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ABSTRACT  

 

The study examined the entrepreneurial succession strategy and organizational performance, 

a study of private secondary schools in Anambra state. The objectives of the study were : To 

assess the effect of implicit education on work placement of private secondary schools in 

Anambra state: To assess the nature of relationship between mentoring and productivity of 

private secondary schools in Anambra state: To examine the nature of the relationship 

between inside transitioning and growth expansion of private secondary schools in Anambra 

state: This study adopted the survey design which allows for the collection, analysis and 

interpretation of original data from the respondents. The population of interest therefore 

consists of Three hundred and ninety-eight (398) proprietors and proprietress from 398 

private secondary schools in Anambra state. The sample sizes of Three hundred and ninety-

eight (398) and stratified sampling techniques were used. Primary and secondary data 

sources were used in data collection in the study. Meanwhile percentage table and regression 

analysis were used to analyze the collected data from the sample respondents. The study 

found that implicit education has positive significant effect on work placement in private 

secondary schools in Anambra state (t-5.404, p-0.000). There is a positive relationship 

between mentoring and productivity in private secondary schools in Anambra state, Nigeria 

(tr
2
-0.231, p-0.311). There is positive relationship between inside transitioning and growth 

expansion in private secondary schools in Anambra state (r
2
-0.168, p-0.072). The study 

recommended that: Additional qualification and expertise through explicit education will be 

an added advantage before a successor can lead. This will help to learn how to strike a 

balance between control, professionalism and human relations within the family business 

upon taking-over so as to retain and motivate the key managers in the family business. 

Retaining key employees that have been mentored will help smooth transitioning process to 

ensure organizational growth and development.  

 

Keywords: Implicit education, entrepreneurial succession strategy, organizational 

performance, inside transitioning, growth expansion 
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INTRODUCTION 

1.1 Background of the Study 

Entrepreneurial succession strategy connotes any strategy designed to guarantee the 

continued optimal performance of an organization structure via executing strategies for the 

development, replacement, and strategic utilization of competent employees over time 

(Rothwell, 2005). Couch (2013) further asserts that entrepreneurial succession strategy is the 

purposeful and systematic application of strategies geared at identifying leadership 

requirements, identifying pools of high-potential employees at all levels, accelerating the 

development of mission-critical leadership competencies in the employees via deliberate 

development, selecting leaders from the employee pools for strategic roles, and recurrently 

measuring progress. Entrepreneurial succession strategy is no longer seen as a competitive 

advantage, but a competitive necessity. Once perceived as an operational cost, the practice of 

SP is now a significant device of organizational strategy and is now executed as an 

investment that can increase sustainable advantage (Fink, 2011).  

Entrepreneurial succession strategy is a significant tool utilized by top management to plan 

and exploit future opportunities and threats in the environment and to guarantee employees' 

competence is optimized and prepared to assume leadership roles (Beheshtifar & Vazir-

Panah, 2012; Calareso, 2013). Entrepreneurial succession strategy is an essential strategy 

targeted at transforming an organization’s direction and proactively directs an organization’s 

vision, mission, and performance (LeCounte, Prieto, & Phipps, 2017). In a world that is 

constantly evolving and radically becoming unpredictable, organizations are continuously 

striving to remain competitively relevant and spontaneously meet the evolving needs of their 

clients; this necessity for relevance connotes that potential successors (i.e. employees) are 

constantly untrained, trained, and re-trained, hence, making entrepreneurial succession 

strategy a key feature for an organization’s viable posterity and sustainability. Entrepreneurial 

succession strategy is no longer seen as a competitive advantage, but a competitive necessity. 

Once perceived as an operational cost, the practice of entrepreneurial succession strategy is 

now a significant device of organizational strategy and is now executed as an investment that 

can increase sustainable advantage (Fink, 2011).  

Entrepreneurial succession strategy is a significant tool utilized by top management to plan 

and exploit future opportunities and threats in the environment and to guarantee employees' 

competence is optimized and prepared to assume leadership roles (Beheshtifar & Vazir-

Panah, 2012; Calareso, 2013). Entrepreneurial succession Strategy is an essential strategy 

targeted at transforming an organization’s direction and proactively directs an organization’s 

vision, mission, and performance (LeCounte, Prieto, & Phipps, 2017). 

The rapidly evolving nature of today's business environment, stiff competition, and constant 

restructuring of organizations and culture has frequently redefined entrepreneurial succession 

strategy to the contingent organizational situation (Mehrabani & Mohamad, 2011). In this 

present time, entrepreneurial succession strategy ensure that organizations develop and 

optimize employees’ competencies and leadership potential at all levels of the organization 

for their posterity and sustainability (Groves, 2013; William, 2015). Hence, for an 

organization to continually maintain optimal relevance and sustainable performance, they 

must possess a highly relevant and robust employee base in all cadres, which possess 

competence that is relevant, useful, valuable, and productive to the indicators of success in 

their industry. 

Organizational performance is very critical to organizations in the current competitive 

environment and it requires a very sustainable high quality and creative workforce. Hence the 
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importance of succession strategy to avoid power vacuum created when an incumbent leader 

leaves the organization. Studies have shown that factors such as succession strategy, work 

environment, training and motivation positively affect the overall performance of educational 

institutions (Abdolshah, Khatibi & Moghimi, 2018). Organizations with a planned effective 

succession strategy outperform those without it; employee’s morale is increased and 

performance enhanced. However, despite these advantages’ succession planning remains a 

challenge to most organizations big or small, public or private (Onyango, Njanja & Charles, 

2014; Wangombe & Kagiri, 2015). Scholars have established that most entrepreneurial 

organizations lack succession plan and this has been attributed to poor performance.  

Private secondary schools also need to emphasize on performance. Studies show that Private 

secondary schools that were considered well- performing with motivated workforce are 

suffering from disgruntled and disappointed employees and top performers are switching to 

other employers. In addition, these institutions suffer from skilled personnel, reduced 

succession plan and appointment of leaders sometimes does not match the ability and skills 

requirement making most of the schools perform very poorly. In education sector for 

example, faculties are appointed based on subject area rather than leadership skills (Young, 

2012; Marangu, 2014; Ngandu, 2017). This current therefore study examines the effect of 

entrepreneurial succession strategy on organizational performance a study of private 

secondary schools in Anambra state. 

1.2 Objectives of the Study 
The general purpose of this study was to investigating the entrepreneurial succession strategy 

and organizational performance of private secondary schools in Anambra state.  Specifically, 

the study sought to: 

i. To assess the effect of implicit education on work placement of private secondary schools 

in Anambra state 

ii. To assess the nature of relationship between mentoring and productivity of private 

secondary schools in Anambra state 

iii. To examine the nature of the relationship between inside transitioning and growth 

expansion of private secondary schools in Anambra state 

1.3  Hypotheses  

The following hypotheses were formulated to guide this study; 

i. Implicit education does not have positive significant effect on work placement in  

medium and large scale family business in Anambra state Nigeria 

ii. There is no positive significant relationship between mentoring and productivity in family 

business in Anambra state, Nigeria 

iii. There is no positive significant relationship between inside transitioning and growth in 

medium and large scale family business in Anambra state, Nigeria 

 

REVIEW OF RELATED LITERATURE 

2.1 Theoretical Framework  

2.1.2 Integrating Leadership Development and Succession Planning Process (GROVES 

2007) 
The model of leadership succession proposed by Groves (2007) represents an integration of 

leadership development and succession planning process  which involves the following steps: 

Develop pervasive mentoring relationship, identifying and codify leadership talents, assign 
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development activities and succession decision. These four steps required by top management 

to follow. The first step involves the development of pervasive mentoring relationships 

between upper management and the employees in the organization. At this stage, the mentor-

mentee network is established, with the mentor starting to identify high potentials at lower 

levels of employment. The identified talents are subsequently exposed to aspects of career 

planning, in which the mentor helps to work on the strengths and necessary areas of 

improvement of the mentees. 

This is followed by leadership competency development program which prepares the 

potential leader with leadership-based skill set through developmental leadership activities, 

so as to familiarize the candidates with leadership tasks.  

Finally, the best candidate is selected by top management team to be the next leader through 

a thorough deliberation process. It should be noted that between the second and third stage, 

there is a feedback mechanism, whereby the leadership development activity is reinforced to 

ensure that it becomes an organizational culture instead of being thought of as a simplified 

way to elect the future leader of an organization.  

Groves model is helpful in the process of recruiting and selecting possible leaders due to its 

detailed and step-based orientation but lacks the organizational components which seen as 

disjointed due to its indirect relationship with organizational strategy. 

 

2.1.2 Empirical Review 

Chukwuma, et. al. (2022) examined succession planning and financial performance: a 

resource based view analysis. This study expands relevant knowledge on the empirical 

relationship between succession planning and financial performance, and creates a niche 

within the context of the resource-based view theory. This study is qualitative and explores 

the resource-based view perspective in understanding the relationship between succession 

planning and financial performance. This study, via the reviewed empirical literature, 

observed a heightened positive relationship between SP and the financial performance of 

organizations. The study concludes by postulating, that the ultimate goals of every 

organization are growth, relevance, and sustainability; SP is indispensable to the optimization 

of these goals as it influences critical performance factors that facilitate the positive 

continuity and achievement of these goals, hence, succession planning is inevitable for any 

organization that is interested in a viable posterity, especially with regards to its financial 

performance. 
 

Ammad and Ghazal (2020) analyzed 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 desired 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. 
 

Marega et. al, (2020) determined the effect of succession planning on business performance: 

Empirical evidence of The Bells University, Covenant University, and Crawford University. 

The objectives of the study was to; evaluate the effect of the transition process on business 
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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. 

Njeri, Ngui, and Mathenge (2019) establish the influence of succession planning on 

organizational performance of faith based educational institutions in a case of Catholic 

Archdiocese of Nairobi. The Specific objectives of the study were to; assess the influence of 

human resource planning on performance; establish the influence of career development on 

the organizational performance; assess the influence of selection procedure on the 

performance of organizations and to examine the moderating effect of regulatory framework 

on the relationship between succession planning and performance of Faith Based Educational 

organizations in Catholic Archdiocese of Nairobi. The study was anchored in theories and 

models, namely human capital theory, social exchange theory, relay succession planning 

model and scharmer’s theory U model. The targeted population was 150 employees working 

in 17 accredited catholic educational institutions in Nairobi Diocese, who comprised of the 

principals and top management in these institutions. A census was used to provide detailed 

information on all or most elements. Data was collected using questionnaires and interview 

guide. An interview guide with open-ended questions was used to collect data from 

principals/administrators and heads of departments. Regression analysis was used to establish 

the influence of succession plan on organizational performance. The findings of the study 

showed that there was a positive and significant relationship between human resource 

planning and Organizational performance (β=0.163, p=0.048). In addition, there was a 

positive and significant relationship between career development and organizational 

performance (β=0.134, p=0.027). Moreover, there was a positive and significant relationship 

between selection procedure and organizational performance (β=0.366, p=0.000). Finally, 

there was a positive and significant relationship between the moderating effect of regulatory 

framework on the relationship between succession planning and performance. The study 

recommended that institutions should put in place an effective succession planning and 

human resource planning to avoid staff shortage. Also, to introduce career development plans 

and encourage staff to identify their learning needs. In addition, establish the best criteria for 

staff selection and encourage participatory governance.  

Onoriode and Okoh (2019) investigated managerial and succession strategy and its impact on 

organizational stability. An empirical study of selected financial institutions in Nigeria; a set 

of structured question was used as the instrument of data collection and administered on sixty 

(60) employees of the financial institution under study in Nigeria were randomly selected 

using the Yaro-Yename formula, a sample size from a population of seventy (70) – 60 

respondent at 95% confidence level. Data analysis was made using simple percentage tables 

and hypotheses were tested using Pearson product moment correlation co-efficient and T-

Text at 0.05 level of significance. The result shows that positive and significance relationship 

exist between managerial succession planning strategy and the continuity of an organizations 
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performance and its survival. The result also shows that positive and significance relationship 

exists between managerial succession planning strategy and the growth of an organization. It 

was concluded that managerial succession planning strategy is in imperative for the growth 

and stability in a financial industry. The study, however, recommended appropriate exist 

strategy arranged of good choices, establishing measurable goals to guide the succession 

planning programme, preparation of competency model evaluation of the entire succession 

planning programme on a regular basis and a host of others for effective managerial 

succession strategy in the financial institutions in Nigeria. 

 

3.0 Methodology 

The study adopted survey design. The decision was made because research design constitutes 

the blue print for collection, measurement and analysis of data. The study involved finding 

effects between the variables as well as to test the hypotheses. The area of this study is 

Anambra state which is a state in southeastern part of Nigeria. The population of interest 

therefore consists of Three hundred and ninety-eight (398) proprietors and proprietress 

from 398 private secondary schools in Anambra state. The sample sizes of three hundred 

and ninety-eight (398) and stratified sampling techniques were used. The method applied in 

gathering the data used for the answering the questions raised in this study was primary and 

secondary methods, the primary method was questionnaire, the questionnaire items was 

raised from the literature review, objectives of the study, observations and (perceived) 

problems identified in the course of this research. The questionnaire format was constructed 

by the researcher under the tutelage and guidance of the research supervisor who subjected 

the instruments to theoretical and practical validity, In order to make provision for reliability 

of the questionnaire as a major instrument in this research study, the test-re-test reliability 

method was adopted by this study. The questionnaires were pre-tested by administering 40 

copies to private school in Onitsha. The reliability of responses to the items of the 

instruments was analysed using cronbach coefficient alpha aided with the use of SPSS 23. 

The reliability coefficient shows that the questionnaire yield 0.75, which indicates that the 

instrument is reliable. While the secondary sources comprises books, government-

publications, official documents, magazines, journals, seminars, articles/monographs, and 

internet which have relevant contributions to the study. Meanwhile percentage table, 

correlation and regression analysis will be used to analyze the collected data from the sample 

respondents. 

 

Model Specification 

The model is to verify the entrepreneurial succession strategy and the organizational 

performance in private secondary schools in Anambra state. However, due to the nature of 

the objective of the study, the researcher will develop a model that capture entrepreneurial 

succession strategy as a function of organizational performance, the model is specified 

below;  

WPM = f (IME) -------------------------------------------------(i) 

Where  

WPM = Work Placement 

IME = Implicit Education  

PRO = f (MOT) -------------------------------------------------(ii) 

Where  

MOT = Mentoring 

PRO = Productivity  
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GEP = f (IST) -------------------------------------------------(iii) 

Where  

GEP = Growth Expansion 

IST = inside transitioning  

f=Functional Notation 

 
PRESENTATION ANALYSIS AND INTERPRETATION OF DATA 

In this Chapter, the data presentation, analysis and model solution are to be handled. Data is a 

representation of facts, observations and occurrences. It is also the input of the statistical and 

data processing systems.  Three hundred and ninety-eight (398) were administered among the 

students of selected institution However; Three hundred and twenty-three (323) copies of 

questionnaire were retrieved. 

Table 4.1: Respondents’ Demographic Variables 

 

4.1.1 What is your gender 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid MALE 197 54.3 61.0 61.0 

FEMALE 126 34.7 39.0 100.0 

Total 323 89.0 100.0  

Source: SPSS Version 21, 2023 

The above table reveals that the one hundred and ninety-seven (197) of the respondents 

which represents 61% were male respondents, while one hundred and twenty-six (126) 

respondents which represent 39% were female respondents. By implication, male respondents 

were more than female respondents by 22% 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. 

4.1.2 What is your marital status? 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid MARRIED 243 66.9 75.2 75.2 

SINGLE 49 13.5 15.2 90.4 

DIVORCED 9 2.5 2.8 93.2 

WIDOWED 22 6.1 6.8 100.0 

Total 323 89.0 100.0  

Source: SPSS Version 21, 2023 

The above table reveals that the two hundred and forty-three (243) of the respondents which 

represents 75.2% were married, while forty-nine (49) respondents which represent 15.2% 

were single. Again, nine (9) of the respondents which represents 2.8% were divorced and 

lastly, twenty of the respondents which represent 6.8% were widowed in our selected 

population sample for this study. The implication of this is to enable us to know the number 

of married, single, divorced and widowed respondents that successfully returned their 

questionnaire. 
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4.1.3 Could you please tell us your age category? 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid 18-25 105 28.9 32.5 32.5 

26-33 102 28.1 31.6 64.1 

34-40 50 13.8 15.5 79.6 

41-50 48 13.2 14.9 94.4 

51-ABOVE 18 5.0 5.6 100.0 

Total 323 89.0 100.0  

Source: SPSS Version 21, 2023 

The table above shows that respondents whose age bracket falls between 18-25 yrs were one 

hundred and five (105) which represent 32.5 percent. This is followed by those with age 

bracket of 26-33 years with one hundred and two (102) which represents 31.6%. Also those 

within age bracket of 34-40yrs were fifty (50) which represents 15.5%. This is followed by 

those with age bracket of 41-50 years with forty-eight (48) which represents 14.9%. Lastly, 

those with age bracket of 50-above with eighteen respondents which represent 5.6%. The 

implication of this age distribution is to enable us to check if the questionnaire was directed 

to the right age group. 

4.1.4 What is your highest Qualification 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid DIPLOMA 52 14.3 16.1 16.1 

BACHELOR 216 59.5 66.9 83.0 

MASTERS DEGREE 31 8.5 9.6 92.6 

DOCTORAL DEGREE 24 6.6 7.4 100.0 

Total 323 89.0 100.0  

Source: SPSS Version 21, 2023 

In the table above, out of the three hundred and twenty-three (323) respondents, fifty-two 

(52) of the respondents are diploma holders. While two hundred and sixteen (216) 

respondents which represent 66.9 percent are BSC holders. Thirty-one respondents (31) 

which represent 9.6 are MSC/MBA holders, while twenty-four (24) which represents 7.5 are 

PHD holders.  

4.1.5 How many years have you been a manufacturing firm employee? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 0-5 YRS 39 10.7 12.1 12.1 

6-10 YRS 98 27.0 30.3 42.4 

11-15 YRS 66 18.2 20.4 62.8 

16-20 YRS 76 20.9 23.5 86.4 

21-ABOVE 44 12.1 13.6 100.0 

Total 323 89.0 100.0  

Source: SPSS Version 21, 2023 

the table above shows that thirty-nine (39) respondents which represent 12.1 percent have 

work experience below five years; ninety-eight (98) which represents 30.73 have work 

experience of 6-10yrs. again, sixty-six respondents (66) which represents 20.4% have work 

experience of 11-15yrs, while seventy-six respondent (76) which represents 23.5% have work 
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experience of 16-20yrs. lastly, forty-four respondents (44) which represent 13.6% have work 

experience of 21yrs-above.  

4.2 HYPOTHESIS TESTING  

4.2.1 Hypothesis One: Ho1:  Implicit education does not have positive significant effect on 

work placement in medium and large scale in private secondary schools in Anambra state 

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 .453
a
 .205 .198 1.50815 .205 29.204 1 113 .000 1.765 

a. Predictors: (Constant), Implicit_Education 

b. Dependent Variable: Work_Placement 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 66.424 1 66.424 29.204 .000
b
 

Residual 257.020 113 2.275   

Total 323.443 114    

a. Dependent Variable: Work_Placement 

b. Predictors: (Constant), Implicit_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 

Toleran
ce VIF 

1 (Constant) 11.067 1.303  8.490 .000 8.484 13.649   

Implicit_Educa
tion 

.428 .079 .453 5.404 .000 .271 .585 1.000 1.000 

a. Dependent Variable: Work_Placement 
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Collinearity Diagnostics
a
 

Model Dimension Eigenvalue Condition Index 

Variance Proportions 

(Constant) 
Implicit_Educati

on 

1 1 1.994 1.000 .00 .00 

2 .006 18.482 1.00 1.00 

a. Dependent Variable: Work_Placement 

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 .205%. This implies that the independent variables can 

explain about .205% of the variable in the dependent variable, leaving the remaining 80% 

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

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

in table 4.4.1 above, our computed value of F- statistics are 29.204, 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 Implicit Education has a positive sign given its value as .428; this implies that a unit 

increase in Implicit Education increases the work placement by 42%, 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 Implicit Education is -

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

Efficiency  

Test for autocorrelation: This is used 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 

1.765. 

When a regressor is nearly a linear combination of other regressors in the model, the affected 

estimates are unstable and have high standard errors. However in most time series analysis 

there is a problem of multicollinearity. From the Condition Index column, it was 18.482, 
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which further shows that the model of Implicit Education is free from the problem of 

multicollinearity. 

Drawing inference from our regression result in table above, the analysis showed that the t-

value of Implicit Education is 5.404, 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═0.271, upper bound═0.585). Thus, we reject the null hypothesis (H0) and accept the 

alternate hypothesis (H1) which said that Implicit education have positive significant effect on 

work placement in private secondary schools in Anambra state 
 

4.2.2 Hypothesis Two: Ho2:.There is no significant relationship between mentoring and 

productivity in private secondary schools in Anambra state 

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 .316
a
 .500 .092 1.56904 .100 12.531 1 113 .001 1.531 

a. Predictors: (Constant), Mentoring 

b. Dependent Variable: Productivity 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 30.850 1 30.850 12.531 .001
b
 

Residual 278.193 113 2.462   

Total 309.043 114    

a. Dependent Variable: Productivity 

b. Predictors: (Constant), Mentoring 

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) 14.756 .892  16.549 .000 12.990 16.523   

Mentoring .182 .051 .316 3.540 .001 .080 .284 1.000 1.000 

a. Dependent Variable: Productivity 
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Collinearity Diagnostics
a
 

Model Dimension Eigenvalue Condition Index 

Variance Proportions 

(Constant) Mentoring 

1 1 1.986 1.000 .01 .01 

2 .014 12.105 .99 .99 

a. Dependent Variable: Productivity 

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 .500%. This implies that the independent variables can 

explain about .50% of the variable in the dependent variable, leaving the remaining 50% 

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

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

in table 4.4.1 above, our computed value of F- statistics are 12.531, 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 Mentoring has a positive sign given its value as .18; this implies that a unit increase in 

Mentoring increases the productivity by 18%, 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 Mentoring is 12.531, this 

is statistically insignificant, this suggest that it contribute significantly to Productivity 

Test for autocorrelation: This is used 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 

1.531 

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 
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multicollinearity. From the table above the Condition Index is 12.105, this simple shows that 

the model is free from multicollinearity. 

 

Mentoring and productivity  
Correlations 

 PRO MOT 

Pearson Correlation PRO 1.000 .231 

MOT .231 1.000 

Sig. (1-tailed) PRO . .311 

MOT .311 . 

N PRO 115 115 

MOT 115 115 

 

As presented in Table above there was a positive relationship between mentoring and 

productivity (r=0.231, p<0.05). This suggests that mentoring positively influenced the 

productivity in private secondary schools in Anambra state. This implies that the issue of the 

interrelation between mentoring and productivity is brought out clearly in this study. This 

concurs with other researchers who have established the relationship between mentoring and 

productivity in different organizations. This further implies that as far as private secondary 

schools in Anambra state are concerned; to some significant extent mentoring has been felt 

on such organizational performance. However we accept alternative hypothesis which states 

that mentoring has positive effect on productivity in private secondary schools in Anambra 

state. 

 

4.2.3 Hypothesis Three: Ho3: There is no positive significant relationship between inside 

transitioning and growth-expansion private secondary schools in Anambra state 

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 .045
a
 

.532 .527 2.19777 .002 .230 1 113 .633 1.339 

a. Predictors: (Constant), Insider_transitoning 

b. Dependent Variable: Growth_Expansion 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1.110 1 1.110 .230 .633
b
 

Residual 545.812 113 4.830   

Total 546.922 114    

a. Dependent Variable: Growth_Expansion 

b. Predictors: (Constant), Insider_transitoning 
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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 

Toleranc
e VIF 

1 (Constant) 
16.653 .700  23.79

1 
.000 15.266 18.040   

Insider_transito
ning 

.018 .038 .045 .479 .633 -.058 .095 1.000 1.000 

a. Dependent Variable: Growth_Expansion 

Collinearity Diagnostics
a
 

Model Dimension Eigenvalue Condition Index 

Variance Proportions 

(Constant) 
Insider_transito

ning 

1 1 1.956 1.000 .02 .02 

2 .044 6.681 .98 .98 

a. Dependent Variable: Growth_Expansion 

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 .532%. This implies that the independent variables can 

explain about 53% of the variable in the dependent variable, leaving the remaining 57% 

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

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

in table 4.4.1 above, our computed value of F- statistics is .230, while the probability is 

0.633. Since the probability of the F- statistics in the computed output is greater than the 

desired 0.05 level of significance, 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 above, we found out 

that Insider_transitoning has a positive sign given its value as .18; this implies that a unit 

increase in Insider_transitoning increases the growth by 1%, this conform to the a’ priori 

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

explanatory parameter in the model. From table Coefficients
 
above Insider_transitoning is 

.479, this is statistically insignificant, this suggest that it contribute significantly to 

Productivity. 

Test for autocorrelation: This is used 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 autocorrelation in the 

models. Hence, the result is not good for business analysis because the Durbin Watson result 

is 1.339 

When a regressor is nearly a linear combination of other regressors in the model, the affected 

estimates are unstable and have high standard errors. However in most time series analysis 

there is a problem of multicollinearity. From the Condition Index column, it was 6.681, which 

further shows that the model of Implicit Education is free from the problem of 

multicollinearity. 

Inside Transitioning and Growth expansion 
Correlations 

 GEP IST 

Pearson Correlation GEP 1.000 .168 

IST .168 1.000 

Sig. (1-tailed) GEP . .072 

IST .072 . 

N GEP 115 115 

IST 115 115 

 

As presented in Table above there was a positive relationship between Inside Transitioning 

and Growth expansion (r=0.168; p<0.05). This suggests that Inside Transitioning positively 

influenced Growth expansion in private secondary schools in Anambra state. This implies 

that the issue of the interrelation between Inside Transitioning and Growth expansion is 

brought out clearly in this study. Moreover, null hypothesis is rejected, while the alternative 

is accepted which states. Inside Transitioning has positive effect on Growth expansion in 

private secondary schools in Anambra state 

 

4.3 Discussion of the Findings  

4.3.1 Implicit Education and Work Placement: The study found that implicit education has 

a significant positive effect on work placement in private secondary schools in Anambra 

state. The implication of these findings is that, for work placement to be functional to achieve 

their aim and purposes, the implicit education need to satisfy the expected needs of the 

individual, and must be seen to be fair or equitably satisfying to the company. Implicit 

training is to provide new and different skills for employees to perform their jobs. This 

further agreed with the findings of Dessler, (2006) which found that impact education has 

positive significant effect on organizational sustainability. 

 

4.3.2 Mentoring and Productivity: The study found that mentoring had a positive effect on 

productivity in private secondary schools in Anambra state. The study also established that 

Mentoring enhances productivity since employees’ perform better when the organizations 

took mentoring serious. Mentoring provides a mechanism for new practitioners to transfer the 

knowledge and skills learned in the field to real-world practice under the guidance of an 

experienced professional. Murray, (2021) examined the impact of mentoring organizational 
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performance. The study found that positive relationship existed between mentoring and the 

organizational productivity. 

 

4.3.3 Inside transitioning and Growth -expansion of Family Business: The study found 

that inside transitioning has a significant positive effect on growth expansion private 

secondary schools in Anambra state. The implication of these findings is that, successions 

management necessitates family business. Effective inside succession provides long-term 

sustainability, guarantees the survival of business and ensures capable and trained officials 

are in the organization. This is in line with the study of Ohuabunwa 2015, who found positive 

relationship between Successions management and growth expansion. 

 

5.1 Conclusion and recommendation 

This study was primarily carried out to examine the entrepreneurial succession strategy and 

organizational performance in private secondary schools in Anambra state. The study 

provided an insight into the relevance of succession strategy and performance in the private 

secondary schools. Entrepreneurial succession strategy is an appropriate form of support, 

which provides succession with the possibility to improve their management skills and learn 

through action with the support business experience. A business succession program will help 

both mentors and mentees to develop their potential and upgrade their expertise. Effective 

succession can be associated with positive work behaviours, improve performance and 

contribute to succession planning, because those who have been taught are more likely to 

become teachers themselves. 

However, the study showed that implicit education has positive significant effect on work 

placement in private secondary schools in Anambra state (t-5.404, p-0.000). There is a 

positive relationship between mentoring and productivity in private secondary schools in 

Anambra state, Nigeria (tr
2
-0.231, p-0.311). There is positive relationship between inside 

transitioning and growth expansion in private secondary schools in Anambra state (r
2
-0.168, 

p-0.072). 
 

The above implies that improve effective entrepreneurial succession strategy is necessary for 

business success, private schools therefore need understand how succession affects family 

business, the ability of the leaders and management to effectively improve employees 

performance in today’s family business is traceable to effective succession strategy. The 

extents at which private secondary schools are able to imbibe the culture of succession 

strategy as a key to employees performance will determine their sustainability in the 

competitive market and improve employees performance. The study recommend that: 

Additional qualification and expertise through explicit education will be an added advantage 

before a successor can lead. This will help to learn how to strike a balance between control, 

professionalism and human relations within the family business upon taking-over so as to 

retain and motivate the key managers in the family business. Retaining key employees that 

have been mentored will help smooth transitioning process to ensure organizational growth 

and development. The founder should foster successful transitioning and ensure that the 

successor has the ability of using high-tech ways of growing a business. 

 

. 
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