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Abstract. Succession planning has drawn substantial interest among researchers. Research
reports designate deficiency of quality planning in the management of SMEs especially in
developing countries like Nigeria and this constitutes a foremost limitation to the effective
management of SMEs. Succession planning are fundamental to steady performance, sustainability
and competitive advantage of SMEs. The objective of the study was to investigate the effects of HR
planning/forecasting on family business continuity and also to examine the effect of worker’s
education on survival of entrepreneur. 110 copies of questionnaire were administered to the
employees in the five selected SMEs in Abeokuta Ogun state, Nigeria to get primary data that treated
and tested appropriate research questions and hypotheses accordingly. Analysis of variance
(ANOVA), correlation efficient and regression analysis was employed. The Yamane formula was
used to determine the sample size. The test re-test reliability approach was adopted for the
convenience of the researcher. Reliability was ensued by Cronbach’s Alpha of 0.932. The data was
analyzed using manual and electronic based methods through the data preparation grid and statistical
package for the social sciences, (SPSS). The study found out that HR succession planning
significantly assists SMEs to increase business continuity and Workers education significantly
assists SMEs to increase business survival. The study recommends that organizational succession
planning should be at regular interval as this will enable workers to know its importance and also
business successors should be appointed based on merit so that the right and experience successors
can manage the business.
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Introduction

Management succession has been in existence as far back as the early twenty
first century with Henry Fayol’s 14 principles of management published in 1916.
When the owner/founder of a business is getting old or is no more pro-active as
before, there will be need to look for someone who is competent and trust worthy
to carry on the business. The process of searching for a competent successor to take
over the business is referred to as succession planning. Over time, family business
has grown to become one of the major concern agenda in the global entrepreneurial
development. Entrepreneurship business is an emerging field which has evolved
over the decades and still in its developing stage. Today, most of the businesses we
see are family businesses and these businesses have been noted to account for the
largest percentage of the businesses in many nations including Nigeria [1]. The
importance of family business cannot be undermined. They are visible in the
employment generation, economic growth and transformation and wealth creation.
This is an awesome contribution and is expected to happen to most countries in the
world considering the contribution and development of small firms in the recent
years [2]. Fayol was to introduce management succession and he posited that if
management succession needs were ignored, small business owners would not be
prepared to make necessary transitions [3].Management succession embraces not
only identifying qualified and motivated candidates for promotion but also
developing their capabilities in a manner that will prepare them to perform
effectively in leadership positions [4]. Coaching and mentoring have become
widely accepted techniques for extending such development beyond classroom
training and on-the-job experience. These strategies are only effective to the extent
that they include structured activities conducted to achieve targeted goals by those
with training to properly facilitate the process. Succession planning process
includes three main components. As human societies have moved to
industrialization from being traditional and then to post-industrialization, sciences
and technology are also transformed and developed. Due to these changes,
importance of education necessity and features are indicated more than before.
Some scholars state about importance of education: “actually, education is
management” which means that without staff education, management basics will
be insecure and in danger. Staff education is vital and inevitable which should be
continuously noticed with management procedures; so that, other management
activities will be useful. In fact, education is one of the fundamental and logical
ways for guidance of staff attempts in organization and it causes utilization of latent
talents, imagination power and creation of intellectual flexibility in staff.
Nowadays, organizations need a group of high potential people at all levels of their
organizations. Developing general competencies, creating flexibility and creating
the leadership potential at all organizational levels are a wise action in today’s
organizations [5; 6].
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Statement of Research Problem

Organizations nowadays are looking forward to have a competitive advantage
against the threats in globalization. Due to the high competency requirements most
organization aims to generate the kind of performance that can bring more profit.
In order to do that the employers are required to provide for proper HR
planning/forecasting, as poor HR planning/forecasting could affect business
continuity. Human resource planning involves identifying staffing needs,
forecasting available personnel, and determining what additions or replacements
are required to business continuity in order to achieve the organization’s goals [7].
This is made worse if the manager does not possess requisite qualifications. Many
organizations in Nigeria do not give it the pride of place as they consider much on
the cost implications involved and the rate at which workers do leave/resign for
another employment. In fact, this issue of just resigning for another employment
after much has been expanded on employee for training has become so rampant that
organizations do have a second thought on training and development of
employees[8]. Today’s environments are changing rapidly that organizations are
facing serious unpredictability and uncertainty which sometimes causes instability
in the business operations. In this unstable environment organizations need to rely
on the most important assets: their people [9].

Literature Review

Concept of Succession Planning

Succession planning refers to the process of identifying employees who have
the potential to assume key positions in the organization and preparing them for
these positions [10]. Noe, et al, [11] define succession planning as a process of
identifying and preparing suitable high potential employees to replace key players
within the organization as their terms expire. Sambrook [4] defined succession
planning as “the attempt to plan for the right number and quality of managers and
key-skilled employees to cover retirement, death, serious illness or promotion, and
any new positions which may be created in future organization plans”. The
availability of the right number, right management staff at the right time and in the
right positions is imperative. A sudden vacancy can lead to confusion and loss of
efficiency as the search for a replacement is conducted. The absence or loss of an
employee could cause an inconvenience that could be avoided with some
anticipation to serious succession development [12; 13]. Therefore, planning on
how one’s shoe is going to be filled when he is no longer there and even planning
for knowledge coverage when one is ill or vacationing simply makes good business
sense. For professionally run corporations, the single most important reason for
having a sound succession plan is usually better retention because of growth
opportunities and job satisfaction among employees. Therefore, for a company that
wishes to enhance its performance, to allow its high potential employees turnover
is not an option but to rather arrange them in systematic successions, by enabling
them to effectively perform roles traditionally reserved for managers [4]. It also
helps employees prepare for changes in their current jobs that may result from new
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technology, work designs or new product markets. Thus, succession planning is a
necessary component of a company’s effort to improve quality, meet challenges of
global competition, social change and incorporate technology advances. Ruthwell
[14] examined succession planning as a staffing responsibility that relates to
promotions, terminations and retirement. In addition, succession planning has a
direct impact on reducing staff turnover. Succession planning is 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 [15]. Succession planning can also be defined
as a process which ensures the continued effective performance of an organization
by establishing a process to develop and replace key staff over time [16].George et
al, [13] posit that succession planning is perpetuating the enterprise by filling the
pipeline with high-performing people to assure that every leadership level has an
abundance of these performers to draw from both now and in the future. From this
perspective, succession planning is seen as management pipeline that accelerates
management performance over a period of time. George’ definition looks into the
future and this probably influences Sambrook [4] assertion that succession planning
is co-creating a transformational stage during which management explores the
future. Succession planning is organized process comprising the identification and
preparation of potential successor to assume new role [17; 18]. However, this
definition is short and compact but it is not futuristic and lack strength when
compared with George definition.

Leubsdorf [19] identifies three types of planning that aim at achieving
practical goals and objectives of organization.

e Micro-planning deals with forecasting supply and demand for specific
groups.

e Contingency planning covers the situation where possible scenarios are
examined and the implications assessed before major decisions are taken.

¢ The third type focuses on manpower planning activity such as recruitment
and development of employees in order to fill managerial and top positions.
Succession planning is a process that can provide seamless leadership transition
across the organization”. Strategic, systematic and deliberate effort to develop
competencies in potential leaders through proposed learning experiences such as
targeted rotations and educational training in order to fill high-level positions
without favoritism [20; 21]. In this context succession planning encompasses not
only top management but also a number of other factors. It can cover issues such as
the procedures necessary for a successful transfer, legal and financial
considerations, psychological factors, leadership development, and exit strategies
[22; 23].

The talent management approach to succession planning is one that is
deliberate, future oriented, and based on developing competencies of multiple
individuals rather than a single individual. These models include a thoughtful
strategy for managing an organization’s total human capital and their total
workforce [2; 24].This latest evolution of succession planning models has been
influenced by external social, political, economic and technological changes in our
society and by internal expectations of organizations and employees. The next
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section of literature review examines these types of external and internal influences
on the evolution of succession planning.

Back Of Envelope REPLACEMENT
PLANNING TALENT
MANAGEMENT
Immediate needs Near/short term planning  Long-term/future planning
NO strategy Back up charts
Developing single Management bench
strength
Replacements Focuses on key
leadership roles
Competency base
evelopment

Fig. 1. Succession planning model
Source: [9]

External Influences on Succession Planning

When Henri Fayol developed his fourteen points of management that
prompted early models of succession planning in 1916, the societal, political and
economic climate was quite different than it is today [9]. The following pages
examine these external influences on succession planning with specific attention on
six influences which include:

1. social changes.

2. Technological advancements.

3. Economic conditions.

4. Political environments.

5. The increase of knowledge and information.

6. The changing demographics and workforce.

Social Changes. George [13] describe the period between 1900-1920, as a
significant time in US history; a time that marked significant evolution in business,
industries, and even technology. During this period in American history, our society
evolved from one that was predominantly agrarian and focused on farming to an
industrial society where factory work and manufacturing industries influenced
business and organizations [25]. In these early days of the century, it was assumed
that one would walk into the footsteps of one’s father or grandfather as in previous
generations. Consequently, planning for replacements did not require as much
strategy as it would in future decades. The advent of new technology in the form of
automobiles, gasoline, and new farming equipment allowed individuals the
flexibility to move away from family farms and seek other business opportunities
which many of them did [10; 24]. Society was changing and farmers and business
owners began to realize the importance of strong leadership. Other influences
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included advances in technology, changing economic and political climates, and a
notable shift in the workplace demographics.

Technological Advances. Perhaps the best way to sum up the differences in
technology from the 1900s till today can be found in Collins & Lazier [20]
statement that “just as the automobile shaped society in the 20™ century, the
Internet is shaping society in the 2lstcentury”. Technology is persistent in
virtually every facet of American business and drives many of the business and
productivity decisions made by organizations, including decisions around
leadership development and succession planning. Technology affects more than
bottom-line business and also technology impacts the overall economy, and how
we prepare young people for the workforce [26; 27]. Fulmer [24] pointed that “the
Internet has enhanced the mobility of leadership talent, making it easy for
employees to find opportunities elsewhere”. The impact of technology on
succession planning can be seen in the evolving complexity of models. No longer
is it sufficient to develop a single individual to take a leadership post in a
company. Today, companies know they must provide leadership development
opportunities as a way of attracting and retaining talented workers who have many
more options than they did in the 1900s [24; 28].

Economic Conditions. The years between 1950 and the dawn of the new
century supported the continued emergence of industries outside farming. Maxwell
[26] illustrate the dramatic increase in these new industries such as computers,
health, and service sectors which grew from 45 million workers to over 129 million
workers. By the 1980-1990s, the labor force had evolved well beyond the strong
agricultural economy to a complex, global, and interdependent economy and
organizations began to view the recruitment and development of leaders and talent
as a way to remain responsive to market competition and improve business
profitability [3]. Early in the twentieth century, the US economy was at a high,
having come out of a recession earlier in the decade [29]. The previously strong
economy had allowed businesses to divert their focus away from developing
replacements for key leaders. But the economy would not stay for long as evidenced
by the Great Depression from 1929-1940 [18]. These two decades would remind
American businesses that organizations simply could not sustain themselves with a
single great leader because no company was immune to external forces. As the
economy and the number of qualified workers began to change, businesses and
organizations started to rethink employee development needs and allocate more
time and money to training employees [11].This investment in employee
development was short lived as the trend began to reverse by the 1970s when the
economy shifted once more. Organizations began to drastically reduce HR budgets
for talent development and once again, the direct replacement approach became a
cost effective alternative to developing multiple leaders. Today’s leadership experts
have made the case for the connection between strong leadership and long-term
business productivity [30; 31]. Similarly, experts in succession planning have
joined in building the business case for building a deep bench of leadership strength
as a key indicator in business sustainability [24; 16]. This has resulted in a wealth
of literature linking employee development to business profitability [17; 28], which
has again prompted organizations to consider strategic, deliberate succession plans
that involve the commitment of many individuals in the organization.
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Political Environment. During a time when employee options were limited
and companies experienced high levels of loyalty and longevity from their
employees, the direct replacement method was common place. Just as the society
and the economy influenced the way employees were selected to resume key
positions, so too did the political environment. Before the Civil Rights Act of 1964,
it was politically acceptable to appoint an individual to a leadership post without
opening it for diverse applicants to apply. After that time, Title VII of the Civil
Rights Act of 1964 prohibited “employment discrimination based on race, color,
religion, sex, or national origin” making it more difficult to simply appoint a single
direct successor without opening the process to other potentially qualified
applicants [32; 33]. Today, the EEOC oversees employer compliance with federal
regulations and many companies have developed sophisticated legal departments
and employee relations staff to assist with succession planning efforts. This ensures
that the hiring and selection process does not subject the organization to
unnecessary legal scrutiny. This simple change in the political environment has
become a catalyst for many organizations to begin considering broader pools of
talent and move away from potentially political hotbeds of direct replacements in
succession planning.

Changing Demographics and Workforce. The changing demographics
around the globe will inevitably change the future available workforce. The U.S.
economy once driven by 78.2 million baby boomers (born between 1946—-1964)
who “fueled the labor force for decades” is about to change as impending
retirements will create a “sizable hole in the labor market” [19]. With more than
77 million baby boomers becoming retirement eligible in the coming decade, some
experts predict the U.S. workforce will be short by as many as 10 million workers
[28]. Rothwell [9] confirms this dramatic tightening on the labor force suggesting
that already*1 in 5 of all senior executives in the Fortune 500 and about 50% of the
entire US government workforce is eligible to retire” now. Like their counterparts
in business, educational institutions will also face challenges of replacing key
leadership in the coming years as documented by many who have raised concern
for academic leadership continuity [30; 19] While the aforementioned external
influences certainly have played a role in the evolution away from succession
planning based on direct replacement to talent pools, it is this limited availability of
the workforce that is probably the most significant influence on today’s renewed
interest in true succession planning. Whereas in 1982, only 38% of a company’s
value was attributed to “intangible assets” such as personnel, this would change by
the turn of the century when the figure would rise to 80% as companies began
focusing on attracting and developing quality employees as a key business strategy.

Internal Influences on Succession Planning

The shortage of skilled workers is of concern to businesses, that today’s
corporate human resources offices are now charged with developing new strategies
to attract, recruit and retain a broader and deeper bench of leadership prospects [14;
28]. Today’s HR professionals operate at the intersection of the external
demographic shifts and internal organizational priorities that are designed to give
the organization a competitive advantage into the future [34; 15].
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Organizational Priorities. The Bureau of National Affairs indicated a
dramatic increase in the recruitment and hiring function of HR departments between
the years 1990-2000 when companies began to view employees as a valuable
component of their competitive strategy [24]. The desire for sustained success has
business executives thinking about succession planning as a top priority. In fact
some of the most successful companies showcased in built to last were at the
forefront of their industries for at least fifty years because of one common thread;
they had a history of succession and leadership planning [20]. Today’s
organizational leaders recognize that it is wiser to focus beyond replacement
planning to succession planning to build the long-term sustainability and viability
of the organization [9]. This is in large part, due to the awareness of the connection
between succession planning and the business bottom line.

Employee Expectations. Not only have employers noted the value of
succession planning as a viable strategy for business prosperity, employees
themselves have come to expect development opportunities from employers,
making the presence of formal leadership programs a necessity for organizations to
remain competitive in an environment with limited talent. Many organizations have
begun to place increasing focus on learning and development; however, succession
planning remains largely elusive in most colleges and universities [30; 31]. While
the origins of succession planning efforts date back to the early 1900s, the evolution
of our society, economy, technology and workforce has impacted how these plans
are constructed and implemented in today’s organizations. The evolution to a
comprehensive talent management approaches offers opportunities for employees
to develop personal leadership competencies while the organization simultaneously
benefits from an overall increase in talent. The result is that organizations now see
great value in developing their employees into leaders who will sustain the
organization’s mission while avoiding risks associated with a presumed single
successor.

Vikstrom & Westerberg [21] highlighted thirteen reasons for Succession
Planning:

. Provide opportunities for high-potential workers.

. Identify replacement needs

. Increase the talent pool of promotable employees

. Contribute to implementing the organization’s strategic business plans

. Help individuals realize their career plans

. Tap the potential for intellectual capital

. Encourage the advancement of diverse groups

. Improve employees’ ability to respond to changing environmental demands
. Improve employee morale

10. Cope with the effects of voluntary separation programs

11. Decide which workers can be terminated

12. Cope with the effects of downsizing

13. Reduce headcount to essential workers only

Best Practices of Succession Planning [1]

Armstrong believes an integrated talent management system will succeed
if the organization faithfully adheres to certain practices. These practices include
making long-range plans, conducting regular progress checks, connecting
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business strategies to needed competencies, developing a talent mindset among
company leadership and integrating all talent-related initiatives. Let’s look at each
one in detail.

Long-range plans: The talent management planning process begins with the
setting of long-range, achievable goals. What competencies will the company need
in one to two years, or in three to five years? In the case of executive development,
a plan may be laid out for the next 15 years. Jeff Oberlin, President of Jeff Oberlin,
Inc. in Elmhurst, Illinois, is a business improvement executive who specializes in
enterprise learning and work force productivity. He emphasizes that from line
employees all the way up to CEO, companies need to make sure that they have a
long-range view of where they are going, what type of talent they will need, the
competencies required in particular jobs and across the board, and also the number
of employees needed with certain skill sets. “Many times we forget to count the
noses that are going to be required within an organization,” Oberlin says, “and
quantities definitely have to be taken into consideration as you start developing or
acquiring certain types of talent.” Recently, Chevron has experienced such growth
that the company now focuses on forecasting future demand five to ten years out.
Shawstad says she and other members of senior management look at supply,
identify gaps and then develop plans to address those gaps. One such plan is a
formal training program called Horizon, which focuses on making sure employees
have the technical skills they need for the next five years.

Progress checks: Once an organization devises a strategic plan that impacts
the acquisition and development of talent, it should conduct annual progress checks
with quarterly reviews. Such reviews assess changing strategies and explore
emerging marketplace threats and opportunities, which could necessitate
adjustments to the plan. According to Oberlin, companies often build competency
models and never revisit them. This reduces their effectiveness over time.

Connecting business strategies to needed competencies: Attention should
be focused in the right direction in the talent management planning process. This
means making the connections between business strategies and the competencies
needed to implement them. Personnel in what would be called key, critical or
pivotal positions in implementation projects can immensely influence the success
or failure of strategic plans. For example, a company’s business plan might call for
a new initiative such as reducing long sales cycles, conducting Six Sigma quality
improvement program or making a commitment to solving environmental issues.
Whatever the initiative, change can only happen if the company has the right
competencies in place. If it does not, the options are to hire new talent, develop
existing talent or transfer personnel internally. Oberlin believes that implementation
of strategy is a facilitative process. “It doesn’t happen magically, or in a black box
or in the software. It has to be teased out with the right kind of functional
participants or leaders,” he says.

Developing a talent mindset: Leadership throughout the organization needs
to have a talent mindset that drives them to actively participate in the acquisition
and development of talent. Because company culture is the soul of an organization,
top executives need to help create and sustain a purposeful, engaging, rewarding
and high performance work life. This requires constant attention and should be part
of the annual talent planning process.
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Theoretical Framework of Succession Planning

Systems Theory. Systems theory was founded by Bertalanffy. The systems
theory has had a significant effect on management science and understanding
organizations [17]. A system is a collection of part unified to accomplish an overall
goal. If one part of the system is removed the nature of the system is changed as
well. A system can be looked at as having inputs (e.g., resources such as raw
materials, money, technologies, and people), processes (e.g., planning, organizing,
motivating, and controlling), outputs (products or services) and outcomes (e.g.,
enhanced quality of life or productivity for customers/clients, productivity).
Systems share feedback among each of these four aspects of the system.

Contingency Theory. Contingency theory was developed by Fred Fiedler in
the late 1960s. He believes the effectiveness of leadership styles vary depending on
the situation. Contingency theory asserts that when managers make a decision, they
must take into account all aspects of the current situation and act on those aspects
that are key to the situation at hand. Basically, it is the approach that “it depends”.
For example, if one is leading troops against book haram, an autocratic style is
probably best. If one is leading a hospital or University, a more participative and
facilitative leadership style is probably the best.

Resource-Based Theories. The resource-based view (RBV) is a business
management tool used to determine the strategic resources available to a company.
The fundamental principle of the RBV is that the basis for a competitive advantage
of a firm lies primarily in the application of the bundle of valuable resources at the
firm's disposal (The resource-based view (RBV) is a business management tool
used to determine the strategic resources available to a company. The fundamental
principle of the RBV is that the basis for a competitive advantage of a firm lies
primarily in the application of the bundle of valuable resources at the firm's disposal
[7]. To transform a short-run competitive advantage into a sustained competitive
advantage requires that these resources are heterogeneous in nature and not
perfectly mobile [35]. Effectively, this translates into valuable resources that are
neither perfectly imitable nor substitutable without great effort [25]. If these
conditions hold, the firm’s bundle of resources can assist the firm sustaining above
average returns. The VRIO model also constitutes a part of RBV [19]. To transform
a short-run competitive advantage into a sustained competitive advantage requires
that these resources are heterogeneous in nature and not perfectly mobile [36].
Effectively, this translates into valuable resources that are neither perfectly imitable
nor substitutable without great effort [36]. If these conditions hold, the firm’s
bundle of resources can assist the firm sustaining above average returns. The VRIO
model also constitutes a part of RBV.

Empirical Review

Farashah et al [29] researched on succession planning and its effects on
employee career attitudes using a case of Iranian governmental organizations. Their
work evaluated effects of succession planning as an organizational level intervening
program on career attitudes as individual level variables. Best practices of
succession planning were selected from literature and compliance of succession
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planning system of organization to these practices was defined as extensiveness of
succession planning. A 22-item questionnaire was developed to measure the
extensiveness of succession planning. Validity and reliability of questionnaire were
confirmed by appropriate tests. For career attitudes, 3 variables of promotion
satisfaction, perception of career success, and perception of job platitude selected.
Then the correlation of the succession planning extensiveness and three career
attitudes were examined by empirical data gathered from 152 managers and key
personnel in 23 large Iranian governmental organizations. They found that
significant correlation existed between succession planning extensiveness and
career success and satisfaction of promotion process. Perception of job did not show
correlation with succession planning extensiveness. This study recognized best
practices that should be considered for design of succession planning. Also the scale
for measuring succession planning extensiveness developed. It can be used to gain
a better understanding of status quo of succession planning in organizations and gap
analysis which is generally one of the early stages of every organizational
development project. George [13] reviewed succession planning in Iranian
governmental agencies. They found that it was becoming increasingly challenging
for organizations to obtain qualified and talented staff. Succession planning was
often introduced as a way to attract and employ such staff. Succession planning is
a process of recruitment and development of employees for vital roles within the
organization. Implementation of succession planning was a central to certain
organizational requirements. Armstrong [1] wrote a paper on competency-based
succession planning: a strategic approach to addressing human capital challenges.
He argues that for the past three decades, the concept of competency-based
management has received ever increasing attention in the business management
literature. This attention assumed crucial proportions as the industrial base of many
countries is supplanted by the “knowledge economy,” “information age,” or “post-
industrial society.” As the knowledge economy grows, intellectual capital becomes
the key differentiating factor for organizations. They found that to assure success,
organizations must find ways of identifying, quantifying, measuring, assessing, and
enhancing their intellectual capital assets. One way of accomplishing this
oftentimes difficult task was through competency-based management. Fullmer [24]
found that Succession planning is one small piece of the entire workforce planning
strategy. Likewise, succession planning often works hand in hand with knowledge
transfer concepts, since developing new leaders means that the knowledge of
current leaders will be shared before retirement, promotion, or other attrition with
those who will follow in their footsteps. As managers and supervisors develop and
implement their workforce plans, it is helpful to see how different components all
work together. As a piece of the workforce plan, succession planning has many
benefits for both the current leadership and for the employees in the agency.
Diamond [8] wrote on executive resource and the changing role of the board in
leadership assessment, executive talent succession planning: reengineered for the
twenty-first century. As a result of the “activist” institutional investor, succession
and executive development are now in the top five priorities for many chief
executive officers. Just what is driving this change, and why do we need to
reengineer our replacement planning, strategic staffing, talent development and
performance management processes into one integrated process? Shares resulted
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from over five years of research and application regarding succession planning,
strategic staffing, and competencies including a benchmarking with many of North
America’s “better practice” companies. The work discussed the changing role of
the board in leadership assessment and chief executive officer selection; why the
business context is the starting point for effective talent pool management and
considers options for executive resourcing process design and discussed why most
of the current approaches to competencies and 360° assessment fail to recognize
how leadership and effective leader behaviours change by work level. They found
that there is need to clarify for line managers potential. Rothwell [9] conducted
research aimed to review the executive management positions within the six
institutional health boards along with the Newfoundland and Labrador Health
Boards Association (NLHBA), in order to outline the potential departures of
executive managers due to normal retirement as well as early retirement. In
completing this study all forty-one executive managers received a survey requesting
particular information with respect to years of service in the health sector and the
length of time in the incumbents’ current position. Pension records for all but one
of the executive managers were reviewed in aggregate, unidentifiable format. The
findings indicated that fifty-four point five (54.5) per cent of respondents have been
in their current position for greater than five years while one hundred per cent of
respondents had greater than five years of experience in the health system. In
reviewing the normal retirement age of each of the executive managers (this is
defined as normal age of retirement which the incumbent will not have any
reduction in his/her pension), approximately twenty-two per cent of executive
managers will retire within the next ten years. In considering those who have the
option to retire early with a reduced pension, this number increases to fifty-four
(54) per cent of managers who will be eligible to retire within the next ten years of
which twenty-eight per cent can retire within the coming three years. Vikstrom &
Wennberg [21] wrote on succession in private firms as an entrepreneurial process.
They argue that succession in private firms is an entrepreneurial process. In
considering firm succession as the acts of entrepreneurial exit and entry, their work
adds to work that sought to integrate entrepreneurship and family business research.
They provided a comprehensive literature review of succession research over the
past 35 years and identified seven thematically clusters within which succession
can be understood as a distinct part of the entrepreneurial process, and three areas
of particular interest for future research seeking to advance the literatures on
entrepreneurship, family firms, and governance in private firms. The paper explores
theoretical, conceptual, and methodological ways of integrating these findings into
the research on entrepreneurship and family business. Vikstrom and Westerberg
[21] did a study on succession in small family firms. Their study found that
leadership succession factors is associated to attitudes, norms and perceived
behavioral control. Leading actors in a small family firm can be related to how well
the succession process works and to the firm’s post-transition performance.

Research method

For this study, the survey method was adopted. The ex-post facto method
which involved the use of secondary data from the internet, journals and articles
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was employed. A cross-sectional design was adopted. The study population refers
to the entire number of employees in the five selected SMEs in Abeokuta, Ogun
state based on the registration of the SMEs with C.A.C. The five (5) companies
include: Day Water Man School, ACE Supermarket, Abimbola Agro Allied Ltd,
Aderupopo Farms Ltd and M and M enterprises Ltd. For this study the sample size
is determined using Yamane formula. This formula is concerned with applying a
normal approximation with a confidence level of 95% and a limit of tolerance level
(error level) of 5%.
Therefore, the sample size is determined by
N
1+1ve2]
where n = the sample size
N = population
e = the limit of tolerance

152
Therefore, n = ————
1+152(0.05)

152

 1+152(0.0025)
152

© 1+038
152

1.38
=110.14

= 110 respondents (approximately)

n=|

A sample of one hundred and ten (110) employees out of the one hundred and
fifty two (152) employee population of the selected SMEs in Abeokuta, Ogun State.
For this study, the simple random sampling technique was adopted. The
questionnaire was divided in two broad categories. The first category is made up of
personal data of respondents. Their; sex, age group, educational qualification,
position occupied in firm and years of work experience. The second category is the
body of the questionnaire that includes all questions relevant to this research. It
comprises of both negative and positive questions structured on the basis of the six
constructs of this research study, i.e. Outsourcing strategies and Organizational
performance respectively. The likert-scale was used to measure opinions, where for
positive questions (Strongly Agree = 5, Agree = 4, Undecided = 3, Disagree = 2,
Strongly Disagree = 1), and for negative questions (Strongly Agree = 1, Agree = 2,
Undecided = 3, Disagree = 4, Strongly Disagree = 5). Finally, Section 4 in the
second category of the research instrument is made up of two related open -ended
questions. Towards this end, the test re-test reliability approach was adopted for the
convenience of the researcher. Reliability was ensued by Cronbach’s Alpha of
0.932. The detail of the reliability statistics table is shown below.

Table 1
Reliability Statistics

Cronbach’s Alpha N of Items
932 42

Source: Field Survey, 2020
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Cronbach’s Alpha coefficient is .932 for the 42 items that were analyzed
together. It therefore indicates that the research instrument used for this study is
highly reliable as it is more than the generally accepted reliability score of 0.7. The
data was analyzed using manual and electronic based methods through the data
preparation grid and statistical package for the social sciences, (SPSS). The
utilization of structured grids allows specific responses to be located with relative
ease and facilitate the identification of emerging patterns. Also descriptive,
statistical and content analyses techniques was used in the analysis of the data
collected. The study used the descriptive analysis to achieve the mean, frequency
distribution and percentage results of the research work. The study made use of
statistical tools which include: analysis of variance (ANOVA), correlation efficient
and regression analysis in testing hypotheses where applicable.

Table 2
Distribution of Respondents and Response Rate
Respondents Questionnaire administered Percentage of total response
Occupation (sampled) (%)
Top Level 10 52.7
Middle Level 48 36.3
Level Lower 33 11.0
Total 91 100.0
Questionnaire administered Percentage of total response
Gender/Category (sampled) (%)
Male 40 44.0
Female 51 56.0
No of Returned 91 82.73
No of Not Returned 19 17.27
Total no of 110 100
Questionnaires
Source: Field Survey, 2020
Data analysis and Hypothesis Testing
Table 3
The Descriptive statistics of Management Succession
and Entrepreneurship Business Sustenance
Responses
Total (N) | Mean
WORKERS EDUCATION AND SURVIVAL OF ENTREPRENUEUR
Your company get involve in organizational learning and development 91 4.56
Human resources training in organizations is based on merit 91 3.68
Workers education has contributed to the continuity of business in our 91 389
company ’
Your company engages in workers education (e.g. seminars, workshop,
91 3.99
development etc.)
Workers education contribute to the growth of your company 91 3.79
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End of the table 3

HR PLANNING AND FAMILY BUSNIESS CONTINUITY Total (N) | Mean
Succession planning strategies adopted by the management enhances 91 368
business survival ‘
Human Resources succession planning as an important factor of 91 378
organizational survival :
Effective Succession Planning Contribute to Organization Performance 91 3.56
Human Resources Succession Planning contribute to the Growth of 91 378
organization '
Succession Planning increases the availability of experienced workers 91 3.75
Organizations conduct Human Resources Succession Planning 91 3.58

Source: Field Survey 2020

Test of Hypotheses and Discussion of Results

Hypothesis 1:

H,: There is no effect of HR planning on family business continuity
Hi: There is effect of HR planning on family business continuity

Table 4
Model Summary
Change Statistics
Model RSquare .
Change F Change dfl df2 Sig. F Change
1 458 75.314 1 89 .000
a. Predictors: (Constant), HR succession planning
Source: Field Survey, 2020
Table 5
ANOVAP
Model Sum of Df Mean Square F Sig.
Squares
Regression 8.656 1 8.656 75.314 .000?
1 Residual 10.229 89 115
Total 18.884 90

a. Predictors: (Constant), HR succession planning

b. Dependent Variable: Business Continuity
Source: Field Survey, 2020

Interpretation of Results

The results from the model summary table above revealed that the extent to
which the variance in business continuity can be explained by human resources
succession planning is 36.3% i.e (R square = 0.458). The ANOVA table shows the
Fcal 75.314 at 0.0001 significance level. Human resources succession planning
significantly assists SMEs to increase business continuity.
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Table 6
Coefficients?®
Unstandardized Standardized
Model Coefficients Coefficients T Sig.
B Std. Error Beta
(Constant) 1.895 266 7.129 .000
1 B
HR succession 565 065 677 8678 | .000
planning

a. Dependent Variable: Business Continuity
Source: Field Survey, 2020

The coefficient table above shows the simple model that expresses how
human resource succession planning affects SMEs business continuity. The model
is shown mathematically as follows;

Y = at+bx where y is business continuity and x is human resources succession
planning, a is a constant factor and b is the value of coefficient. From this table
therefore, Business continuity = 1.895 +0.565HR succession planning. This means
that for every 100% change in business continuity, human resources succession
planning contributed 56.5%

The significance level below 0.01 implies a statistical confidence of above
99%. This implies that Human resources succession planning affect SMEs Business
continuity. Thus, the decision would be to reject the null hypothesis (HO), and
accept the alternative hypothesis (H1).

Hypothesis 2

H,: There is no effect of worker’s education on survival of entrepreneur

Hi: There is effect of worker’s education on survival of entrepreneur

Table 7
Model Summary
Change Statistics
Model
R Square .
Change F Change dfl df2 Sig. F Change
1 1002 9.871 1 89 .002
a. Predictors: (Constant), workers education
Source: Field Survey, 2020
Table 8
ANOVAP
Model SS um of Df Mean Square F Sig.
quares
Regression 2.825 1 2.825 9.871 .002¢
1 Residual 25.473 89 286
Total 28.298 90

a. Predictors: (Constant), workers education
b. Dependent Variable: Business Survival
Source: Field Survey, 2020

I'OCYJAPCTBEHHOE VIIPABJIEHUE: TEOPUA U ITPAKTHUKA 271



Kowo S.A. et al. RUDN Journal of Public Administration, 2021;8(3):256-276

Interpretation of Results

The results from the model summary table above revealed that the extent to
which the variance in business survival can be explained by workers education is
10.0% 1i.e. (R square = 0.100). The ANOVA table shows the Fcal 9.871 at 0.0001
significance level. Workers education significantly assists SMEs to increase
business survival.

Table 9
Coefficients
Unstandardized Coefficients Standar(.hzed
Model Coefficients t Sig.
B Std. Error Beta
(Constant) 3.127 .309 10.131 .000
1

workers 227 072 316 3142 | 002

education

a. Dependent Variable: Business Survival
Source: Field Survey, 2020

The coefficient table above shows the simple model that expresses how
workers education affects SMEs business survival. The model is shown
mathematically as follows;

Y = a + bx where y is business survival and x is workers education, a is a
constant factor and b is the value of coefficient. From this table therefore, Business
survival = 3.127 +0.227Workers education. This means that for every 100% change
in business survival, workers education contributed 22.7%

Empirical Findings

The findings of this study demonstrated a meaningful relationship between
organizational requirements such as managers’ commitment, organizational
culture, organizational readiness, and managers’ competencies with the
implementation of succession planning. The finding of this study also reveals that
human resources succession planning has enhanced positively. Also, the finding
shows that human resources training have significantly increase business growth.
Workers education has also helped the business survival of SMEs to a certain
extent.

Conclusion

Succession planning has become one of the most significant human resource
management responsibilities within today’s organizations. The best way to address
these challenges is to retain and develop potential employees. This means that
organizations need to work to develop awareness on succession planning. This
paper concludes that the management of SMEs in Nigeria must endeavor to make
their institutions continuously significant and competitive by motivating employees
towards increased effectiveness and efficiency. Also, there must be appropriate
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management of talented employees to reduce employee turnover rate. Effective
human resource and succession planning will no doubt transform SMEs in Nigeria.
It will affect the functioning and the level of readiness to confront future difficulties.
To reposition SMEs for effective performance organizations must institute efficient
human resource and succession planning to assemble teams of internal talents
aimed at improving management continuity, ethics and philosophy. This will ease
the growth of talent reserve and be crucial in attracting and retaining superior talent
to assist in the current and potential organization development.

Recommen dations

1. The study recommends that SMEs should have succession laws to ensure
smooth transition as well as the role of the successors.

2. The study also recommends that organizations should have effective
business practices since it has a positive influence on the succession planning.

3. The organizations should have strategic practices which will assist in
manpower planning and human relation succession planning.

4. The study recommends that organizational succession planning should be
at regular interval as this will enable workers to know its importance.

5. Finally, the study recommends that business successors should be appoint
based on merit so that the right and experience successors manage the business.

Suggestions for further studies

The findings of this study did not exhaust all technicalities of management
succession planning. The study explored only challenges which faced management
succession planning of SMEs in Abeokuta Ogun State which were limited to five
SMEs. Therefore, other researchers should conduct study in other companies
including those located in other regions. Also, further study should aim to explore
advantages which the organizations reap from succession planning.
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3amelueHue ynpasnieH4eCKUX A,0JHKHOCTe
M noanepXxaHue npeanpuHUMaTesibCKom AeaTesibHOCTH
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AHHoTanus. [InanupoBanne MpeeMCcTBEHHOCTH BbI3BIBAET 3HAUNTEIBHBIN HHTEPEC CPEAN
nccnenosareneid. OT4eTsl 00 MCcCIeT0BaHUAX YKa3bIBAIOT HA HEJOCTATOK KaJpOBOTO TUIAHUPO-
BaHUA B ynpaBiaeHUH MCII, ocoGeHHO B pa3BUBAIOIIUXCS CTpaHax, Takux kak Hurepus, u 3to
SBJISIETCS. OCHOBHBIM OrpaHH4YeHueM Ui dpdextusHoro ymnpasiaenus MCII. [InanupoBanue 3a-
MEIIEHHUS KaJpoB UMeeT (QyHIaMEHTAIbHOE 3HAYCHHE JUIs CTAOMIBHOM pPabOThI, YCTOWYMBOCTH
1 KOHKypeHTHBIX penmyinecTBs MCII. Llenbro ncciejoBanus ObII0 U3yUNTH BIUSHHIE IUIAHUPO-
BaHUS/TIPOrHO3MPOBAHMS KaJPOBBIX PECYPCOB Ha HEMPEPHIBHOCTh CEMEHHOr0 OM3HECa, a TaKKe
W3YYHTh BIUSHUE 00pa3oBaHus paOOTHUKOB HA COXPAHEHHUE AESITEIbHOCTH HPEAIPUHIMATEIS.
B pamxax uccienoBanus Obuin aHKeTHpoBaHbl 110 cOTPYIHUKOB ISATH BHIOPAHHBIX MalbIX H
cpenHux npeanpusTuil B mrate Adeokyra OryH, Hurepust, 4ToObl NOJYYUTh NIEPBUYHbBIE JaH-
HBIE, KOTOPBIE MTO3BOJIMIIN COOTBETCTBYIOLINM 00pa3oM 00paboTaTh M MPOBEPUTH COOTBETCTBY-
IOLIHE UCCIIEI0BAaTEIbCKUE BOIIPOCH M THIIOTE3bl. B MccieoBaHNM HCIIOIB3yeTCs JUCTIEPCHOH-
HbIl ananmu3 (ANOVA), addexTuBHas KOppEsUMs U perpecCHoOHHbIN aHanu3. Popmyna SImana
HCHOIB30BAJIACH IS OIIPEENICHUs pa3Mepa BIOOPKH. s MPOBEPKH TOUHOCTH BBIBOJIOB IPO-
BOAMIIOCH IOBTOPHOE TeCTHpoBaHKe. HanexxHOCTh OblIa oOecnedeHa KpUTEpHEM OLIEHKH anbda
Kponbaxa 0,932. /lanHble ObUIM MPOAHAIU3UPOBAHBI C MCIIOJIL30BAHUEM PYYHBIX U DJIEKTPOH-
HBIX METOJIOB C HCIOJb30BaHUEM CETKU IOJTOTOBKH JAHHBIX M CTATUCTHYECKOTO MAKETa JUIS
conmanbHEIX HayK (SPSS). Mccnenoanne mokasano, 9To MIaHUPOBaHUE KaAPOBOI MPEeMCTBECH-
HOCTH 3HAYUTEJIEHO IOMOTAET MAJIBIM U CPETHUM IPEINPUATHSIM ITOBBICUTH HEIPEPHIBHOCTH pa-
00TBI penpusATHs, a 00pa30BaHNWE COTPYAHUKOB 3HAYUTEIHHO IOMOTAET MPEANPHUITHIM BbI-
XKHUBaTh. B HCCIeOBaHMM PEKOMEHAYETCS, 4YTOObI IUIAaHMPOBAHWE MPEEMCTBCHHOCTH B
OpraHU3alNH ITPOBOIUIIOCH YEPE3 PEryIIsIpHbIE IIPOMEXYTKH BPEMEHH, IIOCKOJIBKY 3TO TTO3BOJIHT
paboTHHKaM MOHSTH €r0 BaKHOCTH, a TAKXKE CJIeyeT Ha3HayaTh IPEEMHUKOB Ha OCHOBE 3aCiyT,
YTOOBI IPABONPEEMHHKH U OTIBITHBIE TPEEMHUKH MOTIIH (G (EKTUBHEE YIPABIATH ON3HECOM.

KiaroueBble ciioBa: 3aMeIII€HI/I€ YHOpaBJICHYCCKUX ,HOH)I(HOCTeﬁ, MMoAACPIKKa 6H3H€Cﬁ, 06pa—
30BaHHUC pa6OTHI/II(OB, TUTAHUPOBAHUE NTIEPCOHAIA, HEIIPEPBIBHOCTH OusHeca
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