Global Scientific and Academic Research Journal of Economics, Business and Management ISSN: 2583-5645 (Online)

Global Scientific and Academic Research Journal of Economics, Business and
Management

ISSN: 2583-5645 (Online)

Frequency: Monthly

Published By GSAR Publishers

Journal Homepage Link- https://gsarpublishers.com/journals-gsarjebm-home/

Succession Planning and Organizational Continuity: A Conceptual Review
By
Nkem Nneka Chidi-Abali* and Prof. M.D. Tamunomiebi?

L2Department of Employee Relations and Human Resource, Faculty of Management Sciences, Rivers, State University,
Nkpolu- Oroworukwo, PMB 5080, Port Harcourt, Nigeria

Abstract

This paper presents a conceptual review of succession planning as a strategic mechanism for
ensuring organizational continuity. In an era marked by leadership volatility, demographic shifts,
and operational complexity, succession planning has evolved beyond talent replacement into a
core component of organizational resilience. Anchored in the Resource-Based View, Human
Capital Theory, Contingency Theory, and Dynamic Capabilities Theory, this review explores how
structured succession frameworks enable organizations to sustain leadership pipelines, preserve
institutional knowledge, and maintain strategic alignment during transitions. The paper
synthesizes findings from cross-sectorial literature—spanning private enterprises, public
institutions, and nonprofit organizations—to highlight best practices, ethical considerations, and
contextual challenges, particularly in developing economies. A conceptual framework is
proposed to illustrate the dynamic interaction between succession processes, enabling conditions,
and continuity outcomes. The study concludes with implications for practice and future research,
positioning succession planning as a vital tool for fostering sustainable performance and
organizational longevity.
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In both corporate and nonprofit sectors, the lack of structured
succession planning has been linked to business failure,
diminished  stakeholder  confidence, and operational
discontinuities (Payne et al., 2018; Mukhama, 2023).
Conversely, organizations that institutionalize succession
strategies often demonstrate resilience, improved employee
engagement, and better alignment between leadership and
organizational goals (Ugoani, 2020; Zafar & Akhtar, 2020).

INTRODUCTION

Organizational continuity — the ability of a firm to sustain
operations and strategic direction despite disruptions in
leadership — is increasingly recognized as an important
determinant of long-term success. In a rapidly evolving global
business environment marked by talent shortages,
demographic shifts, and leadership attrition, succession
planning has emerged as a strategic imperative for
safeguarding organizational stability and ensuring leadership
continuity across all sectors (Martin & O’Shea, 2021).

The challenge is even more acute in developing countries,
where succession planning is often undermined by informal
structures, lack of leadership development culture, and
overreliance on founder-led models (Olalekan & Bienose,
2021; Akinyele et al., 2015). In family-owned businesses, for

Succession planning is not merely an HR administrative task
but a proactive, systematic process aimed at identifying,
developing, and retaining individuals capable of assuming

critical leadership roles when vacancies occur (Rothwell,
2010). Inadequate succession mechanisms can lead to
leadership voids, strategic misalignment, and reputational
damage, particularly in contexts where organizational
knowledge is heavily concentrated in a few individuals
(Michels, 2011; Dauda, 2013).

instance, the failure to establish formal succession protocols
has led to the collapse of enterprises upon the exit of founding
members (Olalekan & Bienose, 2021). Similarly, in public
institutions, political interference and the absence of
leadership pipelines create uncertainty and compromise
service delivery (Payne et al., 2018).
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Despite growing interest in succession planning as a strategic
HRM function, the literature remains fragmented. There is
limited conceptual clarity on how succession mechanisms
directly contribute to organizational continuity, especially
across varying organizational types and cultural contexts
(Siambi, 2022; Estedadi & Hamidi, 2015). Moreover, the
empirical focus has largely favored either leadership
development or risk mitigation, without fully integrating both
within a systems-thinking framework.

This seminar seeks to contribute to this discourse by offering
a structured, conceptual review that synthesizes key models,
theories, and evidence on succession planning and its linkage
with organizational continuity. By critically examining both
academic literature and practical frameworks, this work aims
to build a foundational understanding suitable for informing
policy, strategy, and future research.

Objectives of the Review
The objectives of this conceptual review are to:

i Critically examine the theoretical underpinnings of
succession planning within the frameworks of the
Resource-Based View, Human Capital Theory,
Contingency Theory, and Dynamic Capabilities
Theory.

ii. Analyze the relationship between succession
planning and organizational continuity, highlighting
the mechanisms through which leadership
transitions influence long-term sustainability.

iii. Synthesize existing empirical and conceptual
literature to identify best practices, ethical
considerations, and contextual challenges in
succession planning across diverse organizational
settings.

iv. Develop a conceptual framework illustrating the
interplay between succession processes, enabling
organizational conditions, and continuity outcomes.

V. Provide evidence-based recommendations for
policymakers, HR professionals, and organizational
leaders on designing succession planning strategies
that enhance resilience and performance.

CONCEPTUAL CLARIFICATIONS

Succession planning and organizational continuity are distinct
yet deeply interconnected concepts within the broader field of
Human Resource Management (HRM). Understanding their
definitions, scope, and evolving interpretations is essential for
building a conceptual foundation upon which strategic HR
policies and practices can be developed.

Succession Planning: Definition and Dimensions
Succession planning is most commonly defined as a
systematic and strategic process for identifying, developing,
and retaining key talent capable of filling critical leadership or
technical roles as they become available (Atwood, 2020). It
involves anticipating future leadership needs and preparing a
talent pipeline through mentoring, training, and leadership
development initiatives (Harrell, 2016).

According to Rothwell (2010), effective succession planning
includes not only executive roles but also mission-critical
positions across all organizational levels. This perspective
contrasts with more traditional, top-down approaches that
narrowly focus on senior leadership, particularly the CEO. A
more inclusive approach emphasizes “bench strength” and
continuity across operational layers (Pandey & Sharma,
2014).

Succession planning typically encompasses the following
components: identification of critical roles, competency
mapping and leadership profiling, talent assessment and
readiness analysis, developmental interventions (e.g.,
coaching, rotations, and training), knowledge transfer
mechanisms

Estedadi and Hamidi (2015) stress that succession planning
should not be a reactive measure triggered by impending
retirements but rather a proactive, continuous organizational
strategy that aligns talent development with long-term vision
and values.

Organizational Continuity: Definition and Core Principles
Organizational continuity refers to an organization’s capacity
to maintain essential functions, operations, and strategic
direction during and after significant disruptions, such as
leadership turnover, crises, or systemic shocks (Véronneau et
al., 2013). While historically linked to disaster recovery and
business continuity planning, recent literature expands its
scope to include resilience, leadership continuity, and
strategic adaptability (Corrales-Estrada et al., 2021).

Continuity planning often involves: risk identification and
impact analysis, leadership succession planning, cross-
functional communication systems and resilience-building
practices across departments

Corrales-Estrada et al. (2021) highlight the integration of
sustainability and resilience capabilities into organizational
continuity frameworks, emphasizing the need for adaptive
systems and agile leadership structures. In this view,
leadership continuity is not only about filling vacancies but
about preserving institutional knowledge, values, and culture
in dynamic environments.

Distinguishing and Connecting the Concepts

Although conceptually distinct, succession planning is
increasingly recognized as a critical enabler of organizational
continuity. Whereas succession planning focuses on preparing
individuals for future roles, continuity planning ensures that
the organization as a system can withstand and adapt to
change (Martin & O’Shea, 2021).
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Table 1 — Distinguishing and Connecting the Concepts of
Succession Planning and Organizational Continuity

Succession Planning Organizational Continuity

Talent-focused System-focused

Proactiveleadership
development

Often HR-led

Operational resilience and
sustainability
Cross-functional integration

Both future- and crisis-

Future-oriented .
oriented

The intersection of these two domains lies in their shared goal
of minimizing disruption and ensuring strategic alignment
during times of transition. Organizations that integrate
succession planning into their continuity strategies tend to
demonstrate greater agility, reduced downtime, and stronger
leadership pipelines (Harrell, 2016; Pandey & Sharma, 2014).

Theoretical Framework

A strong theoretical foundation is essential for understanding
how succession planning contributes to organizational
continuity. Several interrelated theories help explain the
dynamics between leadership transitions, talent development,
strategic alignment, and organizational resilience. This section
discusses the most relevant frameworks: The Resource-Based
View (RBV), Human Capital Theory, Contingency Theory,
and emerging perspectives such as Dynamic Capabilities
Theory.

Resource-Based View (RBV)

The Resource-Based View posits that sustainable competitive
advantage arises from the possession and strategic use of
valuable, rare, inimitable, and non-substitutable (VRIN)
resources. Human capital — especially in the form of
leadership talent — qualifies as such a resource when
effectively managed (Gerhart & Feng, 2021; Ployhart, 2021).
Succession planning fits within the RBV framework as a
deliberate strategy to develop and retain internal talent, thus
ensuring continuity and reducing dependency on external
recruitment (Chukwuma et al., 2022). When succession plans
are integrated into long-term strategic planning, organizations
are better positioned to preserve core competencies, maintain
institutional  knowledge, and adapt to environmental
turbulence (Wiengarten et al., 2013). This theory is
particularly useful in highlighting how leadership continuity is
not just a risk-avoidance tactic, but a resource optimization
strategy, especially in family businesses and SMEs
(Hannevig, 2025; Magasi, 2021).

Human Capital Theory

Human Capital Theory emphasizes that investments in
employee education, experience, and development yield
returns in the form of enhanced performance and
organizational value (LeCounte et al., 2017). Succession
planning serves as an HR mechanism for strategically
nurturing leadership capital, thus transforming individuals
into institutional assets.

In this context, succession planning is not limited to the
replacement of retiring leaders but is a means of sustaining

organizational knowledge, culture, and strategic direction
(Siambi, 2022; Mukhama, 2023). Organizations that invest in
leadership development as part of succession frameworks
often experience smoother transitions, stronger employee
engagement, and long-term stability (Maria-Goretti & Mary,
2020).

Contingency Theory

Contingency Theory posits that there is no one-size-fits-all
approach to management; instead, the effectiveness of any
strategy depends on the internal and external environment in
which it is implemented (Pertusa-Ortega et al., 2010).
Succession planning and its impact on continuity are therefore
contingent on organizational structure, size, industry, culture,
and leadership dynamics (Di Prima, 2024). This theory is
particularly useful in explaining why some succession models
succeed in large multinationals but fail in family-owned or
public organizations where informal networks and cultural
factors dominate (Olalekan & Bienose, 2021; Akinyele et al.,
2015). It also emphasizes the need for adaptive strategies that
align succession efforts with contextual realities, such as
regulatory demands, technological shifts, or generational
transitions.

Dynamic Capabilities and Emerging Perspectives

Recent work by Cragun & Ulrich (2024) introduces a
Dynamic Succession Planning Theory, building on the
Dynamic Capabilities framework. This perspective treats
succession planning as an ongoing, flexible capability that
enables organizations to integrate, reconfigure, and renew
their talent systems in response to changing strategic
demands.

This model positions succession planning not as a static
process but as part of an organization’s agility infrastructure
— a core mechanism for sensing talent gaps, seizing
leadership opportunities, and transforming HR practices to fit
future states.

Similarly, the knowledge-based view, often coupled with
RBV, further supports the argument that succession planning
preserves organizational memory and intellectual capital, both
of which are critical for maintaining continuity in turbulent
environments (Michels, 2011; Véronneau et al., 2013).

Integrated Theoretical Implication

Collectively, these theories underscore that succession
planning is more than an HR routine. It is a strategic and
theoretical construct that intersects with resource optimization
(RBV), value creation (Human Capital), environmental
alignment (Contingency), and adaptive learning (Dynamic
Capabilities). Understanding these theories helps frame
succession planning not just as a practice, but as a strategic
orientation toward resilience, sustainability, and continuity.

Succession Planning: Models and Practices

Succession planning has evolved from an administrative HR
function to a strategic, evidence-based discipline that
incorporates  forecasting, leadership development, risk
mitigation, and ethics. This section reviews key succession
planning models, highlights best practices for diverse
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organizational contexts, and examines global and local
variations.

Best Practices in Succession Planning
Drawing from multiple systematic reviews and organizational
case studies, several best practices have emerged:

Table 2 — Best Practices in Succession Planning Across
Different Organizational Contexts

Best Practice Description

Succession efforts must be
championed by top executives to
gain traction (Weisblat, 2018).

Leadership Buy-In

Talent Pools vs. Modern approaches favor building
Replacement Charts  flexible talent pools rather than
fixed succession lists (Bano et al.,
2022a).

Performance-
Potential Balance

High performers are not always
high potentials; development
strategies should be tailored

accordingly.

Integration with Effective succession planning is
Strategy tied to long-term goals, not just
reactive needs (Bano et al., 2022b).

Diversity and Programs should address equity and
Inclusion include underrepresented talent
groups (Wilson, 2018).

Continuous Review  Succession plans must be updated
and Feedback regularly based on internal mobility
and external change.

These practices as shown in Table 2, reflect a shift from
succession as a one-time intervention to a dynamic capability
embedded in organizational culture (Cragun & Ulrich, 2024).

Succession Planning as a Strategic Practice

Contemporary literature underscores the importance of
succession planning as a core strategic practice, rather than an
isolated HR project. Weisblat (2018) and Atwood (2020)
advocate for succession architecture — where career
development, competency modeling, and risk management are
aligned through a succession framework.

This is supported by Cragun & Ulrich (2024), who argue that
organizations must move toward agile succession systems that
respond to real-time data, market shifts, and organizational
learning — a dynamic, iterative process rather than a static
plan.

Organizational Continuity: Principles and
the Role of HRM

Organizational continuity refers to an entity’s ability to
sustain its operations, strategic intent, and core functions in
the face of internal disruptions (like leadership turnover) or
external shocks (e.g., economic, political, or technological

changes). Although often associated with disaster recovery
and risk management, continuity is increasingly viewed
through a broader lens that includes resilience, sustainability,
and long-term talent planning — domains where HRM plays a
critical role (Proenca, 2022).

Core Principles of Organizational Continuity
Organizational continuity is built upon several foundational
principles as presented in Table 3 that align with both
strategic management and human resources practices:

Table 3 — Core Principles of Organizational Continuity

Principle Description

Leadership Continuity ~ Ensures that critical leadership
positions are never left vacant,
minimizing decision-making
disruption.

Knowledge Preservation  Retains institutional memory
through documentation,
mentoring, and onboarding
processes.

Resilience Infrastructure  Builds adaptive capacity across
teams and systems to cope with
change.

Cultural Consistency Maintains organizational
values and mission alignment

during transitions.

Stakeholder Trust Reinforces confidence among
employees, investors, and

clients through visible stability.

As emphasized by Véronneau et al. (2013), continuity is not
merely about “surviving change™ but about thriving amidst
uncertainty through structured foresight and planning.

HRM as a Continuity Enabler

The HR function plays a dual role in organizational
continuity: it is both a strategic planner of talent sustainability
and an operational guardian of workforce resilience. Truss
(2008) argues that in the modern public sector, HR is uniquely
positioned to balance continuity and transformation, ensuring
that change initiatives do not disrupt core functions or
compromise institutional integrity.

Key HR Contributions to Continuity:

i Workforce Planning: HR ensures that future staffing
needs align with organizational strategy and that
potential gaps are proactively addressed through
talent forecasting and role redesign (Bass, 1994).

ii. Succession System Design: As seen in earlier
sections, HR designs and monitors succession
pipelines to safeguard leadership continuity across
units.

iii. Organizational Learning: HR facilitates learning
and development systems that make the
organization "learning-capable,” ensuring

*Corresponding Author: Nkem Nneka Chidi-Abali.

[Nelel

This work is licensed under a Creative Commons Attribution-NonCommercial 4.0 International License.

© Copyright 2025 GSAR Publishers All Rights Reserved
Page 69




Global Scientific and Academic Research Journal of Economics, Business and Management ISSN: 2583-5645 (Online)

adaptability and internal knowledge retention
(Proenga, 2022).

iv. Performance and Culture Alignment: HR ensures
that leadership transitions do not erode the
organizational culture or performance expectations,
thereby supporting consistent behavior and values
transmission.

V. Employee Engagement and Communication: In
periods of leadership change or restructuring, HR
provides psychological safety and motivation
through transparent communication, emotional
intelligence, and engagement frameworks.

Conceptual Linkage

Succession planning acts as a mechanism for continuity,
bridging talent transitions with operational stability. When
organizations proactively identify and develop successors,
they reduce the risk of leadership vacuums, preserve
institutional memory, and sustain strategic momentum during
periods of turnover or crisis (Martin & O’Shea, 2021;
Rothwell, 2010).

As Weisblat (2018) emphasizes, succession planning is more
than replacing leaders — it’s about building a continuity
culture, where leadership readiness is embedded into talent
development and organizational design.

Key Linkages:
i Talent Readiness — Continuity of Leadership

Vision

ii. Knowledge Transfer — Retention of Organizational
Memory

iii. Strategic Alignment — Reduced Transition Friction

iv. Employee Confidence — Workforce Stability
during Change

These links are further reinforced in the Dynamic Succession
Planning Theory (Cragun & Ulrich, 2024), which positions
succession as a capability within a larger continuity
architecture.

Empirical Evidence of Impact
a. Private Sector

Studies have shown that firms with structured succession
plans report greater financial performance, innovation
continuity, and leadership effectiveness (Chukwuma et al.,
2022; Zafar & Akhtar, 2020). In family-owned firms,
succession planning increases survival rates beyond the
founding generation (Olalekan & Bienose, 2021; Magasi,
2021).

b. Public Sector
In government and healthcare, succession planning enhances
service continuity, compliance, and leadership development
(Payne et al., 2018; Truss, 2008). The absence of such
systems often results in skill gaps and institutional drift.

¢. Nonprofits

Nonprofit organizations with succession systems in place are
more likely to retain donor confidence and mission focus
during transitions (Mukhama, 2023; Michels, 2011).

Systemic Integration: From Practice to Strategy
Many scholars now argue that succession planning should be
integrated into strategic continuity planning rather than treated
as a reactive, HR-only concern (Bano et al., 2022a; Ployhart,
2021). This integration involves:
i Linking succession metrics to continuity KPIs
ii. Including HR in risk management and sustainability
teams
iii. Developing enterprise-wide leadership pipelines
iv. Embedding knowledge transfer protocols into exit
and onboarding processes

Proenca (2022) notes that in sustainable HRM systems,
succession planning aligns with continuity goals by promoting
ethical talent development, inclusive leadership, and system-
level resilience.

Human Capital and Organizational Memory as
Continuity Drivers

Both Human Capital Theory and RBV frame succession
planning as a process of capital preservation. When
successors are developed internally, they bring not only skills
but also cultural fluency, institutional memory, and strategic
alignment, which are difficult to replicate externally (Gerhart
& Feng, 2021; LeCounte et al., 2017).

These insights support the proposition that effective
succession planning amplifies continuity outcomes by
safeguarding intangible assets during change.

Succession planning is a strategic enabler of organizational
continuity. By ensuring that leadership transitions are smooth,
knowledge is preserved, and future talent is prepared,
organizations reduce risk and increase their capacity to adapt.
Across sectors, empirical and theoretical evidence
consistently supports the view that succession planning is not
optional — it is essential for long-term viability and system
resilience.

Challenges and Barriers to Effective Succession Planning
Despite widespread recognition of its strategic value,
succession planning remains underdeveloped or poorly
executed in many organizations, especially in the Global
South and public sector institutions. This section explores the
structural, cultural, organizational, and behavioral challenges
that impede effective succession planning and compromise
organizational continuity.

Structural and Organizational Challenges
a. Lack of Formal Structures

In many small and medium-sized enterprises (SMEs),
nonprofits, and family businesses, succession planning
remains informal or undocumented, often dependent on
founder instincts or personal relationships rather than
structured HR processes (Magasi, 2021; Olalekan & Bienose,
2021).

b. Inadequate Strategic Alignment
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Succession planning is often siloed within HR departments
and disconnected from overall strategic planning or risk
management functions, leading to inconsistent or reactive
practices (Weisblat, 2018; Bano et al., 2022a).

¢. Short-Termism and Leadership Turnover
High executive turnover, political appointments, or focus on
short-term performance metrics can deprioritize long-term
talent development and succession investments, especially in
public sector institutions (Truss, 2008; Payne et al., 2018).

Leadership-Related and Behavioral

Barriers

a. Fear of Replacement or Talent Hoarding
Senior leaders often resist succession planning due to fears of
being replaced or losing influence. This "talent hoarding"
behavior creates bottlenecks in talent pipelines and
undermines knowledge transfer (Wilson, 2018; Ugoani,
2020).

b. Bias and Favoritism
Subjectivity in identifying successors — often influenced by
political loyalty, personal affiliations, or unconscious biases
— can lead to inequitable development opportunities and
erode trust in the system (Estedadi & Hamidi, 2015; Maria-
Goretti & Mary, 2020).

¢. Resistance to Change
Organizations with rigid hierarchies or strong status quo
cultures may resist institutionalizing succession frameworks,
particularly if they disrupt traditional power structures (Bass,
1994; Harrell, 2016).

Contextual  Barriers in  Developing

Economies

a. Cultural Norms and Founder Dependency
In many African and South Asian contexts, cultural values
place succession authority solely in the hands of founders or
elders, limiting the adoption of merit-based or inclusive
succession models (Olalekan & Bienose, 2021; Chukwuma et
al., 2022).

b. Lack of HR Infrastructure
Public institutions and SMEs in developing countries often
lack trained HR professionals or analytics systems to
implement succession tools like talent grids or competency
mapping (Siambi, 2022; Mukhama, 2023).

c. Political Interference and Cronyism
In state-run or politicized organizations, succession decisions
may be driven by partisan loyalty rather than organizational
need, reducing transparency and continuity outcomes (Payne
et al., 2018; Di Prima, 2024).

Conceptual Framework: Succession

Planning for Organizational Continuity

A conceptual framework serves as a map of relationships
among key variables, enabling researchers and practitioners to
visualize how succession planning strategies interact with
organizational systems to influence continuity outcomes. The

model below integrates theoretical insights from the
Resource-Based View (RBV), Human Capital Theory,
Contingency Theory, and Dynamic Capabilities Theory,
grounded in empirical literature from diverse organizational
contexts.

HR Capabilities Organizational

Sueresdon Planning Processes
Identificarion — Development — D

Stakehelder trust and confidence

- Swategic resilicace and adaptability

Figure 1: Conceptual Model Linking Succession Planning
to Organizational Continuity Outcomes

Theoretical Integration

Table 2 — Theoretical Frameworks Underpinning
Succession Planning and Organizational Continuity

Theory Role in Framework
Resource- Succession planning as a strategic use of
Based internal human capital for sustainable advantage
View(RBV) (Gerhart & Feng, 2021).
Human Justifies investment in leadership development
Capital to enhance firm performance (LeCounte et al.,
Theory 2017).

Contingency Recognizes variation in success based on
Theory environmental and organizational context
(Pertusa-Ortega et al., 2010).

Dynamic  Views succession as a capability to sense, seize,
Capabilities  and reconfigure leadership assets (Cragun &
Ulrich, 2024).

This conceptual framework positions succession planning not
as a linear HR process but as a dynamic, multi-variable
strategic function that supports long-term organizational
sustainability. It highlights the enabling conditions, internal
processes, and contextual variables that shape continuity
outcomes — offering a roadmap for both researchers and
practitioners.

Implications for Practice and Future

Research Directions

Practical Implications

The review reveals that succession planning is a strategic
imperative for organizational continuity, not a tactical HR
function. Practitioners across sectors should recognize the
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broader

organizational risks of not institutionalizing

succession systems. Specific implications include:

HR Professionals must shift from administrative
talent replacement to strategic workforce continuity
management, embedding succession into leadership
development and knowledge management systems.
Executives and Boards should treat succession
planning as a governance responsibility, linking it to
enterprise risk and sustainability planning.
Family-Owned and Small Businesses need to
formalize succession frameworks early, moving
beyond founder-dependent models to structured
internal development.

Public Sector Institutions should implement merit-
based, transparent systems that withstand political
transitions and support service continuity.

Future Research Directions
Although significant theoretical and empirical groundwork
exists, several gaps remain:

Contextual Studies in Developing Economies: More
empirical work is needed to explore how succession
models are adapted in non-Western, low-resource
environments, particularly in public and informal
sectors.

Gender and Diversity in Succession: Research
should investigate how inclusive succession
planning  impacts  leadership  equity and
organizational culture.

Digital Tools and HR Analytics: Future studies
could explore how Al and predictive analytics
enhance succession readiness and leadership risk
modeling.

Longitudinal Outcomes: There is a need for long-
term studies examining the effects of succession
planning on firm survival, innovation, and strategic
realignment during transitions.

Integration with Crisis and Continuity Planning:
Research should develop integrated models that
treat succession as a core component of resilience
and continuity frameworks, especially post-COVID-
19.

Conclusion

This conceptual review underscores that succession planning
and organizational continuity are deeply interconnected
strategic constructs. Succession planning serves as a powerful
mechanism for preserving leadership stability, institutional
knowledge, and stakeholder confidence — all of which are
vital for sustainable performance and resilience in the face of

change.

Drawing on Resource-Based View, Human Capital Theory,
Contingency Theory, and emerging Dynamic Capabilities
perspectives, the review shows that succession planning is not
just about replacing leaders — it is about future-proofing the
organization.

Despite
challenged by leadership

its value, effective implementation remains

resistance, structural gaps,

contextual constraints, and ethical concerns. However, when
designed strategically, succession planning can significantly
enhance an organization's capacity to endure, evolve, and
excel, even amid uncertainty.

REFERENCES

1.

10.

11.

12.

13.

Akinyele, S. T., Ogbari, M., Akinyele, F. A., &
Dibia, K. (2015). Succession planning and its
impact on organizational survival. Journal of
Research in National Development, 13(2), 1-10.
Atwood, C. (2020). Succession planning basics.
Association for Talent Development.

Bano, Y., Omar, S. S., & Ismail, F. (2022).
Succession  planning  best  practices  for
organizations: A systematic literature review
approach. International ~ Journal ~ of  Global
Optimization and Its Application, 1(1), 39-48.

Bano, Y., Omar, S. S., & Ismail, F. (2022).
Succession planning best practices for large and
small organizations. Mediterranean Journal of
Social Sciences, 13(2), 11-21.

Bass, B. M. (1994). Continuity and change in the
evolution of work and human resource
management. Human resource management, 33(1),
3-31.

Chukwuma, I. O., Ohakim, E. C., Agbaeze, E. K.,
Alaefule, F. O., lwobi, U. M., Ugwuja, G. C., &
Ojonugwa, J. (2022). Succession planning and
financial performance: A resource-based view
analysis. International Journal of Research and
Innovation in Social Science, 6(1), 749-753.
Corrales-Estrada, A. M., Goémez-Santos, L. L.,
Bernal-Torres, C. A., & Rodriguez-Lépez, J. E.
(2021). Sustainability and resilience organizational
capabilities to enhance business continuity
management: A literature
review. Sustainability, 13(15), 8196.

Cragun, O. R., & Ulrich, M. D. (2024). Dynamic
Succession  Planning  Theory: A Dynamic
Capabilities Perspective of Succession
Planning. International Journal of Management
(13Mm), 15(6), 179-200.

Dauda, A. (2013). Business Continuity and
Challenge of Succession in Nigeria: What happens
when the CEO leaves?.

Di Prima, C. (2024). Assessing HR analytics
impact: A contingency theory of HR management
perspective.

Estedadi, E., & Hamidi, K. (2015). The importance
of succession planning in organizations. Advanced
Social Humanities and Management, 2(3), 41-47.
Gerhart, B., & Feng, J. (2021). The resource-based
view of the firm, human resources, and human
capital:  Progress and prospects. Journal  of
management, 47(7), 1796-1819.

Hannevig, H. (2025). The influence of CEO
succession on ambidextrous strategies in family
versus nonfamily SMEs: A knowledge-and

*Corresponding Author: Nkem Nneka Chidi-Abali.

This work is licensed under a Creative Commons Attribution-NonCommercial 4.0 International License.

[Nelel

© Copyright 2025 GSAR Publishers All Rights Reserved

Page 72



Global Scientific and Academic Research Journal of Economics, Business and Management ISSN: 2583-5645 (Online)

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

resource-based view. BRQ Business Research
Quarterly, 23409444251343099.

Harrell, E. (2016). Succession planning: what the
research says. Harvard Business Review, 94(12),
70-74.

LeCounte, J. F., Prieto, L. C., & Phipps, S. T.
(2017). CEO  succession  planning  and
organizational performance: A human capital theory
approach. Journal of Leadership, Accountability,
and Ethics, 14(1), 46-57.

Magasi, C. (2021). Management succession
planning and  family-owned  manufacturing
businesses survival: The moderating role of firm’s
background variables.

Maria-Goretti, O. C., & Mary, O. E. (2020).
Succession planning and organisational continuity
in selected food and beverage firms in Anambra
State. IIME, 2(1).

Martin, C. M., & O'Shea, K. (2021). Succession
planning for organizational stability. Nursing
management, 52(4), 12-20.

Michels, S. M. (2011). Organizational continuity: A
succession plan for a nonprofit organization. The
College of St. Scholastica.

Mukhama, S.  (2023). Succession  planning
strategies to ensure leadership continuity in
nonprofit  organizations (Doctoral  dissertation,
Walden University).

Olalekan, A. S. I. K. H. I. A, & BIENOSE, V. C.
(2021). Management succession planning and
family business continuity in Lagos State,
Nigeria. International Organization of Scientific
Research, 23(3), 1-15.

Pandey, S., & Sharma, D. (2014). Succession
planning practices and challenges: Study of Indian
organisations. Procedia Economics and
Finance, 11, 152-165.

Payne, R. A., Hovarter, R., Howell, M., Draws, C.,
& Gieryn, D. (2018). Succession planning in public
health:  addressing  continuity, costs, and
compliance. Nurse Leader, 16(4), 253-256.
Pertusa-Ortega, E. M., Molina-Azorin, J. F., &
Claver-Cortés, E. (2010). Competitive strategy,
structure and firm performance: A comparison of
the resource-based view and the contingency
approach. Management Decision, 48(8), 1282-1303.
Ployhart, R. E. (2021). Resources for what?
Understanding performance in the resource-based
view and strategic human capital resource
literatures. Journal of Management, 47(7), 1771-
1786.

Proenga, T. (2022). Sustainability and the role of
HRM. Revista de Administragéo de
Empresas, 62(5), €0000-0028.

Rothwell, W. (2010). Effective succession planning:
Ensuring leadership continuity and building talent
from within. Amacom.

28. Siambi, J. K. (2022). Leadership succession
planning and organization transition: A review of
literature. International Journal of Managerial

Studies and Research, 10(3), 16-30.

29. Truss, C. (2008). Continuity and change: the role of
the HR function in the modern public sector. Public

administration, 86(4), 1071-1088.

30. Ugoani, J. (2020). Management succession planning
organizational
sustainability. International Journal of Economics

and its effect on

and Business Administration, 6(2), 30-41.

31. Véronneau, S., Cimon, Y., & Roy, J. (2013). A
organizational
continuity. Journal of Transportation Security, 6(3),

model for improving

209-220.

32. Weisblat, I. A. (2018). Literature review of

succession planning strategies
tactics. Succession planning:
organizational sustainability, 11-22.

33. Wiengarten, F., Humphreys, P., Cao, G., &
McHugh, M. (2013). Exploring the important role
of organizational factors in IT business value:
Taking a contingency perspective on the resource-
based view. International Journal of Management

Reviews, 15(1), 30-46.

34. Wilson, V. (2018). Succession planning models,
conceptual maps: Ethical considerations and best
practices. In Succession planning:  Promoting
organizational sustainability (pp. 199-211). Cham:

Springer International Publishing.

35. Zafar, A., & Akhtar, G. K. H. (2020). Effect of
organizational

succession planning on
growth. Journal  of  Social  Sciences
Humanities, 59(1), 21-33.

*Corresponding Author: Nkem Nneka Chidi-Abali.

This work is licensed under a Creative Commons Attribution-NonCommercial 4.0 International License.

[Nelel

© Copyright 2025 GSAR Publishers All Rights Reserved

Promoting

Page 73



