual factors, process factors)

Factor Critical Variance Significance

Factor Components uestion . )
P Q loading value  explained level

1) Creating a culture of
stability and job security 0.66 - 0.43 0.001
among football coaches

2) Organizational culture that

encourages professional

training and improving the
Organizational skills of football coaches
Commitment

0.63 6.085 0.39 0.001

3) Guaranteeing the
Organizational implementation of the
factors succession program at all

levels of football coaches

0.80 6.808 65/0 001/0

4) High rate of the resignation

of key football coaches 041 2701 041 0.001

5) Using appropriate and
efficient information
Technology  technology to improve the 0.61 - 0.37 0.001
skills and abilities of football
coaches
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Factor Critical Variance Significance

Factor mponent tion . .
acto Components  Questio loading value  explained level

6) Existence of information
and communication systems in 0.42 4934 0.18 0.001
the football federation

7) Existence of a database of
competent and capable 0.62 5221 0.38 0.001
football coaches for promotion

8) The existence of a written
and transparent organizational
structure at all levels of
football

0.49 - 0.24 0.001

9) Having a specific trustee to
implement and  advance 0.72 7.714 051 0.001
succession programs

Structural 10) Intra-organizational
transfer of coaches to improve
the capabilities and skills 0.46 5729 0.21 0.001
needed by the football
federation

11) Integrating and aligning
the succession system with the
strategy of the Football
Federation

0.45 5.803 0.21 0.001

12) Existence of vacant
positions and no coaching 0.31 4212 0.10 0.001
tenure for a long time

13) Perfect fit between the job

characteristics of trainers and 0.46 5779 0.21 0.001
employees

14) Support and

encouragement  of  senior 0.78 - 0.60 0.001

football managers

15) The desire of the football

federation to attract talented

personnel to be appointed to 0.61 6.376  0.27 0.001
management jobs outside the

organization

Motivational

16) Motivating the internal
talents of football coaches 0.61 6562 027 0.001
through  the system of

compensation and rewards
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Factor Critical Variance Significance

Factor mponent tion . .
acto Components  Questio loading value  explained level

17) Emphasis and importance
of the organization on
improving the skills of
football coaches

0.58 6.019 0.23 0.001

18) Allocation of sufficient
funds for the implementation 0.89 - 0.79 0.001
of the succession program

19) Identifying the gap
Strategy between the needs and talents 0.39 4258 0.15 0.001
of football coaches

20) The presence of at least
two candidates for trainers 0.50 5031 050 0.001
required for foreign positions

1) acceptability of fostering by

the football federation 065 - 0.42 0.001

2) Educators' willingness to
transfer  experiences and 0.70 7.401 0.49 0.001

Interaction working knowledge to others

and 3) Voluntary willingness of
cooperation  rainers to participate in 0.77  7.996  0.60 0.001

educational programs
Individual
factors 4) Willingness of football
coaches to share professional 0.64 6.821 041 0.001

and personal records

5) High organizational
Education commitment and the desire to 0.84 - 0.71 0.001
maintain the trainers

6) Existence of individual
career development programs 0.56 6.830 0.31 0.001
for football coaches

7) The existence of a strong

and suitable evaluation system

for identifying the talents of 0.52 6.221 0.27 0.001
coaches on behalf of the

football federation

8) Holding training classes to

improve the abilities of 0.58 7.161 0.34 0.001
trainers
Adaptability ~ 9) creating a common sense 068 - 0.46 0.001

about the necessity of the
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Factor Critical Variance Significance

Factor mponent tion . .
acto Components  Questio loading value  explained level

succession system

10) Preparation of football
coaches for promotion to 0.86 7552 0.74 0.001
higher positions

1) Identification of qualified
trainers for promotion to 0.53 - 0.28 0.001
higher positions

2) aligning the skills of
trainers with the current and 0.59 5.395 0.35 0.001
future needs of the federation

3) Regular planning to identify

talents within the organization 067 5812 045 0.001

Planning
4) Comparing the strengths
and skills of the trainers with
the job opportunities available
in the federation

0.74 6.156  0.55 0.001

5) Evaluating the future needs
of the federation for the skills
and positions required by the
federation

0.85 6.569 72/0 0.001

Process factors

6) The goals and succession

.. 043 - 0.19 0.001
process are clear and specific

7) Simplicity and stability of
Organizational the process
transparency

0.79 5.092 0.63 0.001

8) The simplicity and
reliability = of  succession
planning by the senior
managers of the federation

0.85 5206 0.72 0.001

9) The stability of the
management team for the
continuous implementation of
this program

0.86 - 0.74 0.001

Time

Management 1) having a specific schedule
for the implementation of the
succession-parenting program

(annual/seasonal)

0.61 8.273 0.37 0.001

11) Introduction of the

program in a small area to g5 13.269 0.71 0.001
familiarize and trust the

coaches and senior managers
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. Factor Critical Variance Significance
Factor Components  Question . .
loading value  explained level
of the football federation
The significance of the relationship between  Second  Order  Confirmatory  Factor
observed variables and underlying variables  Analysis. Second-order confirmatory factor

cannot be determined solely based on the size
of coefficients, but a critical value must be
used. In this study, the critical value was found
to be higher than 1.96 for all questions,
indicating a significant relationship between the
questions and related components. This
information is detailed in Table 2.

analysis was used to achieve a more accurate
factor structure. This method assumes that the
underlying variables are also constituents of the
larger factor. In other words, the larger factor is
made up of the extracted factors from the first-
order factor analysis.

Table 3. second-order confirmatory factor analysis indices for organizational, individual, and process

components
. Variance
Variable Components Path_ . Critical explained  Significance
coefficient value (R?)

Organizational Commitment 0.95 - 0.89 0.001

Technology 0.72 5.089 0.52 0.001
Organizational ~gi 4 ral 0.75 5556 0.56 0.001
Factors

motivational 0.82 6.529 0.68 0.001

Strategy 0.88 7.471 0.77 0.001

Interaction and cooperation 0.88 - 0.78 0.001
Individual Education 0.95 8211 001 0.001
Factors

Adaptability 0.80 5.828 0.64 0.001

planning 0.85 - 0.72 0.001
Process Organizational transparency 0.79 4.310 0.63 0.001
Factors

Time Management 0.88 6.828 0.77 0.001
According to Table 3, the second-order  states that the independent variables of

measurement model for organizational factors
showed acceptable fit indices, indicating good
construct validity. The factor loadings for
variables related to organizational factors,
individual factors, and process factors were all
above 1.96, indicating a favorable condition.
Also, the amount of total explained variance
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organizational factors include organizational
commitment  (0.95), technology (0.72),
structural  (0.75), motivation (0.82), and
strategy (0.88), as well as independent variables
of individual factors including interaction and
cooperation (0.88), training (0.95) and
adaptability and independent variables of
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process factors including planning (0.85),  between the observed items and the general
organizational transparency (0.79) and time  components indicates the existence of a suitable
management (0.88) can predict process factors.  factor structure.
Also, in Figures 1, 2, and 3, the relationship
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Discussion

The research on succession management in
Iranian football human resources found that all
three factors -organizational, individual, and
process - had a significant impact on succession
management. Organizational factors such as
organizational commitment, strategy,
motivation, structure, and technology were the
most influential, followed by individual factors
like education, interaction and cooperation, and
adaptability. The process factor with the most
impact included time management, planning,
and organization transparency.

The first-order factor analysis showed that all
indices had a good fit and confirmed the
relationship between the questions and their
components. The questions with the highest
factor loading included guaranteeing the
implementation of succession programs for all
levels of football coaches in the organizational
commitment component, the readiness of
coaches for higher positions in the adaptability
component, and the stability of the management
team for continuous implementation of the
succession plan in the time management
component.

The second-order factor analysis showed that
organizational factors had the greatest impact,
with organizational commitment, strategy,
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motivation, structure, and technology having
the most influence in that order. Organizational
commitment is crucial for success in sports
organizations, and it is closely monitored by
federations. Proper planning and budget
allocation are also important for cultivating
young and talented individuals for future
coaching and managerial positions. A clear and
written organizational structure is necessary for
effective succession management, and there
should be support and motivation for domestic
talent. Technology, particularly the use of the
internet and educational software, is also
crucial for success in sports. This aligns with
previous research by Farhangian et al. (2021),
Zayer Hojgan et al. (2021), Shand (2010),
Naderian (2017), Alamdari (2018), Davoudi et
al. (2017), and Karimi et al. (2020).

The individual factor was also found to be
significant in evaluating succession
management in football human resources, with
education, interaction, cooperation, and
adaptability being the Kkey components.
Education is crucial for success in any
organization, and it is important to determine
the necessary competencies for different
positions in order to train competent
individuals. It is also essential for experienced
individuals to pass on their knowledge and
experiences to younger generations, and this
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can only be achieved through proper interaction
and communication. Adaptability is also
important in creating a common understanding
of the necessity of succession systems in sports
organizations. This is supported by previous
research by Pierce et al. (2017) and Labbaf and
Naderian Jahormi (2022). However, the
findings of this research contradict those of Elol
(2020), which do not consider the relationship
between succession plans and individual
characteristics as significant for the success of
sports teams and organizations.

Finally, In terms of process factors, time
management, planning, and organizational
transparency were found to be the most
influential in succession management. Time
management is crucial for success in football,
as it involves effectively using resources to
achieve goals. Planning is also important, as
neglecting it can lead to challenges and
decrease effectiveness in organizations. It is
necessary for senior managers of the federation
to have a clear and specific goal for succession
management and to have a transparent and
reliable succession program. This aligns with
previous research by Labbaf and Naderian
Jahormi  (2022), Davoudi et al. (2017),
Alamdari (2018), Kattoman et al. (2019),
Karimi et al.,, Akbari et al. (2021), and
Sabzevari et al. (2022).

Conclusion

Succession in sports organizations is a crucial
issue, as there is a shortage of capable and
skilled managers, and the football industry is
rapidly growing. Without proper succession
planning, there may be a significant void in key
positions and a lack of competent individuals to
fill them. By formulating strategic plans and
focusing on succession management, the
Football Federation can ensure the future
success of the organization. It is necessary for
all organizations related to football to have a
written plan for training talented individuals
and preparing them for succession in all
aspects. It is also important to design specific
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training  programs  that consider the
requirements of the relevant job and address
any shortcomings of the individual in their role.
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