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ABSTRACT  

 

The study examined the succession planning and family business sustainability in medium 

and large scale enterprise in Anambra state. This study adopted the survey design which 

allows for the collection, analysis and interpretation of original data from the respondents, 

survey design describes the present situation and problems in their natural setting and allows 

a sample representing the population to be drawn. The area of this study is Anambra state 

which is a state in southeastern part of Nigeria. The total population for the study is one 

hundred and fifteen enterprises (115) that are registered with Chamber of Commerce, 

Industry, Mines and Agriculture (Nnewi, Onitsha and Awka) Anambra state, Nigeria. The 

sources of data include primary and secondary data. The study employed structure 

questionnaire as a method of data collection. Meanwhile percentage table, correlation and 

regression analysis will be used to analyze the collected data from the sample respondents.  

In view of the findings, the study found that explicit education has positive relationship on 

recruitment in family business in Anambra state, Nigeria (r
2
-0.132, p-0.016), there is a 

positive relationship between hierarchical coaching and innovation in family business in 

Anambra state Nigeria (t-4.922, p-0.000), dynamic successor has positive significant effect 

on work efficiency in family business in Anambra state, Nigeria (t-3.262, p-0.001). The study 

recommends that: The founder should give the successor opportunity to be independent to act 

and willingly develop love to manage the business through learning the business operations 

by doing; Coaching the successor in all-round the departmental activities, method of 

operation, organizational value and vision will help in sustaining the business upon 

retirement or exit of the founder. 

Keywords: Explicit education, hierarchical coaching, Dynamic successor, succession 

planning, business sustainability 
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1.1  Introduction 

 Today’s family businesses are fast becoming the dominant form of enterprise in both 

developing and developed economies. It  makes up most of the business types in the first 

world countries and others, with family firms representing 80 percent of all firms in the 

United States of America, 85 percent of all firms in the European Union, 90 percent of 

companies in Japan Ramez A Baassiri (2018).  In Nigeria, most businesses started as family 

businesses and thrive under the guidance of the founding member approximately 80% of the 

businesses in Nigeria are classified as family businesses and are mainly small to medium, 

medium to large size, Nyamwanza, Tmavhiki, Ganyani, (2018). Family businesses support 

the major population which put many of the unemployed back on the payroll, thus create 

employment and increase gross domestic products growth,    Mahrabani & Mohamad (2011). 

 

 Medium and large Enterprise is a greatly underutilized sector to support sustainability within 

an organization. Entrepreneurs who are mostly the initiators of medium and large enterprises 

are action-oriented individuals who enjoy challenges and act upon environmental feedback, 

making them ideal change agents. However, there is lack of tools specifically targeted 

towards medium and large enterprises to help them act strategically towards family business 

sustainability McElroy, (2018). Shama (2001) defines succession as those actions and events 

that lead to the transition of leadership from one family member to another. Succession 

planning is an activity that most organizations, especially family businesses, would be quick 

to say is in place but unfortunately, it is widely known that succession planning efforts are all 

too often woefully underdeveloped, unevenly executed, and sometimes simply ignored (Miles 

& Dysart, 2007). 

 

Medium and large-sized enterprises (M&L) constitute 90 percent of world businesses 

(Knight, 2015). Medium and large scale enterprises significantly contribute to employment 

generation, creation of wealth, international trade, innovation, foreign direct investment, and 

social-economic wealth.  The United States of America documented that total registered 

businesses include 18,500 firms with more than 500 employees and 27.9 million small 

businesses. These small businesses generate 50 percent of existing private jobs and 65 

percent of new jobs are expected by the medium and large enterprises registered in the USA 

(Firoozm and, Haxel, Jung, & Suominen, 2015). Medium and large scale enterprises 

unfortunately, lack longevity; very few survive to second generation and consistently 

continue to third due  inability of the founder to manage the complex process of transforming 

ownership and management to the next generation and lack of managerial skills to sustain a  

medium and large business  Bareither &Reischl, 2017). A large number of private enterprises 

fail because of succession failure (Ibrahim & Ellis, 2014).  

 

Succession planning is one of the most often used catchwords in management meetings of 

various organizations, which have taken the globe by storm (Bruce, 2013). Succession 

planning can be defined as the process of identifying and preparing suitable employees 

through mentoring, training, job rotation, to replace key players within an organization as 

those key players leave their positions for whatever reasons such as retirement, advancement, 

and attrition (Redrigo 2013). Donnelly (2010) affirms that succession planning is the process 

of identifying and developing internal people with the potential to fill key leadership 

positions in the company. Succession planning is therefore an inevitable event in the 

company lifecycle. Very few organizations survive without proper succession planning 

(Chima, 2013). Succession planning plays a pivotal role in ensuring that business success will 

continue when the individuals currently involved in management are no longer there 

(Shatilwe & Amukugo, 2016). Succession planning is quite important for the continuity and 
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prosperity of business (Ward, 2014; Brockhaus, 2014). Succession planning is a means of 

identifying critical management positions starting at lower level management and extending 

up to the highest position in an organization (Rothwell, 2010). Dealing effectively with the 

issue of succession planning is the single lasting gift that one generation can bestow upon the 

next (Ayres, 1990). Succession planning is a prerequisite for success in all organizations 

regardless of their size; thus, failure to plan for succession may lead to an organization’s 

downfall (Durst & Wilhelm, 2012). Understanding business succession can enhance the 

understanding of the growth and expansion of family businesses (Maalu, McCorrmick, 2013). 

Succession has been observed as one of the most important factor in ensuring sustainability 

of family owned businesses. Brockhouse (2014) stressed the importance of succession 

planning in ensuring the continuity and growth of a business. It is a vital instrument in 

organizational growth, long-term stability, survival and sustenance (Nwadukwe, 2013). An 

effectively developed succession plan provides for a smooth transition in management and 

ownership (Chrisman, Sharma & Yoder, 2019). It is seen as a "systemic, long-term process of 

determining goals, needs, and roles within an organization and preparing individuals or 

employee for responsibilities relative to work needed within an organization" (Luna, 2012). It 

entails processes of getting important positions filled in an organization. Collins (2019) posits 

that succession planning is a “process that can provide seamless leadership transition across 

the organization”. It entails three steps: identifying key needs, creating and assessing 

candidates, and selecting those who will fill the key positions (Dessler, 2011).  

 

Succession planning is believed to be a systematic approach to building a leadership talent 

pool to ensure leadership perpetuity. Succession planning involves developing potential 

successors in ways that complements their strengths, identifying the best fit mentees and 

concentrating resources on the talent development process (Hills, 2009).  Succession 

planning recognizes that some key job positions are the foundation upon which the core 

business of the organization thrive and can only be assumed by qualified candidates with 

required educational qualification. As a critical aspect of entrepreneurship, succession 

planning is not a new phenomenon contrary to popular belief (Poza, 2010). Companies have 

been trying to find creative and competitive ways to identify, develop, and retain their talent 

for decades. Effectively deployed, succession planning is critical to mission success and 

creates an effective process for recognizing, developing, and retaining top leadership talent 

(Allison, 2005). 

 

Succession planning is more about filling the top positions through recruitment and retention 

of a best talent in the organization and ensuring that the organization has the skill it needs in 

place, or on hand, to respond to the rapidly shift, smooth and effective business operations 

(hill 2019) importance of ensuring effective succession has been widely recognized in 

literature. With succession planning, organizations develop the right people with the right 

mentality to take over the leadership, management or ownership of the business so that the 

organization will fulfill its mandate of being going concern (Onuoha, 2016). Successful 

transition to the next generation successor is not parachuted into a top position, it is important 

for successor to learn the ropes and all aspect of the business. The business should create 

guiding principles outlining requisite equation and experience before making offer of 

employment.   

 

Succession is critical to ensuring the continuity of any family owned business Singhry 

(2010). An effectively developed succession plan provides for a smooth transition in 

management and ownership which includes a well developed timetable of the transition 
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stages from identifying a successor to full transfer of responsibilities (Chrisman, Sharma & 

Yoder (2019). Maku, Kuje, and Aliyu, (2018) state that making a contingency plan in case 

the unforeseen happens, such as when the intended successor declines the role involve 

planning, selection and preparation of the next generation of managers, transition in 

management responsibilities, gradual decrease in the role of previous managers and financial 

discontinuation of any input by previous managers.  

 

 Lack of succession planning could put large numbers of family businesses under risk and 

have serious impact on the transition and smooth managerial operations (Bewayo, 2019). 

Succession planning can be complicated because of the relationships and emotions involved - 

and because most people are not comfortable discussing topics such as aging, death, 

retirement and advancement. This study was necessitated to examine succession planning and 

family owned business sustainability in medium and large scale enterprises in Anambra state, 

following the entrepreneurial exploits of the state and its indigenes. 

  

1.2  Statement of the Problem 
Family businesses are owner operated and managed ventures with family members 

predominantly involved in the administration; operations and strategic determination of 

corporate destiny. Family businesses are increasingly becoming the dominant form of 

business enterprise in Nigeria where they play a pivotal role in the economic and social 

development, because of the recent stagnation and harsh economic environment affecting 

Nigerian’s formal sector in the creation of new jobs, thus compelling people to be 

enterprising. These enterprises are mostly family businesses and offer great opportunities for 

economic growth through employing the majority of the workforce, creating the most new 

jobs and generating a significant proportion of the gross domestic product.  

 

However like any other type of business, family businesses encountered difficulties such as 

rising global competition, increase market competition, high taxes and harsh economy, 

unstable policies and limited capital, desperate family needs and goals, weak leadership in 

succession generation, an orderly and affordable succession of the business ensuring that the 

business provides for the future needs of the owner. Adding to these challenges are the 

complexities of family business dynamics which include ownership, family harmony, 

solidarity and succession which contribute to their survival. Even though family businesses 

are very important, there are driving forces behind economic development; their survival rate 

is very low compared to non-family firms. This is attributed to poor technical skills, financial 

mis-management and poor succession planning practices, poor coaching methods and 

mentoring.  Ogundele (2013) posits that many family businesses close down due to lack of 

adequate planning for succession process.  Succession plan helps to avoid vacuum that may 

be created by unexpected departure of the founder which are obviously unpredictable. Some 

organizations do not plan for succession; this lop-sidedness of bad management of family 

businesses affects day -to -day running of the business. When the owner/manager dies the 

heir or whoever that takes over the business may not have the requisite skill or experience to 

carry on the operation of the business and these results to low productivity with 

corresponding low profit to sales margin and their relationship with the outside may create 

unnecessary disharmony eventually leads to winding up the business operations. 

 

 Finally, unresolved family discords and indifferences arising from inability to manage the 

complex process of ownership and management succession from one generation to the next 

cause low market shares and patronage from the customers. All this necessitates the 
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importance of succession planning in family business to ensure sustainability to second and 

third generation.  

 

1.3  Objectives of the Study 

The main objective of this study is to examine the succession planning and family 

business sustainability in medium and large scale enterprise in Anambra state, Nigeria. The 

study has the following specific objectives 

i. To determine the effect of explicit education on recruitment in medium and large scale 

family owned business in Anambra state, Nigeria. 

ii. To examine the nature of relationship between hierarchical coaching and innovation in 

medium and large scale family business in Anambra state, Nigeria.  

iii. To determine the effect of dynamic successor on work efficiency in medium and large 

scale family business in Anambra state, Nigeria. 

 

 

REVIEW OF RELATED LITERATURE 

 

2.1.   Conceptual Framework 

2.1.1a Succession planning 

Rothwell (2020) defines succession planning as a means of identifying critical management 

positions, starting at the levels of project manager and supervisor and extending up to the 

highest position in the organization. It describes management positions to provide maximum 

flexibility in lateral management moves and to ensure that as individuals achieve greater 

seniority, their management skills will broaden and become more generalized in relation to 

total organizational objectives rather than to purely departmental objectives. Mathur (2011), 

succession planning is a process which identifies and develops the people within the 

organization. These are people who have the potential to fill key leadership positions in the 

company. Succession planning increases the availability of experienced and capable 

employees that are prepared to assume these roles as they become available. Thus this is a 

process whereby an organization ensures that employees are recruited and developed to fill 

each key role within the company. 

 

Charles (2016) describes succession planning as the process of recognizing the vital need for 

intellectual endowment and leadership all through the business over time and equipping 

individuals for current and forthcoming work duties needed by the company. Succession 

planning consists of an extensive range of activities that require planning for vital transitions 

in leadership within businesses. 

 

Rothwell (2020) defines planning for succession as a “deliberate and systematic effort by an 

organization to ensure leadership continuity in key positions, retain and develop intellectual 

and knowledge capital for the future and encourage individual advancement”. Bocatto, 

Gispert & Rialp (2012) explain that succession is an essential component of any strategy to 

ensure the survival of family-owned businesses and that researchers have based their 

assessments of the likelihood of family-owned businesses surviving on their potential for 

succession. Planning for succession entails a process in which businesses plan the 

transferring of their ownership. It is embarked upon in instances in which although the owner 

of a business wishes to terminate his or her own involvement in it, nevertheless desires the 

business to continue operating (Sambrook, 2015). Succession constitutes a significant test of 

the mettle of most family-owned business organizations. According to Le Breton-Miller, 

Miller & Steier (2014), maintaining leadership from one generation to the next is one of the 
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greatest challenges to the longevity of family businesses. Ward (2014) expands this 

assessment by explaining that “approximately 66% of successful family-owned businesses 

survive the transfer of the business to the second generation and then only 13% of these 

survive through to the third generation” 

 

2.1.1b Family Business  

One of the challenges in conducting family business research is defining what exactly family 

business is. Unfortunately, there is no one commonly accepted definition, there have been 

various effects to consolidate a working definition and hence many different definitions are 

available Venter and Farrington (2019). This is because many of the definitions proposed by 

literature are broad and incorporate all aspects of management, ownership, level of education 

and generational succession paradigms. The various definitions from literature include; 

Family business as a type of companies, an ancient type; however, it is still a very popular 

and important type of company in the worldwide. Family business comes in many forms: sole 

proprietorships, partnerships, limited liability companies, regular corporations, holding 

companies and even publicly traded, albeit family-controlled companies. However, different 

scholars have different definitions; the family business has a variety of definitions. And the 

main difference is the degree of ownership and management that family controls. Ibrahim 

(2018) is of the opinion that the founder of the company and his/her family should hold the 

main ownership, and they keep a very close and personal relationship with the managers, 

have high voting rights especially the family should control the financial matters, resource 

allocation and human resource management. Ibrahim (2018) we can find in the past decades 

that scholars think family business should hold the ownership and control the management 

highly.  

 

In the family business succession literature, little consensus exists on the definition of a 

family business.  Ward, (2014) a family enterprise is a company ownership in which the 

majority of decision-making rights is in the possession of a family and will be passed from 

one generation to another. Cabrera-Suarez (2015) has stated that at the heart of many family 

business definitions is the idea that there is family influence or control over both the 

ownership and the management of operations. 

 

 

 2.2. Theoretical Framework 

2.2.1 Leadership Development Model (Van Velsor & McCauley 2004) 

This framework highlights the emphasis on the aspect of developmental experiences which 

includes variety of assessment, challenge and support mechanism. The developmental 

process is one that shapes and is shaped by the ability and motivation to learn. 

The relationships between developmental experiences, the ability and motivation to learn and 

leadership development all takes place in an organizational context. The aspect of 

organizational context includes its size mission, strategy and culture. No two organizational 

contexts are identical and therefore no two leadership developments system are the same. 

The justification to why leadership development model has an impact on succession planning 

is embedded on education, assessment, coaching and experimental leaning. This theory 

enhances learning motivation and also build broader skill base.  
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Model of Leadership Development 

 

 

 

 

 Organizational Context 

 

 

 

 

 

 

 

 

Source: Adapted from Van Velsor & McCauley (2004). 

 

23. Empirical Review 

Marega. Maxwell, Dorothy, Ezebor, Chukwu, Obembe,  Odeloye and  Osibanjo (2020) did a 

study on effect of Succession Planning on Business Performance of Private Universities in 

Ogun State, Nigeria . The objective of the study was to; evaluate the effect of the transition 

process on business continuity, examine the impact performance metric has on corporate 

image and determine the influence successor training and development has on customer 

satisfaction of the selected firm. A hundred and fifty (150) copies of questionnaires were 

administered to the top and middle-level management in the selected universities. The study 

adopted a correlational research design. The findings show that succession planning has a 

significant impact on business performance. The significant value (.000) indicated that the 

transition process has a substantial effect on business continuity. Similarly, the performance 

metric showed a positive association (.000) with corporate image. The significant value for 

successor training and development and customer satisfaction was (.000), which was less 

than 0.05, indicating that successor training and development significantly affected customer 

satisfaction. This study thus concludes that succession planning is an effective strategy to 

ensure business performance. A finding in this study revealed that, there is a significant 

influence of executive succession planning implementation on economic sustainability in 

business among SMEs in Nigerian. This study revealed that, there is a significant influence of 

executive succession planning implementation on social sustainability in business among 

SMEs in Nigerian. This finding revealed that, there is a significant influence of executive 

succession planning implementation on environment sustainability in business among SMEs 

in. Conclusion: Based on the findings of this study it is an irresistible fact that, economic 

social and environmental sustainability among SMEs could be significantly influenced by 

good executive succession planning. More so, influence of executive succession planning on 

social sustainability would be mostly significant. 

 

Ijaz   Armanurah and Nazlin (2020) did a study on succession planning, Strategic flexibility 

as predictors of business sustainability in Family-Owned SMEs: Moderating Role of 

Organization Improvisation. The objective of the current study is to test the impact of 

succession planning (cognitive, structural, and relational ties), strategic flexibility, and 

organizational improvisation towards the business sustainability considering the triple bottom 

line as underpinning theory. The survey method was adopted for the data collection and 

structural modeling technique is used to test the hypotheses. The findings of the current study 

show that cognitive, structural, and relational ties indicate a positive and significant 

Assessment Challenge   Support 

 Developmental Experience 
Challenge 

Ability and Motivation to Learn 
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relationship with business sustainability. Furthermore, findings also indicate the positive and 

significant association between succession planning, strategic flexibility, organizational 

improvisation, and business sustainability. The result has shown that organizational 

improvisation moderates the relationship between succession planning, strategic flexibility, 

and sustainable business. However, the direction of the relationship between succession 

planning and sustainable business is positive while, in case of strategic flexibility and 

sustainable business are negative. Family-owned businesses need to consider succession 

planning particularly cognitive, structural, relational ties, and strategic flexibility to gain their 

business sustainability. 

Olu and Chima (2020) did a study on succession planning and sustainability of family-owned 

private schools in River state. This study investigates the relationship succession planning 

and sustainability of family-owned schools, specifically in Rivers State. The target population 

is the entire family-owned school in Rivers State. However, the accessible population 

comprises of ten (10) family-owned registered/government approved schools in Rivers State, 

drawn from the three senatorial districts. The population and sample size is one hundred and 

nine (109) owing to the adoption of census study. The two null hypotheses were rejected and 

the alternate accepted, indicating a significant positive relationship between the dimensions 

of succession planning (successor selection and successor preparation) and sustainability. It 

was concluded that, family-owned school stand a better chance at optimizing economical and 

social sustainability level. Thus, the study recommends that: Successor selection increases 

commitment to firm goals, encourages individual development, and ensures business 

continuity towards high sustainability. Hence, successor selection should be encouraged. 

Successor preparation retains and develops intellectual capital better career development, and 

enhances on-the-job learning with focus on increased sustainability. Therefore, Successor 

preparation should be institutionalized. 

Ammad and Ghazal (2020) conducted a study on effect of succession planning on 

organizational growth. The Study aims to analyze the impact of succession planning on 

organizational growth and association of gender variation with growth of organization. A 

survey of 300 persons doing an official task under the management, were interviewed 

through questionnaire based on five points Likert scale and developed through pilot study. 

Convenience sampling was used to draw the sample including 150 males and 150 females. 

Logistic regression was used to calculate impact of succession planning on organizational 

growth. Result of the study reveals effective succession plan can help the organization to 

meet desire objectives. It has significant positive impact of 2.5 times on growth of 

organization by increasing number employees through accurate hiring and by retaining key 

personnel on key position. Study also concludes, gender variation has no association with 

growth of organization. 

Olusola (2020) did a study on examines the influence of executive succession planning on the 

sustainability of SMEs in Nigeria. Materials and Methods: This research adopted quantitative 

research approach using cross-sectional design. The population of the study included all 

registered SMEs/MSMEs in Nigeria as contained in the SMEDAN database. The 

SMEs/MSME situated in Lagos with inclusion of those within the Lagos and Ogun State 

boundaries. Two hundred and fifty (250) SMEs/MSME, with not less than 10 years since 

commencement of operations or incorporation were selected using stratified sampling 

techniques. However, two hundred and twenty-one (221) were valid for the analysis. Primary 

data was utilized for the study. This is structured questionnaire adapted from two different 

scales. Data were analyzed using Descriptive statistics, while the hypotheses were tested 

using linear regression. Results: Findings from this research revealed low implementation of 
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some key components of executive succession planning in the overall strategic plan of small 

and medium businesses.  

Riham and Tarik (2020) investigate the effect of talent management practices on the 

sustainable organizational performance in real estate companies located in the United Arab 

Emirates. This paper seeks to make contributions through an empirical evaluation of talent 

management in the United Arab Emirates. A structured questionnaire was distributed to 

collect data from a study sample of 306 managers working in real estate companies. The 

proposed hypotheses were verified by structural equation modeling (SEM). The results of this 

study show that talent attraction and talent retention had no impact on the sustainable 

organizational performance, whereas learning and development and career management were 

found to have significantly positive impacts. The study suggests that learning and 

development, and employee career management, should be leveraged on by the management 

by concentrating on the coaching and training programs and job rotation so that the firm can 

achieve sustainable organizational performance. 

Uchenna and Nkechi (2019) examined the effect of mentoring practice on employees’ 

performance. The rate at which new universities are springing up and the attendant mobility 

of academic staff, the increasing demographic changes among lecturers, the falling standards 

of educations, increasing cases of staff disillusionment and disorientation made this study 

necessary. The objectives of the study were; to identify the nature of the relationship between 

knowledge transfer mentoring and career growth of junior lecturers and to establish the 

nature of the relationship between the psychosocial functions of mentoring and career 

adjustment of junior lecturers. To achieve the objectives, a survey research design was 

adopted. The techniques employed in analyzing the data were descriptive statistics and the 

spearman rank correlation coefficient. The results indicated that there is a positive and 

significant relationship between knowledge transfer mentoring and career growth of junior 

lecturers. It was also found that there is a positive and significant relationship between 

psychosocial functions of a mentor and career adjustment of junior lecturers. Based on the 

findings, the researcher concluded that mentoring practice has an effect on employee 

performance. It was recommended among others that management of Abia State University 

should make mentoring an academic responsibility for certain categories of lecturers. That is 

making it mandatory through a policy instrument with associated incentives for Readers and 

Professors to engage in mentoring junior colleagues. 

Ishola, Samuel, and Tanimola (2018) Impact of educational, Professional qualification and 

years of experience on accountant job performance. This study inquires into the contributions 

of educational and professional certification to job performance among financial accounting 

staff of a university in Nigeria. The survey captured both perceived-cum-the experience of 

job performance and professionalism among bursary staff of a first-generation university in 

Southwestern Nigeria using a standardized self-report questionnaire containing job 

performance scale (α=.81), items on normative & professional accounting roles and socio-

demographic profile. Three objectives were answered using multiple regression analysis and 

one-way ANOVA at p ≤ .05. Results show that, Bursary staff with professional qualification 

reported more job performance than non-certified staff. Bursary staff with higher tertiary 

education performed better in accounting task than those with lower qualification. Thirdly, 

significant results were found for gender and age as predictors of job performance. The study 

concludes with directions for future inquiry on the need to upped organizational performance 

through continuing education for a financial accounting workforce 

Makinde Tayo and Olaniyan (2018)   examined the effect of between employee engagement 

and educational qualification on employee productivity in selected deposit money banks in 
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Lagos State, Nigeria. The study adopted the descriptive survey research design. The 

population was 2,704 employees consists the senior and middle level management staff of 

five selected banks. Sample size of 450 was selected using the Krejcie and Morgan table and 

proportionate random sampling method was adopted. The research instrument was validated 

and deemed reliable. The KMO results ranged from 0751 to 0.897 while the Cronbach’s 

Alpha coefficient ranged from 0.856 to 0.912. The data were analyzed using the simple 

regression analysis. The findings revealed that employee engagement had a significant effect 

on employee productivity (β= 0.691, t-value = 11.117, pt-educational qualification had a 

significant positive effect on employee productivity (β= 1.976, t-value = 3.235, p 0.05). The 

study revealed that employee engagement and educational qualification had significant 

positive effect on employee productivity in banking industry in Nigeria. It is therefore 

recommended that employers should pay attention to improving employee productivity by 

providing adequate employee engagement, training, skills, competencies as well as 

knowledge management or development. 

 

  METHODOLOGY 

3.1   Research Design  

For the purpose of this study, survey research designs were adopted. The method is 

considered adequate and the most appropriate because it helped the researcher to describe, 

examine record and interpret the variables that exist in this study. A survey is a series of self-

report measures administered either through an interview or a written questionnaire (Stangor, 

2007).  It is a well-accepted practice for collecting data in many fields of research, 

particularly, in the social sciences and organizational behaviour (Roztocki and Morgan, 

2002).   

 

 3.2      Sources of Data  

The data for this study were obtained specifically from two sources namely: primary and 

secondary sources. 

 

(a) Primary Source  

In collecting primary data, questionnaires were used to get data from the respondents. 

 

(b) Secondary Source 

 The secondary source involves the use of existing but related literature, which was produced 

by earlier researchers for the purpose of the study. Specifically; secondary data for this study 

were obtained from journals, magazines, text-books, annual reports and internet. 

 

3.3   Population of the Study 

The population of this study comprise the chief executive officers (CEOs) of the selected 

medium and large-scale Igbo family businesses in Anambra State Nigeria. The total 

population for the study is one hundred and fifteen enterprises that are registered with 

Chamber of Commerce, Industry, Mines and Agriculture (Nnewi, Onitsha and Awka) 

Anambra state, Nigeria.  

 

3.4 Sample size 
Given the nature of the study, and the fact the population is not up to 1000. The researchers 

used the complete 115 chief executive officers (CEOs) of the population as the sample size. 
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3.5 Description of the Research Instruments  
The instruments for data collection were the structured questionnaire. The questionnaire has 

two parts. All the questions in part A provides general information about the respondents 

while the remaining questions in part B address the research questions. The questionnaires 

were designed in 5 likert scale format; it contains forty eight questions.  

 

3.6 Validity of the Research Instrument.  

Onwumere (2005) defines validity of the research instrument as the extent to which a 

measuring instrument on application performs the function for which it is designed. To make 

sure that the research instrument applied in this work are valid. The instrument was given to 

five experts from the academic and industry to ensure face and content validity.   Also design 

of the questionnaire was made easy for the respondents to tick their preferred choice from the 

options provided as it has been established that the longer the length of questionnaire, the 

lower the response rate (Lavine, 1987). Thus all the criticisms and corrections in the 

questionnaires were reflected in the final draft. 

 

3.7 Reliability of the Research Instrument 
Reliability of a measure concerns its ability to produce similar results when repeated 

measurements are made under identical condition (Borden, Manion, and Morrison, 2008). To 

ensure that the instrument is reliable, a test-re-test method was adopted in which 20 copies of 

the questionnaires were distributed to the CEOs of selected medium and large scale enterprise 

Anambra State understudy, after an intervals of two weeks the same instrument were 

administered to the same group of people and the responses were analysed.   

 

3.8    Data Analyses Techniques  

Data were presented in tables and corresponding values in percentages. Hypotheses were 

tested using multiple linear regression and Pearson product moment correlation coefficient to 

determine the extent of correlation between x and y variables (Independent and Dependent). 

All analyses were done through the application of Statistical Package for Social Science 

(SPSS 23.00 windows). 

 

3.9 Decision Rule 

In testing the hypotheses, the calculated value of the test statistic were compared with critical 

or table value of the statistic.  The critical or table value served as a benchmark for rejecting 

or not rejecting the null hypothesis.  Therefore, the decision rule applied in this research were 

to reject the null hypothesis if the calculated value at 5% significance level with respective 

degrees of freedom is greater than the table value, otherwise do not reject 

 

3.10 Model Specification. 
The fundamental linear equation which forms the model were drawn from the theoretical and 

empirical literatures reviewed in the previous chapters, it was observed that there was a 

causal link between the succession planning and the family owned business sustainability in 

Anambra state. In this section, we pursued the same objective further by specifying our 

models. The models were to verify the succession planning and the family owned business 

sustainability of small and medium enterprise in Anambra state, Nigeria. This approach was 

to modify the model by specifying multiple linear regression equation made up of succession 

planning as a function of the independent variables. As a result, the models were specified 

below,  

REC = f (EXE) ……………………………………….. (i) 

Where  
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REC = Recruitment 

EXE = Explicit Education  

INV = f (HCO) -------------------------------------------------(ii) 

Where  

INV = Innovation 

HCO = Hierarchical coaching  

WEF = f (DYS) -------------------------------------------------(iii) 

Where  

WEF = work efficiency 

DYS = Dynamic successor 

 

PRESENTATION ANALYSIS AND INTERPRETATION OF DATA 
 

4.0 Introduction 
The study sought to establish succession planning and family business sustainability in 

medium and large scale enterprises in Anambra state, Nigeria. The data was collected using 

self-administered questionnaires. This chapter presents the findings of the study. It also 

discusses the results of the study.  This section presents the questionnaires issued and the 

ones that were returned to the researcher for analysis. However the number of questionnaires 

distributed was one hundred and fifteen (115), all were filled and returned in good condition. 

The number of returned questionnaire were used for the analysis of the study 
 

Table 4.1: Respondents’ Demographic Variables 

Table 4.1.1 sex 

sex of respondents 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Male 64 55.7 55.7 55.7 

Female 51 44.3 44.3 100.0 

Total 115 100.0 100.0  

Source: Field Survey 2022 

 

The above table reveals that out of 115 respondents representing 100%, the 64 of the 

respondents which represents 55.7% were male respondents, while 51 respondents which 

represent 44.3% were female respondents. By implication, male respondents were more than 

female respondents in our selected population sample for this study. The implication of this is 

to enable us to know the number of female and male that successfully returned their 

questionnaire. 
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Table 4.1.2 Marital status 
marital status 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid single 49 42.6 42.6 42.6 

married 63 54.8 54.8 97.4 

widowed 3 2.6 2.6 100.0 

Total 115 100.0 100.0  

Source: Field Survey 2022 

 

In the table above, out of the 115respondents representing 100%, 49 of the respondents were 

single representing 42.6%, while 63 respondents which represent 54,8% are married. Finally 

3 respondent were widowed which represents 2.6% It is therefore glaring that the majority of 

the respondents are married as at the time of this study. Thus marital status table help us to 

know the number of single, and married, and respondents that answered the distributed 

questionnaire 

 

Table 4.1. 3 Education Qualification 
educational qualification 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid OND/NCE 16 13.9 13.9 13.9 

HND/B.Sc. 63 54.8 54.8 68.7 

MBA/M.Sc 16 13.9 13.9 82.6 

Ph.D 20 17.4 17.4 100.0 

Total 115 100.0 100.0  

Source: Field Survey 2022 

 

The table above indicates that out of 115 respondents representing 100 %, 16 of the 

respondents which representing 13.9% maintain to acquired OND/NCE while 63 of the 

respondents which represent 54.8% have HND/BSC. However 16 respondents which 

represent 13.9% either have M.Sc or MBA. More so, 20 respondents which represent 17.4% 

have acquired Ph.D. This as the one of demographic item helps us to identify the education 

qualification of the respondents. 
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Table 4.1. 4 Age 

Age of respondents 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid 25-29 31 27.0 27.0 27.0 

30-40 47 40.9 40.9 67.8 

41-50 28 24.3 24.3 92.2 

>50 9 7.8 7.8 100.0 

Total 115 100.0 100.0  

Source: Field Survey 2022 

 

Table above depicted the age bracket of the respondents. The distribution shows that out of 

115 respondents representing 100%, 31 of the respondents are under the age brackets of 25-

29 years representing 27%, between 30- 40 age 47 respondents representing 40.9%, between 

41-50 age representing 24.3% while 9 respondents representing 7.8% respondents are within 

the age bracket of 51 - above years. 

 

Table 4.1. 6 Work experience 

work experience of respondents 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid 1-5 30 26.1 26.1 26.1 

6-10 51 44.3 44.3 70.4 

11-15 25 21.7 21.7 92.2 

>15 9 7.8 7.8 100.0 

Total 115 100.0 100.0  

Source: Field Survey 2022 

 

The table above indicates that out of 115 respondents representing 100%, thirty (30) 

respondents which representing 26.1% maintain that they have been in the services for 1-5 

years while 51 of the respondents which represent 44.3% have work in the company for over 

6-10yrs. However twenty-five (25) respondents which represent 21.7% either have work for 

11-15 years and 9 respondents that have worked more than fifteen years representing 7.8%. 

This as the one of demographic item helps us to identify the number of years the respondents 

have worked in the establishment. 

 

4.2 Hypotheses Testing   

To test the hypotheses listed in chapter one, the study adopted the following statistical tool, 

Pearson’s product moment correlation coefficient and simple linear regression aided by 

computer Microsoft statistical package for social science (SPSS). Six different null 

hypotheses were stated which guided this study.  
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4.2.1 Hypothesis One: Explicit education does not have positive significant effect on 

recruitment in medium and large scale family business in Anambra state, Nigeria 

 
Model Summary

b
 

Mode
l R 

R 
Square 

Adjusted 
R 

Square 

Std. Error of 
the 

Estimate 

Change Statistics 

Durbin-
Watson 

R Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 .152
a
 .023 .015 2.09560 .023 2.677 1 113 .105 1.372 

a. Predictors: (Constant), Explicit_Education 

b. Dependent Variable: Recruitment 

ANOVA
a
 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 11.758 1 11.758 2.677 .105
b
 

Residual 496.242 113 4.392   

Total 508.000 114    

a. Dependent Variable: Recruitment 

b. Predictors: (Constant), Explicit_Education 

 

Coefficients
a
 

Model 

Unstandardized 
Coefficients 

Standardiz
ed 

Coefficient
s 

t Sig. 

95.0% Confidence 
Interval for B 

Collinearity 
Statistics 

B Std. Error Beta 
Lower 
Bound 

Upper 
Bound 

Toleranc
e VIF 

1 (Constant) 
19.414 1.488  13.04

5 
.000 16.466 22.363   

Explicit_Educa
tion 

-.138 .085 -.152 -1.636 .105 -.306 .029 1.000 1.000 

a. Dependent Variable: Recruitment 

 

Collinearity Diagnostics
a
 

Model Dimension Eigenvalue Condition Index 

Variance Proportions 

(Constant) 
Explicit_Educati

on 

1 1 1.991 1.000 .00 .00 

2 .009 15.166 1.00 1.00 

a. Dependent Variable: Recruitment 

Sources: SPSS Output  
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Interpretation of the Result 

The Coefficient of determination (β) otherwise known as the goodness of fit explains the 

percentages, proportion or total amount of variations in the dependent variables as a result of 

changes in the independent variables included in the model. This portrays the usefulness or 

rather the significance of the regression. The closer its values are to 1 the better the fit since 

the value is usually 0-1. From our regression result, R
2
  is .023%. This implies that the 

independent variables can explain about 23% of the variable in the dependent variable, 

leaving the remaining 63% which would be accounted for by other variable outside the 

model. 

The F- statistics: This is used to test for the overall significance of the model. . From the 

result in table 4.4.1 above, our computed value of F- statistics is .105, which is less than 2. 

We accept and state that there is no significant relationship between the variable of the 

estimate and that of the dependent variable  

A’priori Criteria: This is determined by the existing business theories; it also indicates the 

signs and magnitude of the business parameter under review. In table 4.4.2 above, we found 

out that Explicit_Education has a negative  sign given its value as -.138; this implies that a 

unit decrease in Explicit_Education increases the firm performance by 13%, this conform to 

the a’ priori expectation.  

T- Statistics: This is carried out to measure the significance of individual explanatory 

variables in the model that is to find out the significant influence of explanatory variables on 

the dependent variables at chosen level of significance. It was discovered that direct explicit 

education is statistically insignificant at 5% level, with its value of -1.636 and prob value of 

.105 

Test for autocorrelation: This is used to test whether errors corresponding to different 

observation are uncorrelated. If the value of the durbin-watson from the regression result is 

not close to 2 (1.372) however there is a prob of autocorrelation in that regression result,  

Collinearity implies two variables are near perfect linear combinations of one another. 

Multicollinearity involves more than two variables. In the presence of multicollinearity, regression 

estimates are unstable and have high standard errors. If you find two or more values above 

.90 in one line you can assume that there is a collinearity problem between those predictors. 

If only one predictor in a line has a value above .90, this is not a sign for multicollinearity. 

From the table above the Condition Index is 15.166, this simple shows that the model is free 

from multicollinearity 

 

Explicit Education & Recruitment   
Correlations 

 WPM IME 

Pearson Correlation WPM 1.000 .132 

IME ..132 1.000 

Sig. (1-tailed) WPM . .016 

IME .016 . 

N WPM 115 115 

IME 115 115 

 

As presented in Table above there was a positive relationship between explicit education & 

recruitment   (r=0.132; p>0.05). This suggests that explicit education positively affect 

recruitment in medium and large scale family business in Anambra state, Nigeria. This 



African Journal of Business and Economic Development | ISSN: 2782-7658 

Vol. 3, Issue 1 (January, 2023) | www.ijaar.org/ajbed 
 

17 
 

implies that the issue of the interrelation between explicit education & recruitment is brought 

out clearly in this study. Furthermore, we accept alternative hypothesis which state that explicit 

education has positive effect on work placement in medium and large scale family business in 

Anambra state. 

 

i. 4.2.2 Hypothesis Two: There is no positive significant relationship between hierarchical 

coaching and innovation in medium and large scale family business in Anambra state 

Nigeria. 

Model Summary
b
 

Model R 
R 

Square 
Adjusted R 

Square 

Std. Error 
of the 

Estimate 

Change Statistics 

Durbin-
Watson 

R Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 .419
a
 .176 .169 1.38504 .176 24.120 1 113 .000 1.520 

a. Predictors: (Constant), Coaching 

b. Dependent Variable: Innovation 

ANOVA
a
 

Model 
Sum of 
Squares df Mean Square F Sig. 

1 Regression 46.271 1 46.271 24.120 .000
b
 

Residual 216.772 113 1.918   

Total 263.043 114    

a. Dependent Variable: Innovation 

b. Predictors: (Constant), Coaching 

 

Coefficients
a
 

Model 

Unstandardized 
Coefficients 

Standardi
zed 

Coefficien
ts 

t Sig. 

95.0% Confidence Interval 
for B 

Collinearity 
Statistics 

B Std. Error Beta Lower Bound 
Upper 
Bound 

Toleran
ce VIF 

1 (Constant) 11.40
7 

1.322  8.628 .000 8.788 14.027   

Coaching .357 .073 .419 4.911 .000 .213 .501 1.000 1.000 

a. Dependent Variable: Innovation 
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Collinearity Diagnostics
a
 

Model Dimension Eigenvalue Condition Index 

Variance Proportions 

(Constant) Coaching 

1 1 1.995 1.000 .00 .00 

2 .005 20.424 1.00 1.00 

a. Dependent Variable: Innovation 

Sources: SPSS Output  
 

Interpretation of the Result 

The Coefficient of determination (β) otherwise known as the goodness of fit explains the 

percentages, proportion or total amount of variations in the dependent variables as a result of 

changes in the independent variables included in the model. This portrays the usefulness or 

rather the significance of the regression. The closer its values are to 1 the better the fit since 

the value is usually 0-1. 

 From our regression result, R
2
  is 0.176 %. This implies that the independent variables can 

explain about 17% of the variable in the dependent variable, leaving the remaining 83% 

which would be accounted for by other variable outside the model. 

The F- statistics: This is used to test for the overall significance of the model. From the 

result in table 4.4.1 above, our computed value of F- statistics are 24.120, while the 

probability is 0.000. Since the probability of the F- statistics in the computed output is less 

than the desired 0.05 level of significance, we accept and state that there is a significant 

relationship between the variable of the estimate and that of the dependent variable  

A’priori Criteria: This is determined by the existing business theories; it also indicates the 

signs and magnitude of the business parameter under review. In table 4.4.2 above, we found 

out that Coaching has a positive sign given its value as 0. 357; this implies that a unit increase 

in Coaching increases the firm innovativeness by 35%, this conform to the a’ priori 

expectation.  

T- Statistics: This is carried out to measure the significance of individual explanatory 

variables in the model that is to find out the significant influence of explanatory variables on 

the dependent variables at chosen level of significance. It was discovered that Coaching is 

statistically significant at 5% level, it is highest among all (4.911), and this implies that it 

contributes significantly to innovation. 

Test for autocorrelation: The Durbin-Watson (DW) test for autocorrelation will be used to 

test for the presence of first order autocorrelation in the model when the value of DW is 

closer and a little above 2.00, it means the presence of autocorrelation among the explanatory 

variables from the model the Durbin Watson value is (1.5) this conform the above stated 

condition and implies the absence of autocorrelation hence our variables can be used for 

predictive purposes. 

The collinearity diagnostics is a test which confirms that there are serious problems with 

multicollinearity. Going from our model it was discovered that Condition Index is 20.424, 

which is less than the desired number, as a result our model is free from the problem of 

multicollnearity. 
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Drawing inference from our regression result in Coefficients table above, the analysis showed 

that the t-value of Coaching is 4.911, which is more than 2 while its probability is 0.000 less 

than p < 0.05 level of significance and at the 95% level of confidence intervals: (lower 

bound═0. .213, upper bound═0.501). Thus, we reject the null hypothesis (H0) and accept the 

alternate hypothesis (H1) which said that there is positive significant relationship between 

hierarchical coaching and innovation in medium and large scale family business in Anambra 

state Nigeria. 

 

ii. 4.2.3 Hypothesis Three: Ho3: Dynamic successor does not  have positive significant 

effect on work efficiency medium and  large scale  family business in Anambra state, 

Nigeria 

Model Summary
b
 

Mode
l R 

R 
Square 

Adjusted R 
Square 

Std. Error 
of the 

Estimate 

Change Statistics 

Durbin-
Watson 

R Square 
Change F Change df1 df2 

Sig. F 
Change 

1 .293
a
 .086 .078 1.67798 .086 10.640 1 113 .001 1.578 

a. Predictors: (Constant), Dynamic_Successor 

b. Dependent Variable: Work_Efficiency 

 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 29.958 1 29.958 10.640 .001
b
 

Residual 318.163 113 2.816   

Total 348.122 114    

a. Dependent Variable: Work_Efficiency 

b. Predictors: (Constant), Dynamic_Successor 

 

Coefficients
a
 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

95.0% Confidence 
Interval for B 

Collinearity 
Statistics 

B Std. Error Beta 
Lower 
Bound 

Upper 
Bound Tolerance VIF 

1 (Constant) 14.421 1.040  13.872 .000 12.362 16.481   

Dynamic_ 

Successor 
.201 .062 .293 3.262 .001 .079 .324 1.000 1.000 

a. Dependent Variable: Work_Efficiency 
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Collinearity Diagnostics
a
 

Model Dimension Eigenvalue Condition Index 

Variance Proportions 

(Constant) 
Dynamic_Succe

ssor 

1 1 1.989 1.000 .01 .01 

2 .011 13.212 .99 .99 

a. Dependent Variable: Work Efficiency 

Sources: SPSS Output  

 

Interpretation of the Result 

The Coefficient of determination (β) otherwise known as the goodness of fit explains the 

percentages, proportion or total amount of variations in the dependent variables as a result of 

changes in the independent variables included in the model. This portrays the usefulness or 

rather the significance of the regression. The closer its values are to 1 the better the fit since 

the value is usually 0-1. 

 From our regression result, R
2
  is .086%. This implies that the independent variables can 

explain about 86% of the variable in the dependent variable, leaving the remaining 14% 

which would be accounted for by other variable outside the model. 

The F- statistics: This is used to test for the overall significance of the model. . From the 

result in table 4.4.1 above, our computed value of F- statistics are 10.640, while the 

probability is 0.000. Since the probability of the F- statistics in the computed output is less 

than the desired 0.05% level of significance, we accept and state that there is a significant 

relationship between the variable of the estimate and that of the dependent variable  

A’priori Criteria: This is determined by the existing business theories; it also indicates the 

signs and magnitude of the business parameter under review. In table above, we found out 

that Dynamic_Successor has a positive sign given its value as .201; this implies that a unit 

increase in Dynamic_Successor increases the Work Efficiency by 20%, this conform to the 

a’ priori expectation.  

T- Statistics: The t-test is used to measure the individual statistical significance of our 

explanatory parameter in the model. From table Coefficients
 
above Dynamic_Successor is -

3.262, this is statistically insignificant, this suggest that it contribute significantly to Work 

Efficiency  

Test for autocorrelation: This is used to test whether errors corresponding to different 

observation are uncorrelated. If the value of the durbin-watson from the regression result is 

close to 2 no autocorrelation in that regression result, but if it deviates significantly then there 

is autocorrelation. The Durbin-Watson statistic (D.W) of 2 reveals no autocorrelation in the 

models. Hence, the result is good for business analysis because the Durbin Watson result is 

1.578 

The collinearity diagnostics is a test which confirms that there are serious problems with 

multicollinearity. Going from our model it was discovered that Condition Index is 13.212, 

which is less than the desired number, as a result our model is free from the problem of 

multicollnearity 
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From the result report of our t-test in table above it was observed from the T-statistics Colum 

the value of Dynamic_Successor is 3.262 with the probability of 0.00. Since the probability 

value is less than the desired level of significant (0.05) we accept the alternative (Hi) which 

says that Dynamic successor have positive significant effect on work efficiency medium and 

large scale  family business in Anambra state, Nigeria. 

 

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATION 

5.1 Summary of Findings 
The basic objective of this study is to critically examine the effect of succession planning and 

family business sustainability in medium and large scale enterprises in Anambra state, 

Nigeria. The finding at the end of the study includes the following; 

1. Explicit education has positive relationship on recruitment in family business in Anambra 

state, Nigeria. (r
2
-0.132, p-0.016) 

2. There is a positive relationship between hierarchical coaching and innovation in family 

business in Anambra state Nigeria. (t-4.922, p-0.000) 

3. Dynamic successor has positive significant effect on work efficiency in family business in 

Anambra state, Nigeria. (t-3.262, p-0.001) 

 

5.2 Conclusion 
From the discussion of findings in the preceding chapter, the following conclusions were 

drawn: Nigerian family businesses suffer lack of sustainability beyond their founders because 

of their work-for-life attitude at their old age usually takes a toll on the fortunes of the 

businesses and often kills the businesses before  transitioning to their successors. This is true 

because the founders, struggling with retirement, often experience powerful feelings of 

rivalry and jealousy toward potential successors, and this attitude perpetually keeps the 

founders in the management of the businesses even at their unproductive old age where the 

businesses continue to decline and eventually collapse. Family business is very important to 

Nigeria's economy, the sustainability of this business will go a long way to preserve and 

increase employment opportunities in society. Both strategic and personal factors are 

considered in order to ensure the growth and sustainability of the business 

 

5.3 Recommendations  

1. The founder should give the successor opportunity to be independent to act and willingly 

develop love to manage the business through learning the business operations by doing. 

ii. Coaching the successor in all-round the departmental activities, method of operation, 

organizational value and vision which will help in sustaining the business upon retirement or 

exit of the founder. 

iii. The founder should serve as a guide for successor to apply skills, knowledge and 

transparently transfer key information, ideas and contact wisely to ensure work efficiency.  
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