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Abstract:- This study aims to find out the succession 

model of Moses' leadership to Joshua as the highest 

leader of the nation of Israel, whose peak is recorded in 

Numbers 27: 12-23 (Meyers, 2019) and other related 

Bible passages. Joshua's success in leading the Israelites 

in large numbers to enter the Land of Canaan or often 

called the Promised Land, cannot be separated from the 

role of Moses in preparing Joshua as the successor of 

his leadership. Coupled with the difficulties and 

challenges of leading the nation of Israel in large 

numbers amid limited facilities and infrastructure in his 

day, increasingly proving the succession of leadership 

carried out by Moses. Moses as the top leader of the 

nation of Israel was directly involved in his success, had 

a big role, and did various things as an integral part of 

the succession process of his leadership. As the 

leadership succession that Moses proved to be 

successful, organizations in political, corporate, social 

(profit-oriented and non-profit) organizations are 

essential to ensure that when it comes to implementing 

leadership succession, getting a new leader who is not 

less even more successful in his leadership than the 

previous leader. This is important for the sustainability 

of the organization. 

 

Keywords:- Leadership Transition, Leadership Succession, 

Successor, Succession Management, Succession Planning. 

 

I. INTRODUCTION 

 

An organization, whatever its form and nature, will 

inevitably arrive at a situation that requires it to carry out 

leadership succession. Succession can be triggered by 

definite periods and based on formal and standardized rules 

that result in vacant leadership positions, such as retirement 

(Hollenbeck et al., 2015). However, despite the predictable 

causes, an organization can also experience sudden changes 

and lead to the need for leadership succession, such as 

serious and prolonged illness, death or resignation of a 

leader (Mehrabani, 2013). Succession can also occur due to 

failure of organizational performance that is generally 

charged to leaders (Hollenbeck et al., 2015). In this case, 

the leadership succession needs to be done immediately or 

can have more fatal consequences for the organization as a 

whole. 

 

The succession of top leaders is a political event for 

an organization (Buoziute-Rafanaviciene et al., 2009). 

Therefore, succession needs serious attention and proper 

handling. Research by Haveman found a substantial 

increase in the failure of an organization because of the 

short-term implementation of a succession (Haveman, 

1993). Furthermore, Haveman noted that there is a positive 

correlation between succession and the possibility of the 

death of an organization. Related to the form of 

organization, Bynander and Hart put forward a strong 

indication of the practical similarity between the succession 

of leadership in politics (the state) and the company, 

although it is suspected that the latter is more rational in its 

implementation (Bynander & Hart, 2018). Therefore, in 

principle, a model of leadership succession is very likely to 

apply to both forms of organization as stated above. 

 

The use of the Bible passage regarding the transition 

of Moses' leadership used in this study is based on two 

important points. First, as mentioned above, Joshua 

succeeded in carrying out his leadership as a substitute for 

Moses, who recognized as one of the greatest leaders who 

ever lived and even argued as the greatest leader ever 

(Friedman & Friedman, 2004). Joshua's success was 

marked in at least two aspects, namely his leadership which 

was recognized by all group leaders from each of the tribes 

of Israel (Joshua 1: 15-17) and the achievement of the goal 

of the Israelites under his leadership, namely seizing the 

Promised Land (Joshua 11:23). The second reason, Joshua's 

passage and context as a substitute for Moses is part of the 

Bible that explicitly has the theme of leadership succession. 

The ITB Version, King James Version Bible and ISV Bible 

give the title Joshua to replace Moses (Joshua to Succeed 

Moses) in the Book of Numbers 27: 12-23 (KJV Bible, 

Numbers 27: 12-23, ISV Bible, Numbers 27: 12- 23) 

(Meyers, 2019). Therefore, the use of the Bible passage 

regarding the succession from Moses to Joshua is relevant 

for use in this study. Note, all Bible verses in this study use 

e-sword version 12.1.0 of 2019 by Rick Meyers. 

 

Furthermore, succession has also continuously 

become a popular source and attracts a large audience. 

Attention usually focused on leadership succession, 

analysis of leadership succession and post-succession 

conditions (Giambatista et al., 2005). Nevertheless, there 

are still often failures in the implementation of succession. 

Incorporate organizations such as the giant "Apple" in the 
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field of technology, eventually had to re-appoint Steve Jobs 

as chief executive (CEO) who had previously resigned 

(boomerang). This shows the failure of the new leadership 

results from a succession (Sharma & Grant, 2011). 

 

In government/state organizations especially in the 

modern world today, the succession of leadership generally 

regulated in regulations and constitutions, by limiting the 

time for mandate holders. All of this was to overcome the 

problems that might arise from a political succession at the 

highest level / at the state level (Hoffmann, 2009). Besides, 

it is also important to strive to ensure that the succession of 

leadership is as peaceful as possible and not with a coup 

that can lead to property and even loss of life. This is not 

impossible although research shows a reduction in the 

likelihood of this (Frantz & Stein, 2017). 

 

 Definition of Succession 

Definition of Succession according to The Great 

Dictionary of Indonesian The Language is an inheritance 

replacement or leadership replacement process by 

applicable laws and regulations" (Succession, 2020). 

Another word that is often used and has a similar meaning 

is regeneration, namely replacement in leadership (Yukl, 

2009). Another definition of succession is the process of 

transferring power in an organization (Salleh & Rahman, 

2017). 

 

 Definition of Leadership 

Oswald Sanders states leadership is influence. Garry 

Wills further defined leadership as directing others towards 

the goals shared by leaders and followers (Barna, 2009). 

 

 Purpose of Succession 

Gallup Consulting writes that the goal of leadership 

succession is to "form effective leadership to meet 

organizational goals" (Beck, 2019) 

 

 Relationship between Leadership Succession and 

Organizational Vision or Objectives 

Succession must be adjusted to the needs, vision, and 

mission of an organization (Gowthami, 2012). Moses as a 

leader realized that his vision was very large and difficult, 

namely to lead the Israelites into the land promised by God. 

Therefore, Musa also naturally recognized the 

characteristics of the leader needed to achieve that vision. 

This was proven when Moses conveyed to God about the 

lead character needed by the Israelites to replace him after 

he was not permitted to lead the Israelites directly when 

approaching the final part of their vision accomplishment 

namely entering and seizing the land of Canaan (Nu 27: 15-

17). 

 

 Succession Management 

Maxwell said that a leader's lasting value is measured 

by his success (Maxwell, 2015) Coupled with the fact that 

succession is a critical and very important event, then an 

organization needs to manage the process so that it runs 

well and measured. Basically, the essence of succession 

management is an effort to identify and develop candidates 

with the skills, knowledge, and capacity to fill critical roles 

or positions in an organization (Taylor, 2004). 

 

II. RESEARCH METHODS 

 

This research conducted in the form of a qualitative 

descriptive study using literature or literature. In broader 

terms, Qualitative Research is all types of research that 

produces findings that do not arrive at statistical procedures 

or other means of qualification (Strauss & Corbin, 1990). 

 

The study conducted by studying relevant biblical 

texts and other related literary sources, whether in the form 

of journals, books and other written sources in printed form 

or published via the internet. Through library studies, it is 

expected that conclusions generated objectively based on 

relevant theories and previous research. Togia and Malliari 

found library studies to play an important role and 

increased use in qualitative research (Togia & Malliari, 

2017). This research expected to provide an alternative 

model for an organization in preparing and implementing 

leadership succession. 

 

III. THE MOSES SUCCESSION MANAGEMENT 

MODEL 

 

As can be seen in the biblical texts in this study, 

Moses began his success with a plan. Braden stated that the 

main factors causing failure in the implementation of 

leadership succession include the lack of planning, the lack 

of a selection process and the new leader who has no 

experience to lead the organization (Braden, 2020). 

 

Succession planning is a systematic process of 

leadership preparation in the future (Washington, 2020). 

Succession planning is an inevitable condition (sine qua 

non) for an organization that wants sustainability, increased 

achievement and to avoid destruction (Akinniyi et al., 

2018). 

 

Good succession planning must designed according to 

the needs of the organization and can be used to implement 

strategies effectively, systematically and simply (Barnett & 

Davis, 2008). Furthermore, Barnett & Davis stated that the 

succession planning stage contained at least three main 

activities, namely candidate identification, development, 

and measurement. 

 

A. Stages in Succession Planning 

 Identification of Candidates 

As the first activity of succession planning, the 

important thing to do is to identify potential candidates 

(Oluwaseun Oduwusi, 2018). In his leadership, Musa 

identified potential candidates when he would appoint 

leaders ranging from small groups of 10, 50, 100 to leaders 

for 1,000 people from among the Israelites themselves 

(Deuteronomy 1:15). Gothard states developing leadership 

potential that comes from within the organization is a 

critical component of succession management (Gothard & 

Austin, 2013). 
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In the process, Moses asked all Israelites to put 

forward the names of the candidates for group leaders in 

each tribe on the condition that the people put forward not 

only had leadership talent but were also wise and sensible 

(Deuteronomy 1:13). This shows that in addition to 

leadership potential, Musa also applied the basic 

requirements of a leader. In this connection, Day supports 

the idea that a prospective leader must be a person who has 

talent in leadership (Day, 2007). 

 

Furthermore, from each of the twelve tribes of Israel, 

twelve leaders were chose from each tribe to carry out 

important tasks according to God's request to Moses 

(Numbers 13: 1-3). Here, the candidate that Moses had 

narrowed to twelve and Joshua was one of them (Numbers 

13: 8). Randal Beck of Gallup Consulting recommends 

having at least three candidates for one leadership 

succession (Beck, 2019). Moses already has not only three, 

but also twelve potential candidates to replace him later. By 

assigning one leader from each tribe, as the main leader, 

Musa showed a fair attitude by giving each candidate equal 

opportunity. Brady and Helmich emphasize in the 

leadership transition process, the importance of ensuring 

that candidates who qualify get the same development 

opportunities as the others (Gregory, 1986). 

 

 Development of Candidate Leadership 

Leadership development is practical and includes 

training elements. Townsend believes that practicing 

directly and applying the main concepts of leadership are 

crucial to settling the concept of leadership itself while 

training and developing leadership skills in a person 

(Townsend et al., 2005). Robert further states that a person 

cannot learn practically how to handle every situation that 

might occur before the problem comes directly (Roberts, 

2008). The development of the learning process comes 

from direct experience, which in this case is to ensure the 

progressive development of one's leadership competencies. 

In terms of training leadership skills, the twelve tribal 

leaders of Israel and other group leaders had the 

opportunity in daily activities of solving the problems of 

the Israelites according to their respective tribes, under the 

supervision of Moses (Exodus 18:26). 

 

Salleh and Rahman stated that the development 

process was the next part after the identification of the 

candidates was completed. The purpose of development is 

to bring out the best personality and practice skills related 

to tasks related to the activities of leading people. In 

addition to leadership training, the development also 

includes assessment and evaluation of candidates and these 

needs to be finish before then a decision on the selection of 

candidates and the appointment of new leaders is 

completed (Salleh & Rahman, 2017). 

 

Musa, recognized as both a leader and strategist 

(Jansen Van Rensburg et al., 2015) gave an important and 

strategic assignment to the twelve tribal leaders (twelve 

candidates). The task in question is the reconnaissance of 

the land that will be captured by the Israelites. In more 

detail, the task in question is to find out the strength of the 

people in the country as a nation, the condition of the city, 

the residence of its inhabitants, the fertility of the land and 

the condition of its trees (Numbers 13: 18-20). Chyntia 

McCauley agrees that assignments are basically the main 

source of leadership development (McCauley, 2008). 

 

Ajayi believes that assessment is the process of 

gathering information to monitor progress and can contain 

tests/examinations in it (Ajayi, 2018). In other words, the 

assessment focuses on information obtained from the 

subject being assessed (acessie). While the definition of 

evaluation according to Ajayi is the process of observation 

of something to then give an assessment. The 

reconnaissance task given by Moses proved to contain the 

assessment and evaluation. 

 

After completing the reconnaissance task, ten of the 

twelve people (excluding Joshua and Caleb) conveyed to 

Moses information through which they could see the 

quality of their leadership. First, the untruth of the 

information conveyed. Furthermore, there is also the 

attitude of fear and lack of courage in facing challenges 

(Numbers 13: 27-29, 31). In contrast, Joshua and Caleb 

exhibited much different behavior than the other ten tribal 

leaders. They both convey information honestly with an 

attitude of courage/courage and a sense of optimism 

(Numbers 14: 6-9). Peregym and Wollf (2013) stated the 

importance of courage and courage in facing challenges is a 

key value in leadership. While in terms of leadership ethics, 

a leader must describe a person who has a moral that 

includes honesty in both personal and professional life 

(Brown et al., 2005). With all the information he received, 

it was not difficult for Moses to conduct an assessment and 

evaluation of the twelve tribal leaders of Israel. 

 

 Measurement of Candidate Leadership 

Goodall from GE Partners stated that besides 

assessment, it is very important to do measurements as a 

basis for evaluation in a succession plan (Goodall, 2019). 

Measuring the effectiveness of one's leadership can judged 

based on the impact it has. A common way of measuring 

the effectiveness of a leader is the consequences arising 

from his actions (Madanchian et al., 2017). The 

Management Science of Health article states how to 

measure leadership is through changes in group-led 

behavior and contributions to overall organizational goals 

(LeMay & Ellis, 2008). 

 

The assignment of the twelve tribal leaders proved not 

only to contain assessments and evaluation materials but 

also to measure the effectiveness of the candidates' 

leadership. The ten tribal leaders outside Joshua and Caleb 

delivered foul or slanderous news (Hebrews in English, 

slander English) which had a great impact in the form of 

fear of the Israelites (Numbers 13: 32-33, 14: 1-3). Another 

impact was a plan to form counter-leadership to overturn 

the goal of occupying the Promised Land (Numbers 14: 4). 
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By evaluating the behavior of the twelve candidates in 

the face of the assignments he gave, Moses arrived at the 

selection process that was nearing the end, leaving the last 

two candidates, Joshua and Caleb (Numbers 14:30). Moses' 

assessment was not based on nepotism or proximity. 

Akuffo and Kivipold stated that for an organization to 

obtain effective performance and commitment from 

members, the practice of nepotism, cronyism, and 

favoritism must be stopped (Akuffo & Kivipold, 2017). 

Instead, Moses conducted the assessment objectively based 

on the results of the assessment, measurement, and 

evaluation of the assignments given. It is not surprising, 

therefore, that the Israelites could accept Joshua's 

leadership when he succeeded Moses (Joshua 1: 17-18). 

 

 Implement Succession Process by Equipping Selected 

Candidates 

In the series of leadership succession processes, Alayo 

suggested the next stage after planning is to start the 

implementation of leadership succession by selecting and 

equipping successors (Journal et al., 2016). In the case of 

Moses, the choice as successor (successor) of his leadership 

later fell to Joshua. Some parts of the Bible give clear 

instructions on this (eg Numbers 27: 12-23). 

 

Byers stressed the importance of equipping successors 

through activities that contain knowledge transfer (and of 

course experience) in the context of an organization's 

leadership succession. The intended interest is the 

sustainability of the organization and the achievement of 

the vision/mission that has been set (Byers & Byers, 2016). 

 

 Equip with a mentoring system 

Leadership Mentoring in the context of succession is 

critical regarding the development of a new leader who is 

undergoing a leadership transition (Ngomane & Mahlangu, 

2014). Moreover, Moses performed the function or duty as 

a mentor over Joshua not only in terms of general 

leadership but also included in the military field 

(Drummond, 2016). 

 

Long before the reconnaissance of the land of Canaan, 

Joshua had a position as a servant of Moses since his youth 

(Numbers 11:28). John Gill commented on this verse by 

explaining the intention of "being a servant of Moses" as 

serving, carrying out Moses' commands and eventually 

becoming a substitute for Moses (Gill, 2019). Parapat in his 

thesis states "servants" in Numbers 11:12 have the 

understanding always in a state ready to wait for an order 

(Parapat, 2012). This relationship lasted more or less 

throughout the wanderings of the Israelites in the 

wilderness for forty years. Therefore, from the aspect of 

time and position, Moses had a relatively long time doing 

his function as a mentor from Joshua. 

 

One of the critical points in a mentor's leadership with 

a mentee is open communication and expected expectations 

(Gafni Lachter & Ruland, 2018). Moses clearly 

communicated to Joshua about what he needed to do in 

preparation for the war against the Amalekites. Joshua 

proved to understand well what Moses wanted as the 

following statement "Then Joshua did as Moses said to him 

and fought against the Amalekites ..." (Numbers 17:10). In 

leadership, clear communication influences the 

understanding of all messages to be executed without bias 

(Numbers 17:13). 

 

 Equip with the development and delegation of authority 

In Exodus 17: 9 it appears that the way Moses used to 

equip was by developing Joshua's leadership skills, through 

a reassignment. However, the assignment here seemed to 

increase in weight compared to the previous assignment 

when Joshua was still one of the twelve candidates. At first, 

Joshua and the other candidates were only assigned to spy 

on a country, this time Joshua himself was given the 

assignment to lead the war against the Amalekites who 

were enemies of the nation of Israel. 

 

The command of Moses above was given to Joshua 

after the events of the Age and Meriba recorded in Exodus 

17: 1-7 and Numbers Article 20: 2-13. While the 

reconnaissance event of the land of Canaan which resulted 

in the death of ten other Israeli tribal leaders due to their 

actions, occurred before the events of the Period and 

Meribah, as recorded in Numbers 13: 1-33 and Numbers 

14: 1-38. Therefore, it is clear that Moses' command to 

Joshua in Exodus 17: 9 was given after the reconnaissance 

event of the land of Canaan or in other words after Joshua 

came out as the "winner" of the other candidates. 

 

Seeing Moses' commands as noted in Exod. 17: 9 

above, there were additional instruments given to Joshua to 

develop his leadership in the form of a military assignment, 

namely the delegation of authority accompanied by 

responsibility. The Merriam-Webster Dictionary defines 

delegation as the act of giving control, power, work, tasks 

to others (Dictionary, 2020). In his research, Kuhnert found 

three leadership models that consistently showed the 

delegation of authority is a way to develop one's leadership 

(Kuhnert, 1994). While Bell emphasizes the logical 

consequences of delegating, authority is in the form of 

responsibility (Bell & Bodie, 2012). The authority that 

Moses gave Joshua to choose those who would help him to 

fight was at the same time a form of responsibility to ensure 

that those he chose were the best to win the war itself. 

 

Bauer states to reduce the risk, the delegation of 

authority was gave to subordinates who show a trustworthy 

character (Bauer & Green, 1996). After a long time 

together, surely Moses knew Joshua's character well 

enough that he believed to delegate great authority to him. 

 

 Equip with Support (encouragement) 

Yukl said that leaders who have the trait of equipping 

subordinates with support would carry out leadership 

behaviors that are oriented towards renewal and the ability 

to adapt to change. Specifically includes advocating for 

change and inspiring the achievement of vision or goals 

(Yukl et al., 2013). Moses knew that Joshua would face 

many challenges and circumstances that were not yet 

known in the process of achieving the goal of seizing the 

Promised Land (Deuteronomy 31: 7) 
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 Appointment of Successor 

After completing the equipping process, it was time 

for Joshua to be appointed as the official leader of Israel 

(Numbers 27: 12-23). Several activities occur in this 

process: 

 Handover of Power. The daily Indonesian Bible 

translates Numbers 28:19 as "Leave him a part of your 

power so that the people of Israel obey him". Maxwell 

states that Numbers 28:20 is also a form of 

empowerment from Moses in the procession of the 

appointment of Joshua (Maxwell & Elmore, 2007). 

From a psychological point of view, one of the needs 

for the handover of power is to be able to influence the 

control of other people/groups that are led (Liu, 2015). 

 Inauguration/Affirmation. Furthermore, Maxwell 

explained that the part of Numbers 27: 12-23 especially 

in verse 23 talks about the confirmation/affirmation of 

Joshua as Moses' successor (Maxwell & Elmore, 2007). 

The word "put" in Numbers 27:23 from the Hebrew 

word סמך = sâmak (saw-mak ') has definitions including 

establishing; firmly established; sustaining also has the 

intention of continuity, affirming. In his argument, Laub 

emphasizes affirmation/affirmation as an important 

element for a leader (Laub, 1999). 

 

 Post Succession Support 

After completing the procession of the appointment of 

Joshua, Moses stated support (Deuteronomy 31: 4-5). 

Research by Ma, Seidl & Guerard shows post-leadership 

succession is a critical phase in the history of an 

organization because it is associated with high levels of 

organizational failure and failure of top leaders (Ma et al., 

2015). Moses wanted to make sure Joshua was ready and 

that is why he gave his support. 

 

IV. FINDING 

 

From the activities carried out by Moses in connection 

with the succession of leadership, the the summary of 

succession management model that he uses is as below; 

 

Succession Planning 

- Setting the Vision / Objectives of the Organization 

- Identifying Candidates 

- Candidate Development 

- Measurement of Candidate Leadership in the Form of Assignments, which includes Assessment and Evaluation (clean 

from the practice of nepotism, cronyism, and favoritism). Assessment and Evaluation includes moral behavior and values 

- Decision Making and Selection (selecting successors from among all Candidates) 

Implementation of the Succession Process 

- Equipping Successors With Mentoring 

- Equipping Successors with Development in the form of Assignments in greater weight accompanied by Delegation of 

Authority and Responsibilities 

- Equip with Support 

Appointment of Successor 

- Inauguration/Affirmation 

- Power Transfer 

Post Succession Support 

Table 1 

 

Leaders are constantly expected to review and if 

necessary update the leadership succession model in their 

organizations (Busine, 2005). Moses, who at a young age 

lived and was educated in the wisdom of the Egyptian royal 

family (Acts 7: 2), created, carried out and reviewed his 

own successful management model. 

 

V. CONCLUSIONS AND DISCUSSION 

 

More than three thousand five hundred years ago, 

Moses as a leader had carried out important steps in 

leadership succession that proved successful. Referring to 

the literature in contemporary scientific research and 

management disciplines, it can be concluded that Moses 

owns and runs/does systematically based on a succession 

management model. Musa carried out a systematic 

succession management process with a model that was in 

line with the rules of the discipline of management and 

leadership, long before the "tools" and instruments of 

leadership succession were academically 

studied/researched. Coupled with the limitations of 

facilities and infrastructure in his day, Moses carried out a 

process of succession and transition or transition of 

leadership that went well without any turmoil or rejection. 

 

Although a specific leadership succession 

management model may only be successful for a particular 

organization (Mehdi Alvani et al., 2016), given the 

simplicity of the above model that contains only principles 

and not too specific things, it is advisable to reviewed and 

considered for wider use in profit-oriented (corporate) and 

non-profit organizations (political, state and community 

parties). Regarding the level of success in each 

organization, of course, it still needs further research. In 

addition, as research conducted by Herkovitz and Klein, the 

leadership model of Moses deserves to be studied by 

leaders in the business field and the insights gained are 

useful as navigation needed in facing changes and 

challenges in organizations (Herkovitz, 1999). 
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