Chapter One
Introduction
1.1 Background to the Study

Unemployment and underemployment are significant problems confronting underdeveloped and
developing countries globally. Slow economic growth, poor skill development, poo&@nology,
and poor educational development contribute to low industrialisation an formance in
these countries. An underperforming economy is characterised by low pur¢hasing power, poor
standard of living, and low life expectation index. Nigeria is one @%untry that suffers from
unemployment and underemployment problems and has.b@%ported as one of the top three
countries with the highest unemployment rate glo%%gerla s unemployment rate rose to
33.3% in the last quarter of 2020 from ﬁg% in the previous quarter, while the
underemployment rate stood at 22.8 %5&022 63% of the population, 133 million, were

poor?. This exceeded the World Ban t-COVID-19 projection of 95.1 million>.

Industrialisation, in the prir@c\ sense, started when families came together to consolidate
available resources t %elr needs. Fathers, mothers, and children combine human and
material resource%&dmake a living. This further developed into exchanging what they had for
what they could not produce, a form of family-owned business as it was. The concept of Family-
Owne@mess FOB started naturally from meeting individual family needs to those of the
community and then globally. They were developing into micro-enterprises. Pockets of micro-
enterprises then sprang up all over the globe to meet various human needs. This led to the
specialisation and development of simple machines to produce better products and services to the

satisfaction of consumers. The countries that could make the most of technological



improvements became highly industrialised. Therefore, FOB is a global concept at the centre of
industrialisation and employment generation. FOB today is believed to be a business where two
or more family members have a controlling equity or are in the decision-making cadre of an
organisation. The European Union Commission proposed four criteria to categorise an
organisation as FOB, namely: decision-making rights in the hands of shareholders that are family
members like spouses or children, decision-makers must have direct or indirecté?ﬁs, at least
one family member must be involved in the governing structure of the : %ﬂ one family
member must hold at least 25% shares and should be able to exerc{sex&%erial rights?.

FOB is usually acceptable above other businesses in the com%%\where they operate because
they gain customer’s trust through their value sys. Qlong—term thinking, and strong
fundamentals. FOB was voted with a 9% margin ov blicly owned companies by consumers
on trust ratings>. Some family businesses r@@e wnership of all the business equity within
the family. At the same time, some ex@ a portion of the equity to the public through the

Security and Exchange Commi@EC) or Franchise. Some typical family businesses are

Uncle Benz, Ford Motors, Ma%olqald’s, Dangote, Ali Baba, Walmart, etc®.

The contributions of Qn)gy businesses to the global economy cannot be over-emphasised. The
top 750 FO@@yed over 30.5 million people in 2018 and generated $ 9.1 trillion, which
grew %%mﬂlion and a combined revenue of 10.3 trillion in 2019°. Their contributions to
economi¢” recovery after the 1998 financial meltdown surpassed those of public-owned
companies because of their agility and quick response to change in a turbulent environment®. A
PricewaterhouseCoopers (PwC) survey reported that 84% of senior executives of FOBs in 53
territories worldwide expected continued revenue growth in 2018, and 69% experienced actual

revenue growth the previous year, up from 64% in 2016’. A consistent increase in revenue has



contributed significantly to improvements in access to good health and education, courtesy of the

more substantial purchasing power of the employees of the FOBs in developed economies.

The performance of FOBs by region shows that Asian-Pacific has the fastest-growing family
business in the world. While 17 European family businesses dropped from the top 750 globally,
Asian-Pacific recorded 13 new entrants into the 750 top clubs. European family busin@&topped
the chart with 298 followed by North America and Asia-Pacific with 188 co '{B}In 2019,
the top 750 companies were rated as a firm with a $2.6 billion turnover &um of 50%
controlling share for private companies and 30% for public companies?. The African continent
recorded a Gross Domestic Product growth of 4.6% between 2%% 2018, a figure higher than
that of Latin America and the Caribbean with 2.6% bu. @W Asia at 7.4% within the same
period®. Only two African companies featured am@he Top 500 family-owned businesses,
Mansour Group from Egypt and Ackerm .)‘fém outh Africa, with numbers 304 and 362,
respectively, and only seven family bu@sses from the continent made the top 750 family
businesses®. The perceived growt%lgdevelopment of FOBs in Africa is still a far cry compared
to other regions globally. Th%ﬁgica to Asia labour productivity ratio decreased from 67% in
2000 to 50% by ZOI(QID% rican trade of consumption goods dropped from § 12.9 billion in
2009 to $1 1.8b'111'6' 2016, while import of the same goods from other parts of the world grew
from $11.2billten to $19billion within the same period. Fifteen countries in the West African

region@reputed for exporting unprocessed raw materials despite lagging in industrialisation

and having a high unemployment rate’.

The performance of FOBs in Nigeria compared to that of the rest of the world is still ridiculously
low, and it is still at the infant stage. No family business in Nigeria featured among the top 750

family-owned businesses globally compared to other economies in Africa. South Africa, Egypt,



Algeria and Morocco have family-owned firms among the top 750. The economic meltdown of
2008 was a low period for economies globally. In Nigeria, five commercial banks were taken
over by the Central Bank, with the shareholders losing their holdings due to bad management
and governance by the Board. Some of the banks were family businesses'’. FOB played a
significant role in the recovery of economic activities globally; thus, paying attention to it would
have allowed Nigeria to consolidate economic recovery gains after the advent of t@}eign debt
payment. In 2016, the country went into another economic recession, and . ?@ till date, the
nation's economy has been different. This is reflected in the 2020.bud t Rerformance, in which
97.6 per cent was spent on debt servicing, and the country w %\ed as one of the top three
&ﬁg@ia needs to borrow a leaf from

D

the global recovery of the 2008 economic meltdow@’%h FOB played a vital role. Given this

nations with the highest unemployment rate in the world

discussion, this study will examine the eficc@ntmpreneurial orientation and succession

planning on the performance of family bﬁ&l' s in Lagos state.
1.2 Statement of the Problexg)

Global economic activiti@?nated from Family-Owned Business (FOB); it has also
contributed to the suc%g many economies in the world. The World Bank reported that Micro,
Small and M '@xnterprises (MSMEs) account for 90% of business activities, 50% of
emplo en@n generate over 40% of GDP in emerging economy!!. Similarly, FOB contributed
more gone-third of the Gross Domestic Product, 34 per cent of formal jobs in emerging
economies, 41 per cent in developed and 52 per cent in developing economies!?. According to
the Small and Medium Enterprises Development Agency of Nigeria (SMEDAN), MSMEs in
Nigeria contributed 48% to the GDP between 2015 and 2019, accounted for 50% of industrial

jobs and contributed about 90% to the manufacturing sector!’. The PricewaterhouseCoopers



(PwC) survey shows that employment generation, foreign exchange earnings and Gross
Domestic Product (GDP) growth are significant gaps that FOB is filling in developed and
developing economies'4. The Monetary Policy Committee (MPC) of the Central Bank of Nigeria
(CBN) in 2020 noted that the Oil Exporting Countries (OPEC) resolved to cut down production
from 9.6 million barrels to 7.7 million barrels per day. This was done to make the global
economy contract more than the projected 4.9 % by the International Moneta%‘au\(g (IMF),
statistics that Nigeria needs to monitor being an oil-producing country. ) %contribute to

resolving the challenges posed by Nigeria’s different economic probleﬁ’3

N
The challenges faced by FOBs in Nigeria are numerous, even@%\h the sector is listed as one
that contributes significantly to the economy. Statistics s. @hey can contribute much more to
the GDP if these challenges are identified and elimin Access to finance is a key constraint to
the growth of SMEs!!. It was reported that y \e nance is the second most cited challenge of
SMEs in emerging markets and developi%gountries, limiting firm growth by 50%, estimated to
be creating around N617.3 billiofi cr gap annually to both unserved and underserved FOBs,

and 47% FOBs have limited a%sq to finance!>1314,

A declining growth @ growth) rate is one of the challenges confronting FOBs in Nigeria.
PWC survey s v@hat the FOB growth was below the global average by 16% and stood at 53%,
while @@rl wide average was 69%8. At the same time, KPMG reported that 34% of
businesse¥ recorded a declining growth rate within the same period'!. Some other listed factors
inhibiting FOB growth in Nigeria, among many others, are political uncertainty, change in
regulation and unavailability of skilful and talented labour. These factors militate against
business survival as they shrink the firm size. Empirical studies on Entrepreneurship Strategy

studies show that Entrepreneurship Orientation (EO) is the most effective strategy that applies to



the survival of a firm!5:16:17,

Suppose Entrepreneurship Orientation can influence the firm
performance of family businesses in Nigeria. In that case, it might bring a better competitive
advantage in the market, leading to better performance and halting the shrinking firm size that is
affecting the firm growth. Empirical studies show that Strategic Orientation (SO) and
Entrepreneurship Orientation (EO) have been present in successful firms, particularly in the
United States!*?%2!, Investigations also revealed that succession planning has beelzv%(beffective

in business continuity in Japan. Can the injection of entrepreneurship of ﬁb@ into family

businesses supported by succession planning helps resolve the firm grgxth .Problem and business

In Nigeria, consumers’ taste for imported goods indi@ need for more innovation and

continuity problem in Nigeria?*.

creativity to meet their needs. As stated earlier, the rtation rate of consumer goods among
African countries continues to drop while i@e{%ﬁg from outside the African shores. What will
be the influence of innovation if inje@ alongside other dimensions of entrepreneurship
orientation to Nigerian FOBs c@g customer satisfaction? Will upgrading product quality
and introducing new produc%mﬂ services that innovations bring contribute to regaining the
customer’s trust? WIQ;%I gy and innovation impact the production process, leading to a
reduction in pro ion cost and an improvement in product quality? Any enterprise that
improves vé%ne will retain the patronage of its competitors and, in some cases, foreign
produ@at the consumer has unhindered access to via the internet. More Nigerian FOBs feel
vulnerable because of digital disruptions from new businesses, with an increment of 30% in 2018
compared to 25% in 2016!415, Statistics show that Nigeria is below the average of ten African
countries in development and process innovation. Nigeria’s product innovation was 13.8 %; the

average of ten African countries was 27. 2%, and that of India was 58.1%. Nigeria’s innovation



process was 29.6 %; for ten African countries, the average was 30.7%, and that of India was
68.2%"192921 Tnnovations, which are one of the dimensions of EO, contribute to the satisfaction
of consumer needs. How will innovation, competitive aggressiveness, risk-taking, and other
dimensions of EO affect rebuilding the customer's trust via introducing new products that meet

the customer's taste?

QO

Poor succession planning destroys the going concern aspect of business, .dis t\business
continuity. Globally documented succession plan is 18%; regionally, it @%outh Africa
and Kenya, but in Nigeria, it is only 10%. Strategic planning is 1.6@0‘%/ the global average,
with 33% claiming to have a formal mid-term strategic plan co@%}to the 49% global average;
this is destroying business continuity from one generati(@le other'*!3, About 67% of FOBs
in Nigeria claim to have a clear sense of compan ily value; this is still below the global
average of 79%. 43% have this in written f@@o the global average of 49%, and the values
need to be more precise and clearer und rutiny. Only 10% have a formal succession plan in
placel4. Decision-making in FOK& be designed to influence the fifth and sixth generations;
therefore, business thinking ﬁsﬁbe transgenerational'*. These factors indicate a problem of
business continuity i@@i Empirical studies have shown the role that succession planning
plays in F Oli%@g Scholars conducted different studies on succession moderating the role of

high-quality_ relationships and succession planning to that of performance of SMEs,

entreprship legacy and other succession models2%23

Conflict in succession-related matters is recorded as another prime destroyer of FOBs. It
manifests in various ways: The incumbent that does not have ownership may be struggling with
the decision of the founder’s family, the incumbent may be involved in sibling rivalry, and also

some children may refuse to take up the business because of a lack of interest or may have the



intention to follow other career paths. Non-family managers may also be interested in the
business's ownership, which can result in conflict, disrupting business succession and
performance®*. An incompetent incumbent family or non-family CEO is another factor that can
fuel conflict or even destroy a business?. How will succession planning and entrepreneurship
orientation influence family businesses in Nigeria? A localised form of leadership was
discovered to be the reason for successful succession planning in Japan, and it w@pmbable
cause for why the oldest family business is located in Japan*. What in o %g effect will

Omoluabi leadership have on the interaction between the independent 4a%dgwependent variables?
1.3  Aim and Objectives of the Study 6&%\

This study aims to investigate the effect of Entrepren n’@rientaﬁon Dimensions (competitive
aggressiveness, innovation, risk-taking, pro-acti;zi' ss, autonomy and adaptiveness), Succession
Planning Dimensions (Bench strength, Tale@over rate, and time to filling open position) on

Performance (firm growth, customer action and business continuity) of family-owned

businesses in Lagos state. The speeifi¢ objectives of the study will be to:

"
1. determine the @f Entrepreneurial Orientation on Firm Growth of family-owned

busineng agos state.

Q

ii. ge igate the effect of Entrepreneurial Orientation on Customer Satisfaction of

Qfamily-owned businesses in Lagos state.

1il. determine the effect of Succession Planning on the business continuity of family-

owned businesses in Lagos state.

iv. determine the effect of Entrepreneurship Orientation, Succession Planning and Firm

Performance on family-owned businesses in Lagos state.
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V. determine the moderating effect of Omoluabi Leadership on the interaction between
Entrepreneurship Orientation and Performance of family-owned businesses in Lagos

state.

Vi. determine the mediating effect of Omoluabi Leadership on the interaction between

Succession Planning and the performance of family-owned businesses in.LQ%S state.

&

1.4 Research Questions ‘%.‘\QO
)

For this study, the following are the research questions:

1. how do Entrepreneurial Orientation Dimensions a%s;%he Firm Growth of family-

owned businesses in Lagos state? ,6\

2. how do Entrepreneurship Orientqtig&ﬂuence Customer Satisfaction in family-

owned businesses in Lagos stg:te{. \)

3. what is the effect of the S@(@ssion Planning Dimensions on Business Continuity in

family-owned busigs.e;s in Lagos state?

4. what are @c&s of entrepreneurial orientation and succession planning on the

perféré‘ue of family-owned businesses in Lagos state?

i @at are the moderating effects of the Omoluabi leadership on the interaction
between entrepreneurial orientation and performance of family-owned businesses in

Lagos state?

6. What are the mediating effects of the Omoluabi leadership on the interaction between

succession planning and the performance of family-owned businesses in Lagos state?



1.5

Hypotheses

The following null hypotheses will be used to investigate the research questions:

HolZ

H02 .

Ho3:

Ho4 .

H051

Ho6:

1.6

Entrepreneurial orientation dimensions have no significant effect on customer satisfaction

of family-owned business in Lagos State, Nigeria.

Entrepreneurial orientation dimensions have no significant effect on f&{&wth of

family-owned business in Lagos State, Nigeria. : ‘\QO

Succession planning dimension has no significant effect on.b‘u\" ess, continuity of family-

owned business in Lagos State, Nigeria. ,@
Entrepreneurial orientation and succession %Ii@yhave no significant effect on firm
20

performance of family-owned business in L tate, Nigeria.

Omoluabi leadership has no si i@moderaﬁng effect on the interaction between
entrepreneurial orientation a% ormance of family-owned business in Lagos State,

Nigeria.

.\
Omoluabi lea i %s not significantly mediate the interaction between succession
g y

lanning and firfif performance of family-owned business in Lagos State, Nigeria
P g y g g

Sigé&we of the Study

The stué; is significant to the academic society, the government of Lagos state, the federal

government, family-owned businesses in Lagos, and the growing unemployed and

underemployed population in Nigeria and West Africa. This is because family-owned businesses

in Lagos state can benefit from developing a solid strategic plan that includes formal succession

planning and entrepreneurship orientation. It will help FOBs look inward to achieve an
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indigenous leadership style like Japan's. The study will also highlight the possibility of FOBs
setting a goal of entering the top 500 family-owned business clubs through deploying SO, EO

and the Omoluwabi leadership style in their business.

Despite the success recorded by the family businesses in Lagos state so far, the injection of
entrepreneurial orientation dimensions and the importation/transfer of management syqt&ls from
a more prosperous region has contributed tremendously to economic dev.elo @} This has
enabled the government to invest in creating a conducive environment for%}}%h of SMEs in
the United States, which has the most successful FOB among the,t 0% This study will help
make FOBs in Lagos state more efficient, and contribute mucl%%\to the state’s GDP. Studies
shows that employee engagement establish firm perfo " %26. Nigeria’s unemployment and
underemployment figures and the staggering povert pulation figures show that job-creating
policies are needed in the country?®. Prov@j{é&%iness—friendly policies and investments in
family business in terms of education an@ enabling environment will significantly benefit the
nation. Nigeria can benefit and%& a success story, too, through learning from the Asian
Pacific region, which prod < whopping 13 new entrants in the top 750 family-owned

businesses in the wo@ hina, which changed its protectionism view and had significant

economic resu s.éﬁ study provides a step in that direction for Nigeria.

1.7 0@0 the Study

The study assessed the effects of entrepreneurial orientation and succession planning on the firm
performance of the selected family businesses in Lagos State, Nigeria. Specifically, the study
will focus on the five dimensions of entrepreneurial orientation and assess how the concept of
adaptiveness can add to the dimensions of entrepreneurial orientation in the post-COVID-19 era.

It will also evaluate the effects of the three dimensions of succession planning (the bench
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strength, time to fill and talent turnover) on performance and the interaction the moderating and
mediating effects of Omoluabi leadership will have on the entrepreneurial orientation and

succession planning dimensions, respectively on the performance of the firm.

The choice of Lagos State as the geographical location of the study is because of the state's
strategic position in Nigeria. It is the densest industrial location in the countrmvith an

appropriate market population and consumers with high purchasing power as @re time the

study id being conducted. ‘\QO

. \‘%'3
The study was delimited to the non-financial performance.o%@%y-owned businesses.

\

Nigeria's data protection law makes govemment%mes wary of divulging required data

1.8 Limitations of the Study

concerning family-owned businesses in Lagtlsjée%

The duration of the study was too sh@ apply a longitudinal research design that may be

useful for a causal effect of the d&{l%nt variable.

"
The succession planning &%M was delimited not to include family conflict, which was a

significant source %f\d ciency in family business.

1.9 Operati(;%ﬂtion of the Variables
The vartables of the studies are Dependent Variable, Independent Variable, Moderating Variable
and Mediating Variable. There are two independent variables: Entrepreneurial Orientation (W)
measured as Risk-taking, Innovativeness, Pro-activeness, Competitive Aggressiveness,

Autonomy and Adaptiveness and Succession Planning (X) measured as Bench Strength, Time to

Fill and Talent Turnover. The Dependent Variable, Firm Performance (Y), is measured as Firm

12



Growth, Customer Satisfaction and Business Continuity: the Moderating and the Mediating

Variable, Omoluwabi Leadership (Z).

1. Functional Model
Y=1X,W,Z)
Y = Dependent Variable = Firm Performance FP . %
X = Independent Variable = Succession Planning SP . @Q
W = Independent Variable = Entrepreneurial Orientation EO ‘@%
Z = Intervening Variable (Moderating and Mediating) = qu@tﬁ) Leadership OL
1.) The first Independent Variable Entrepreneurial Orientati ) W is measured as
W = { (Independent Variable) = (Entrepreneurhi%@entation) =f (RT, I, P, CA, AU,

AD)

w1 = Risk-Taking (RT)

W= (Wi, W2 v We) C_)@
Q>

w2 = Innovativeness (I) \;()

w3 = Pro-activeness *

Wy = Competi@e)@g ssiveness (CA)
ws = Auto, (AU)
We Q‘A%iveness (AD)
ii.) ?e second Independent VariableSuccession Planning (SP) X is measured as
X = f (Independent Variable) = f (Succession Planning) = f (BS, TF, TT)
X =f(x1, X2, X3)
x1 = Bench Strength (BS)

x2 = Time to Fill (TF)

13



iii.)

= Talent Turnover (TT)

The Dependent Variable Firm Performance (FP) Y is measured as
Y = f (Dependent Variable) = f (Firm Performance) = f (FG, CS, BC)

Y =1(y1, y2,¥3)
Y = Firm Growth (FG)

@&\

Y> = Customer Satisfaction (CS)

Y = Business Continuity (BC) g \

The study employs Omoluwabi Leadership (OL) Z as th ‘@g'}atmg and Mediating

Variable Aé%

Z = Omoluwabi Leadership (OL)

The operationalisation is that the Dependent, Inde &\t Moderating and Mediating Variables

are based on the following linear regresswn@ n

Y = (X, W) ‘b"é'

Y =(X, W, Z) \)%
Y =(y1, y2,¥3) %”
N

Q

X = (X1,X2, 3

W1yW2, W3, Wi, W5, W)

=@

2. The Mathematical model for the study is expressed as follows:

Y = Firm Performance = FG + CS + BC

W = Entrepreneurial Orientation =RT +P +1+ CA + AU + AD
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X = Succession Planning = BS + TF + TT
Z = Omoluwabi Leadership =Z
3. The Econometric model for the study is expressed in line with the hypotheses formulated

for the study as follows:

Hypothesis One . ‘b

Yla = f(wla W2, W3 W4, Ws, W6) é\%

Hypothesis Two . QQ)
>
Y2, = (W1, W2, W3 Wi, Ws, We) Q

y2=Bo+B1W1+BzW2+B3W3+B4W4+Bs®W6+M .................................... (i1)

Hypothesis Three Q)(b‘

y3 = f (X1, X2, X3) @"
y3 =Bo+ Bixi + Bixg+ ?— I (1ii)
Q
Hypothesis&m
-
Y=80+B: Xi+BWi+p (iv)
Hypothesis five
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Y =(W Z)

Y =80+B1Wi+ BZi+ BWi*zi+pn (v)
Hypothesis six
Y=(X2Z2)

Y =Bo+ B Xi+BZi+B:Xo*zo+p 9..(%)(Vi)

1.9 Operational Definition of Terms

Adaptiveness: This is the ability to re-adjust res @@0 cope with internal and external
environmental changes, ensuring a competitive &n age over other competitors and meeting
the consumer's need despite the unexpect@nges that affect process and procedure. The

agility to do this without affecting th mers is derived from harnessing the proactive and

innovative ability of the organisatidns’ decision-makers.

'\
Autonomy: This has io @ organisational freedom and flexibility in decision-making in
p

relation to proces ice and initiative, leading to the development of entrepreneurial

initiatives avﬂe%g organisation's staff.

Bencl@ngth: This is the capacity to swiftly identify qualified internal candidates capable of

filling critical roles within the organisation.

Competitive Aggressiveness: This refers to a company's approach to handling processes,
practices and productivity concerning the firm's product and service concerning outperforming

competitors through strategic analysis.
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Customer Satisfaction: This is the psychological state that arises when the emotions around

unfulfilled expectations are mixed with earlier perceptions of a customer's experience.

Entrepreneurial Orientation: This refers to a firm's capacity to operate independently, a
readiness to experiment with risk, a propensity to be aggressive toward outdoing the competitors,

and a serious tendency to be proactive about market possibilities and decision—making‘&ocesses

0

Family-Owned Business: This is believed to be a business where two or more family members

that result in new entry, capability to adapt in a turbulent environment.

have a controlling equity or are involved in the decision-making 'c@g?the organisation or a
company where family members who are related by bl&%&adoption, or marriage have a

significant influence over all or major strategic decis@

Firm Growth: A process through which busmq@coordinate operations to acquire and amass

the resources necessary to take advantagezofc,a)ket possibilities.

Firm Performance: This refers a@nisation’s capacity and ability to effectively utilise the

resources at its disposal to a ie;ge goals consistent with those set by the business while also
considering the relev@@%se goals to its users.

Firm Size: Thev e and variety of production capability and potential a business possesses or

the Volume@d iversity of services a firm can offer its clients simultaneously.

Innovati;eness: This is the capacity to design a new product, service, or system by making the

most of available resources intending to captivate the consumer's desire.

Pro-activeness: This is designing a process that anticipates and responds to future needs via new

opportunities before the need arises ahead of the competition. These opportunities may or may

17



not be related to the current line of business. It is the ability to strategically close operations near

the end of their useful lives.

Risk-taking: This refers to all forms of entrepreneurial ventures created by family businesses
that are vital to the survival and expansion of the business, where the entrepreneur stands a

chance of maximising the opportunities and bearing the risk of losing the capital empl(v&i

Succession Planning: This refers to a thorough and organised method of c%ﬂg a pool of

leadership and expertise to ensure that present and future leadership demands are met in a way

that promotes stability. .%y\i‘%'\

Talent Turnover: This has to do with employees’ depa@ rate from a formally defined

organisation. Q@

Time-to-Fill: This measures the length of tﬁj&%@ rocess from job requests to job acceptance,
ime fr

whereas time-to-hire measures the lengt@' om when a candidate first enters the talent

pipeline to when they accept an q@%ployment.
%w

¢S
>

QQ

18



10.

11

Endnotes

. National Bureau of Statistics, 2021 https://www.nigerianstat.gov.ng

National Bureau of Statistics (NBS), The National Social Safety-Nets Coordinating
Office (NASSCO), the United Nations Development Programme (UNDP), the United
Nations Children’s Fund (UNICEF), and the Oxford Poverty and Human Development
Initiative (OPHI).Press release, 2022. https://nigerianstat.gov.ng/news

World Bank Nigeria Poverty Assessment: A Better Future for All Nigerians, 2022.
https://www.worldbank. org/en/news/1nfographlc/2022/03/2l/afw -nigeria- pow\%
assessment-2022-a-better-future-for-all-nigerians.

S., Chirapanda. "Identification of Success Factors for Sustainabili % Businesses:
Case Study Method and Exploratory Research in Japan." Journa 0 mily Business
Management, 10 nol 2020 58-75.

Edelman Trust Barometer 2Ist Annual Edelm rust Barometer, 2021.
https://www.edelman.com/trust/202 1 -trust- barometer %

Family Capital Top 750 Family Businesses, % S. //wwwfamcap com/top-750.

Price Waterhouse Coopers 10" Family  Business  Survey, 2021.
https://www.pwc.com/gx/en/family-b 1‘& ervices/family-business-survey-2021/pwc-
family-business-survey-2021.pdf. (

. Price Waterhouse Coopers “Fa busmess Survey 2018 - The Malaysia Chapter” 2018:

Https://www.pwec. com/m‘yQ) s/publications/2019/family-biz-survey-2018v2.pdf
2018

Development 19: Achieving Productive Transformation, 2019.

Organization for Ec ’% i¢ Co-operation and Development OECD. Publishing Africa's

World Ban Finance.” 2021. https://www.worldbank.org/en/topic/smefinance.

Prlce@museCOOpers “The Values Effect.” PwC Survey 2018” www.pwc.com/ng.
1-56

IZQewaterhousecoopers “MSME survey” https://'www.pwc.com/ng/en/assets/pdf/pwc-

13.

14.

msme-survey-2020-final.pdf. (pwc.com).

SMEDAN/CBN. National Policy on MSMEs. “The Federal Republic of Nigeria Draft
National Policy on X, 2015.

Klynveld Peat Marwick Goerdeler KPMG. “Nigerian family business barometer - First
Edition - KPMG Nigeria,” 2017. KPMG.com/ng.

19


https://www.pwc.com/ng/en/assets/pdf/economic-alert-sept-2019.pdf

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

S., Sima, & M.M., Parast."The Impact of Entrepreneurship Orientation on Project
Performance: A Machine Learning Approach." International Journal of Production
Economics, 226, 2020, 107621.

J., Young-min, M., Ali, R., Zacca, & K., Park. "The Effect of Entrepreneurship
Orientation on Firm Performance: A Multiple Mediation Model."” Journal of East-West
Business, 25, No. 2, 2019, 166-193.

H., Phil, & O., Ozdemir. "Turkish Delight A Public Affairs Study on Faniil)* Business:
The Influence of Owners in the Entrepreneurship Orientation of Eoamily-Owned
Businesses." Journal of Public Affairs 20, No. 1, 2020, ¢2082.

I., Umans, N., Lybaert, T., Steijvers, W., Voordeckers. Succession. Planning in Family
Firms: Family Governance Practices, Board of Directors, and Emotions. Journal of
Small Bus Econ, 2019.

R.H., Kiwia, M.K., Bengesi, & D.W., Ndyetabulay "'Succession Planning and
Performance of Family-Owned Small and Mediwn “Enterprises in Arusha City —
Tanzania".Journal of Family Business Management, 2020, 2043-6238. DOI
10.1108/JFBM-03-2020-0018.

A.A., Chang, M.S., Mubarik, & N.,*Naghavi. Passing on the Legacy: Exploring the
Dynamics of Succession in Family Businesses in Pakistan. Journal of Family Business
Management, no. 2 (2021): 161-184,

M., Johanssen, J., Kerdnen, {2, \Hinterhuber & L. Andersson. “Value Assessment and
Pricing Capabilities—How,_ to Profit from Value. ’Journal of Revenue and Pricing
Management, Vol. 14,.No. 3, 2015, 178-197.

M., Ngo & T.N., Ngwyef. “Financial Development and Business Growth: A Case of the
Southern Key\Ecortomic Region. ”Cogent Economics & Finance,Vol. 10, no. 1, 2022, 1
—11

M. M Nnittaz, M. H. B. Simeonova, & M. Sambasivan. "Entrepreneurial orientation and
knowledge management: comparing configurations of native and immigrant
entrepreneurial firms.” International Journal of Entrepreneurial Behavior &
Reésearch 29, no. 52023. 1099-1132.

A., Raduzzi & J.E., Massey. “Customers’ satisfaction and brand loyalty at McDonald’s
Maroc.” African Journal of Marketing Management,Vol. 11, No. 3, 2019, 21-34.

M.T., Ghazali, M.A., Ghani, & S.A., Rahman. "Measuring the success metric for
effective succession planning: The conceptual perspective.” International Journal of
Human Resource Studies, Vol. 12, No. 1, 2022: 4255-4255.

20



26. A., A., Adedeji, & L. A. Balogun. "Nexus Between Employee Engagement and
Performance Rate of Small Scale Businesses." Journal of Production, Operations
Management and Economics (JPOME) ISSN 2799-1008 3, no. 01 2023: 13-20.

21



Chapter Two
Literature Review

This chapter reviews research studies by various researchers in entrepreneurial orientation,
succession planning and performance of family-owned businesses. It covers the co{&‘ual and
empirical review of the independent, dependent, and moderating variables ( .m@‘%i leadership).
The historical background of the variables with their dimensions was teviewed from the

[ ) “
perspectives of different scholars. Related theories such as th%?t}iu ce-based view, family

systems theory and contingency theory are reflected upo%&nderscore how entrepreneurial
orientation and succession planning influence the p@lce of family-owned businesses. The

chapter comprises five main sections: the cq@)tual review, theoretical review, empirical

review, summary and gap in the literatbéreQ,d the researcher's conceptual framework for the

2.1 Conceptual Review \)
2.1.1 Entreprene@%ientation

study. Q)‘bﬂ
"

Risk Taking

2.1.1.1
‘%92 Pro-activeness
Q 2.1.1.3 Innovativeness

2.1.14 Competitive Aggressiveness
2.1.1.5 Autonomy
2.1.1.6 Adaptiveness

2.1.2  Succession Planning

2.1.2.1 Bench Strength
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2.2

2.3

2.1.2.2 Time-to-Fill
2.1.2.3 Talent Turnover
2.1.3 Firm Performance
2.1.3.1 Firm Growth
2.1.3.2 Customer Satisfaction

2.1.3.3 Business Continuity \

&
2.1.4 Omoluabi Leadership ,%‘\QO
%w

Theoretical Framework

&
222 Family Systems Theory (FST)  ° 6
223 Contingency Theory QQ

Review of Empirical Studies . @
2.3.1 Methodological Review 't C-)

2.3.2 Findings Review %

2.2.1 Resource-Based View

2.3.2.1 Succession Pla in}ﬁd Business Continuity

2.3.2.2 Entrepr: @%ientation and Firm Growth

2.3.2.3 Ent ;urial Orientation and Customer Satisfaction

23.2 Quabi Leadership on Succession Planning and Firm Performance and
Q trepreneurial Orientation on Omoluabi Leadership and Firm Performance

24 chptual Framework

2.5

Summary of Gap in Literature Reviewed

2.1 Conceptual Review
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This section of the review focuses on clearly defining and explaining the various variables of the
study (succession planning, entrepreneurial orientation, Omoluabi leadership, and the firm
performance of family-owned businesses), their historical background, the promoters and critics

of the variables and the details of their accepted components.

2.1.1 Entrepreneurial Orientation . (b

In recent years, the literature on entrepreneurship has paid much attentiozl to %'}}preneurial
orientation. This concept has been the subject of several empirical studief@%archers have
conceptualised Entrepreneurial Orientation (EO) under various nam@(ﬂuding entrepreneurial
style, entrepreneurial behaviours, entrepreneurial intens%%\orporate entrepreneurship,
entrepreneurial posture, strategic posture, and entre r‘e%%ﬂ proclivity®. This demonstrates
unequivocally that researchers have yet to reach a (émus on a widely accepted definition of
EO in the study of entrepreneurship. There@ not unexpected that different meanings are
used by scholars depending on the area @terest. EO was defined as the engagement of a firm
in the activities of risk-taking, itxoxging, and being proactive to outperform competitors, and
this was subsequently impr@s%io?.s the degree to which managers at the strategic level are
inclined to take risk@@ o the organisation (risk-taking dimension), favour change and
innovation to iléxompetitive advantage (innovativeness dimension) and engage in aggressive
competition with other firms®’. These are all indications of an organisation's effectiveness (pro-
active@ dimension). According to these authors, non-entrepreneurial or conservative

organisations are those whose strategic management approaches resist risk and innovation and

are passive or reactive instead.

Similarly, another scholar defined EO as a company's propensity to innovate and develop new

offerings, as well as how aggressive it is in the product-market segment it has selected®. It was
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further conceptualised as a firm's capacity to operate independently, a readiness to experiment
and take risks, a propensity to be aggressive toward rivals, and a tendency to be proactive about
market possibilities®. These processes, practices, and decision-making processes result in a new
entry. It has also been described as a group of diverse but connected behaviours that exhibit the
traits of creativity, initiative, proactivity, competitive aggression, risk-taking, and autonomy'®.
The development of the concept was attributed to the previous works of @&rg and
Khandwalla- who describe EO as the personality and way of life of entrepren.ﬁxg%’”. Using the
premise that entrepreneurial behaviour depends on the degree to )gc’l% company managers
investigate new market possibilities in uncertain and dynamic b@ﬁs settings, the EO concept
proposed by Mintzberg was addressed as a manage g*eature and disposition'?. By

highlighting that managers demonstrate EO by 4@% hazardous and audaciously daring

business decisions, Khandwalla supported 1\8;@)12,13'

Contrarily, Miller defined EO as a c@any's behaviour and not the personalities of the
personnel®. The scholar stresses%%(gtaking, proactivity, and innovation are characteristics
that exist at the company 1%6}\ Innovativeness, risk-taking, and pro-activeness, the three
dimensions of EO, V\@%@ ated to form a unified construct in Miller's conceptualisation of
EO in 1983. ccé%mg to the scholar, an entrepreneurially oriented organisation engages in
product maé%lovaﬁon, invests in risky enterprises, and is the first to develop and implement
proacti@nitiatives to outwit competition. Similarly, the three dimensions of risk-taking,
innovativeness, and pro-activeness were employed as the measuring scale in a uni-dimensional
method, with the research functioning as an additive function where the findings are added

together’. This indicates that businesses with an entrepreneurial mindset engage in creative,

adventurous, and proactive behaviours to outsmart competitors. Innovativeness is a critical
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element of EO, emphasising novelty by introducing unique goods, processes, and technical
development through experimentation and creativity to commercialise such innovations to enter
novel markets*. The risk-taking element of EO focuses on decision-making procedures and
activities with unclear results, such as businesses entering untapped areas or taking on significant
debt to carry out high-risk initiatives. Proactive companies are recognised for acting before
competitors do so while expecting future advantages by pressing ahead and seizin@&bilities.
Supporting the view, another scholar described entrepreneurial orientation a. ﬁxﬁ@ﬁying several
firm-related behaviours and acts targeted at introducing new pr e%ures and production

techniques, producing new product lines, and investigating recen@scovered market prospects?.

Furthermore, the work of a scholar was broadened by s ! ﬁl?that a business can display EO

with one or more of its dimensions rather than depending just on a single composite construct of

its many components’. For instance, a co .m‘ébh t is not proactive but is very inventive or

consistently pursues hazardous ideas@y demonstrate EO and thus be described as

entrepreneurial. The entrepren@%gdnentation concept, which was examined along three

dimensions: innovativenesi@aqtiveness, and risk-taking by earlier studies' was broadened by
I

scholars to include @

scholars argue % ach of EO's dimensions has various degrees of impact and should be

dimensions—autonomy and competitive aggressiveness®’. The

investigated_separately to determine the precise magnitude of impact and prevent shared effect

difﬁc@ Studies examining the many EO aspects have found different degrees of impact!'*!3.

From a conceptual approach, organisations might benefit from implementing an EO since a
rapidly changing environment makes future revenues from current companies uncertain, and
firms are continuously looking for new possibilities!. EO is a market-driven technique

companies use to create new markets and commercial opportunities across various sectors. As a
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result, it is a crucial precursor to firm-level entrepreneurship and performance!”. Similar to how
many researchers see this perspective, firms may benefit from having it as a management

quality!19,

2.1.1.1 Risk Taking

The word "risk" is a neologism that developed with the shift from traditional to modenp&cietyzo.
In the Middle Ages, "the term residuum was used in particular contexts, ab(zve @rade and
its ensuing legal problems of loss and damage." The words rischio and r1 %e common in
the 16™-century vernacular languages. Arab traders from the Mi Fast and North Africa
exchanged goods, bringing this to continental Europe. The W@lsk" did not first appear in
English until the 17th century and "seems to be importe.@ continental Europe." When risk
terminology gained traction, it supplanted the previogaradigm that thought "in terms of good
and bad fortune." This change was caused b, .It?x%bd hetorical uses of Fortuna as an allegory for

religious content and prudent judgement@ (noble) virtue in the newly developing commercial
society losing plausibility°. \;c

Risk-taking is the propen;@gngage in potentially harmful or dangerous actions but also
presents the chance f@ourable outcome. The degree to which a corporation can motivate its
desire to take t@ even when the results are unclear is one of the EO dimensions known as
risk-takij QA cording to the EO theory, risk-taking is a quality of entrepreneurs influencing
how lﬁ company will thrive. Theoretically, an entrepreneur takes some risk, yet, apparent
risk-taking from the standpoint of one business owner may be regarded as minimal compared to
the level of danger accepted by another?!. In the family business context, entrepreneurial risk-
taking orientation refers to all forms of entrepreneurial ventures created by family businesses that

are vital to the survival and expansion of the business??.
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Risk-taking behaviours influence individual entrepreneurs to enter businesses that many would
avoid. To expand on this, risk-taking behaviour has been defined as adopting entrepreneurial
efforts while accepting the risk of uncertainty, making large financial commitments, and taking
on significant debt?*. The willingness of a company to take risks, such as starting a new project
or allocating much money to projects with uncertain results, is described as risk-taking. When a
company takes a risk, it ventures into the unknown, takes on significant debt, @7& devotes
resources to exploring prospects in hazy situations. Despite the simplicit y 61‘@eﬁnition, we
agree with other scholars that more precise or focused deﬁ.ng ’?re more helpful in
determining whether or not family enterprises are risk-aversez“’%&%\
e

There are three types of risk-taking: borrowing heav@esting in uncertain territory and
allocating a portion of one's resources?. However, risk:taking is challenging to measure because
it can be financial, social and emotional. éj:tbo owing heavily, which replicates the risk-
return trade-offs measured in financial a@fes, involves investing a sizable portion of resources
or obtaining a sizable loan int@res that are likely to have better revenues but a high
probability of loss’. A scholau%s&ﬁs that organisations that face significant risks often earn better
returns than those tha@%t By anticipating a high level of exaggerated failure, this decision-
making style that company managers show a significant commitment to success and

=S

sequences.

anticipate %

Second, ;Ling risks with significant resources by engaging in a business with an uncertain
outcome?®. As stated earlier by the first type of risk-taking, uncertainty venturing differs from
risk investment. Risk denotes the likelihood of a bad outcome, whereas uncertainty denotes the
prospect of many unknown potential repercussions?’. As a result, taking risks may have adverse

effects due to insufficient proof and involves the potential for failure. Business owners involved
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in risk-taking prefer to invest resources without full awareness of the potential results because
they are more willing to accept uncertain scenarios than risk-averse business owners. Thirdly,
risk-taking demonstrates a company's willingness to experiment with new strategies, test the
status quo, and invest in uncertain areas for a greater return®®. Businesses with this capability are
ready to adopt novel business practices that deviate from conventional business procedures and

systems currently acknowledged as favourable. Q’)&\

Furthermore, a scholar assumed that risk-taking tendency would fluctuat ‘\?Qg its effect on
the outcomes or company goals while considering the interaction rfable components in a
business's methods and structure®. They claim that a problem @%\aﬂier studies have raised is
that business owners sometimes need to recognise the ﬁ@hat others have taken. They also
only sometimes consider taking risks outside the daries of their industry, which could
impact their performance and jeopardise th@@\ of their companies. All business activities
require some level of risk-taking; thus, e%.oreneurs are often familiar with risk-taking-oriented
behaviours?. In addition, the ten@ﬂ@ take risks has been identified as a trait of entrepreneurs,
prompting researchers and ind%pg experts to continue their investigations into how to use risk-

taking behaviour as a@a)éygnd standard of performance for new market entrants3,
2.1.1.2 Pro-ac @ss

Dann i was the first author to identify pro-activeness as one of the entrepreneurial
orientation dimensions®. It is described as a quality that makes a person capable of influencing
environmental changes while remaining mostly unaffected by external factors’!. A steady
placement of proactive action is what is meant by a proactive personality, seen as taking
advantage of opportunities and exhibiting a forward-thinking attitude by foreseeing market

developments and responding before competitors. It was also defined as the "first to come up
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with 'proactive' ideas," emphasising the pace of invention and introducing goods and services*.
Various entrepreneurial scholars have emphasised the need for proactive opportunity generation
and identification. It is crucial for achieving more excellent performance because it involves
putting the customers' needs first, identifying and using them, and actively analysing what the
competition is doing to stay ahead®'. Pro-activeness enables firms to have a forward-looking

approach, the capacity to foresee and be ready for the future, and a wil%m\ss to be

trailblazers>?. E ‘\QO

Pro-activeness, as seen from the perspective of entrepreneurial orie;nt,{ﬂ%'ﬁefers to the processes
that are used to anticipate and respond to future needs through @%\g for new opportunities that
may or may not be related to the current line of busine. sJaunching new products and brands
before the competition, and strategically closing dow rations that are nearing the end of their
useful lives or are in decline®. It is also the y ‘\si of an entrepreneur to foresee and respond
to future needs rather than responding t@uations as they arise. Due to its prospective nature,
this can be essential for entreprewirl?.&ndeavours. The conceptual opposite of pro-activeness is

passiveness, which refers tog%di\fference or the incapacity to exploit chances or lead in a
marketplace®. ‘ IQ 5»

Furthermore, a @s ability to lead (rather than follow) in creating new procedures and
technol i@n launching new goods or services may be used to quantify proactiveness’. In
particular}’it may explain nearly all the combined effects of the characteristics of EO on firm
performance in family business'?. Being proactive can improve but can also impede a company's
success. The propensity to engage in opportunity-seeking activities, such as anticipating market
demands and releasing products or services before the competition, may impact firm

performance because it enables businesses to gain a potential first-mover advantage and establish
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themselves as market leaders. Moreover, proactive businesses are more likely to conduct external
environmental scanning, which may help them learn more about the shifting market environment
and customer demands. Predicting future market demands, however, entails risks because
customer tastes might frequently shift. Similar to this is the danger that releasing items before the
competition may not succeed in producing favourable results. Market followers may outperform

pioneers and have better product success rates. This may result from the advanta%@ﬁpioneers'
vicarious learning for followers. E‘\QO

Developing a higher level of customer trust, identifying and taking @madditional innovative
products and services, staying in touch with a firm's ﬁ%\oers, setting up effective
communication channels, and including all supply chain. ipants in a firm's product/service
marketing plans are all examples of pro-activeness sions®’. When executed correctly, this
results in excellent organisational perform .é‘\%}d nables a business to take the initiative to
enter new markets, capitalise on them, a%.ssume the lead in a particular industry. For example,
in family businesses, the owner(s) must take the initiative to launch and expand the company to
its full potential. They are en@%lyg focused on managing the business while taking into account
the experiences of th@@a the present and projecting what will happen in the future. For

better businessggﬁsmance, the entrepreneur takes chances and sacrifices time, energy, family

time, and other things.
2.1.1.3 Imnovativeness

Innovation and entrepreneurship have a strong relationship, and innovation is frequently seen as
the core of entrepreneurship. This is so because entrepreneurs frequently employ innovation to
bring about change and seize opportunities. Innovation may be defined as introducing anything

new or unusual, but it should be something other than something that breaks the mould.
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Schumpeter, who defined the notion of "new combination," was the first to underline the
importance of innovation and innovativeness in the entrepreneurial process; the concept is
frequently linked to the works and the theory of economic growth. In one of his most frequently
cited works, he explains the meaning of this idea and highlights five examples of innovation: i)
the introduction of a new or improved good or service; (ii) the introduction of a new method of

production; (iii) the opening of a new market; (iv) the conquest of a new source ofé&&y for raw

materials or half-manufactured goods; and (v) the implementation oﬁ@%@rgamsaﬁonal

structure for any industry3®,

Innovation can be described as the capacity to design a ne%&%uct service, organisational
structure, or administrative system?®’. It also refers to i ) %enting innovative procedures and
producing new goods*’. Scholars argue that this ap Q 1s extendable to and recommended for
organisations focusing on development. Inn@‘éni a multi-stage process through which firms

turn ideas into new or improved goods,%rices, or processes to effectively progress, compete,

and differentiate themselves in th@kets‘“"‘z.

Firms must always prod %novatlon to obtain better outcomes. Therefore, innovation
orientation has beco@subject of considerable importance and is crucial to success. Despite
having a vari @conceptualisations and meanings, the phrase "innovation orientation" has

been us @n ively in the literature on innovation*3.

Launching new goods, R&D expenditures (on products and processes), and the order of entrance
into the market are the three concepts characterising innovativeness**. According to these
researchers, combining these factors provides a more accurate picture of an organisation's
capability for innovation than the approaches that focus on just one factor. On the one hand,

there is the part of the product launch that represents the results of R&D work or expenditures.
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Although patent registrations also indicate inventive outputs, a considerable portion still needs to
be commercialised; hence, they believe including this component is crucial. As a result, this
component proves to be a better way to gauge production. On the other hand, the market entry
order component examines a company's position in the market when a certain product is
introduced. A firm may be more creative than another if it is one of the first to produce a
particular good or service. Therefore, an organisation's level of innovation is 1%@&%1 by its
innovation orientation, which offers a setting for the execution of g@ rowth-based
initiatives®. ) \‘% .

A recent definition of innovation orientation by scholars descri%%}“a multiple construct with
a focus on driving innovation-based practices and Valu@ughout the organisation primarily
through four core aspects: culture, flexibility in st es, capital and knowledge capabilities
and understanding environmental dynamic.-)t?\\ri e positive organisational performance™*.
Focusing on innovation can boost an or%sation’s productivity and competitiveness, ignite the
entrepreneurial spirit, produce 4hig ality goods and services that can satisfy changing
consumer demands and e)m%d\ the market, encourage the rapid development of new
technologies, marke%@ rmats, and quicken the shift in development momentum?’.
Furthermore, hé@ in the field hold that innovation orientation represents the market,
governmental and corporate attitudes toward changes in objects and new ideas and the corporate
openn@ new technology, new resources, new management methods, and the desire to
innovate. Innovation orientation assists businesses in overcoming challenges and achieving
sustainable development*. Innovation orientation mainly reflects how open a company's culture
is*®. This implies that innovation will have significant implications only if an organisation

supports and fosters it at the level of values, this has significant implications*. The beginning of
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creation is an innovation-oriented phase. Businesses with a high focus on innovation tend to have
employees who are open to implementing new concepts and products. The secret for businesses

to get through the main innovation roadblocks is to focus on innovation.

Family firms scholars who have studied innovation adopted a broad definition of innovation,
considering that it can take many forms, all distinguished by an element of novelty, are not
just limited to research and development and technological innovation. Acc9rdi @'Sl\'nnovation
orientation is defined in this study as any action that allows a company to‘%ﬁ}é‘tglise, develop,

create, and present new goods, services, procedures, or business mod%é"?z.
2.1.1.4 Competitive Aggressiveness QQ’&

Competitive aggressiveness (CA) is a company's @Qto handling aggressive issues and
outperforming them through strategic analysis%(é% describes how entrepreneurs aggressively
and actively engage rivals in chasing eita}get market on various fronts, including price
reductions, the employment of u strategies, and inventions®. The significance of
competitive aggressiveness residNts impact on the firm's capacity to outperform competitors

'\
by adopting a solid of@w stance, forging aggressive and frequent entry into markets

recognised or dom% y competitors, and significantly impacting the market. Promoting new
goods and s@s a symptom of competitive aggression; as a result, this dimension is also
directly” ti o innovation®. It is suggested that businesses would only engage in fierce
competition with innovation. CA construct focuses more on friction with current consumers and
intimidation of competitors. Therefore, the term is characterised by strong offensive postures or

combative responses to competitors' actions.
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A company can be a decisive participant in a field of competitors and take decisive action to
protect or improve its position by adopting a strong, competitively aggressive approach®®. Due to
the competitive character of the construction industry, academics have argued that for
contractors to thrive in the industry, they must have a competitive mentality®>’>%. A business can
play a crucial role in markets where consumer rivalry is fierce by adopting a strong
competitively combative position. Price reductions, more marketing expendit%&\nhanced

product quality, and increased production capacity are all examples of aggré %tiatives”.

Competitive aggressiveness is the inclination of a corporation to ao@gf'}md vigorously attack
its competitors to gain entrance or enhance position, that is é‘}%perform competitors in the
same industry in the marketplace. As previously noted, E@R itive aggressiveness is defined by
responsiveness, which can take the form of direct ¢ ct, as when a company joins a market
that another competitor has recognised, or T, .)ﬂéoy lake when a company cuts prices in response
to a competitive threat. Indeed, rather t@ concentrating exclusively on market development,
competitive, aggressive conduct @y related to threats made by competitors and conflicts for
current customers. The nume-c% 4ction repertoires contribute to a comprehensive knowledge of
the activities organis@@whﬂe competing with one another and form the foundation of
competitive ag re@‘\n Adopting aggressively competitive conduct and fiercely battling rivals is

to either g cess to new markets or strengthen the organisation's market position, i.e.,

outpe@ng rivals in a firm's industry®°.

Scholars have examined the effects of this concept on organisations. Competitive aggressiveness
is represented by the reactions taken by businesses to demarket the activities of their rivals®.
These companies pamper themselves by encouraging behaviours that are competitively

connected to the extent to which an organisation must adapt to external environmental elements
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and the growth of the human parts of the production factors to outperform rivals®'. Competitive
aggressiveness correlates positively with organisational profitability and confirms the
relationship of the concept with performance in the hospitality industry. In contrast, another

scholar records only one positive correlation out of the four industries he researched®>%3.

AL
2.1.1.5 Autonomy . @Q

Autonomy is related to organisational freedom and flexibility, both of which aim to support the
'3
‘%e

development of entrepreneurial initiative among organisational @;ﬁ}ﬂ s%. People need to be

autonomous to feel that they have options, act on their own @ns, and control their destiny®®.
Autonomy is defined as individuals' independent acl%‘%'}resenting a vision or an idea, which
allows them to exhibit the skills essential for ea@he way to a successful enterprise®’. Among
the auxiliary members of intematia&a'ig}\ganisations, autonomy can facilitate some

entrepreneurial abilities®®. Q:bd

A key component of ﬁrm—le%qtrepreneurial conduct that produces entrepreneurial value has
been identified as e @%rial autonomy®. Entrepreneurs who put their funds into a new
business profit %@Cially and enjoy the utility of working independently’®. Autonomy
encourages engagement and innovation and has a beneficial effect on team cohesiveness’'. When
there @ugh level of autonomy, the team's cohesiveness enables businesses to profit from
information exchange’. For strategic advantages and entrepreneurial success, entrepreneurial
autonomy is crucial®. The relationship between units and subunits in terms of decision-making

and goal-setting is referred to as autonomy in the context of an organisation’.
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Autonomy is the right to take advantage of situations for a company's competitive advantage. It
is related to the user's involvement in bringing a new basic idea or perspective and following it to
a successful conclusion. Autonomy is a crucial characteristic of EO. In the EO context,
autonomy and business strategy are sometimes used interchangeably. When team members or
individual applicants are allowed greater freedom, they may build the concepts and goals

necessary to deal with the challenges ahead of them’. Q’)&{b

2.1.1.6 Adaptiveness ‘@ :

Adaptiveness can be traced back to Darwin's evolution theory o@?ganisms adapt to the
changes in their environment. The ability to fit appropriatel ﬁ'g&a new environment despite an
unexpected change is a prerequisite to survival”. A ﬁ@} organisation responds promptly to
environmental changes, such as effecting @priate changes to customers' demands,

technology developments and repackagi @ current tastes’®. Agile governance is defined as

"organisational culture and collaboraté) thods to achieve a higher level of adaptiveness"”’.

2.1.2 Succession Planning %.\

"Succession plannin@)@%{y denoted leadership development at the highest levels, such as
the Chief Exec ti@(}fﬁcer (CEO). Succession planning is a thorough and organised method of
creating a 60 f leadership and expertise to make sure that present and future leadership
demar@e met in a way that ensures stability’®. A company's conscious choice to encourage
and support workers' ongoing professional development is succession planning. Accomplishing
corporate objectives and developing the ability to address possible issues that influence company

continuity entails ensuring that key roles retain some continuity.
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A deliberate and systematic process known as 'succession planning' identifies and develops
future leaders who can succeed current leaders in the event of their passing, retirement, or
departure from the company. This ensures the storage of crucial corporate knowledge required
for business continuity. This procedure, often known as 'replacement planning', generally starts
with an in-depth assessment of all senior management members' skill sets’. After that, middle
management personnel who may eventually replace senior management are ide%};k‘. These
prospective successors are then trained to acquire and perfect the abiliti .'bg d to assume
leadership roles when right. So, rather than being a one-time eveng&u;g:ession planning is a
continual process that requires annual updates and re-evaluatiorl@\sponse to developments in
an organisation's internal and external environment®®. '\QQ
S

A systematic succession planning strategy should @z company several advantages. Firstly,
when succession is based on open and mer@@riteria, it can be a strong motivational tool
for staff members who can see a clear ro@o progress within the company. This will encourage
them to work more and can b@ satisfaction®!. Secondly, as a purposeful approach to
knowledge and skill transfer«thatnis significantly capable of improving company continuity, a
defined succession plé)c%a 0 encourage senior members of management to serve as mentors
and instructors to@ij younger counterparts®?. Thirdly, a documented succession plan helps the
company a%s he value each person offers accurately, facilitating internal promotions®®. Also,
a new ation of leaders will be required when the leadership crop of baby boomers starts to
retire, and having a written succession plan shows that a company is prepared to cope with this
unavoidable reality®*. Furthermore, having a structured succession plan from the perspective of
shareholder-owned organisations inspires shareholders’ confidence that experienced individuals

are being groomed to ensure the smooth operation of the firm if and when the existing leadership
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passes away®?. Therefore, having a solid succession plan might save the company in times of
crisis. Effective succession planning may help a firm secure a smooth leadership transfer without
delay and allow it to carry out its mission without interruption. However, when executives do not
use a strong succession plan to properly manage or steer a transition, it might lead to large

transaction costs®’.

AL
Succession planning is identifying the critical requirement for intellectual caipit @Y\leadership
throughout the business through time and preparing people for the @%d future job
responsibilities required by an organisation®4. Planning for importaq(d)%(fership changes within
organisations requires various activities that make up succ&i&@planning. It is long-term

strategic planning for improved institutional stabilitf, % includes identifying individuals

with leadership talents and competencies and workin develop them to build future leadership

cadres for leadership continuity®. Successi ; iag has been practised in the corporate sector
because some jobs are essential to busin@s and must be fulfilled. Businesses need succession
planning for survival and conti%&ctive succession planning has the benefit of allowing
competent and engaged people\tontake over as corporate leaders. A successful succession plan

will enable the bushﬁss)@c ate a remarkable growth strategy built on achieving important

goals. 6\;

Becaus QIC ession planning, organisations can change their goals in light of their current
demar&d requirements. This is because it assists a business in creating a thoughtful strategy
by emphasising the implementation of backup plans to ensure long-term success®®. Modern
businesses are built on good leadership, which entails implementing a comprehensive
performance strategy®’. Teams should be educated and made to focus on a few key

responsibilities to improve performance and keep the business running smoothly®®. Succession
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planning helps a business to put in place leadership that can handle the transition and
management process in the event of the retirement of a particular crop of leaders. Effective
change strategies must be put in place to survive the frequent changes that occur in the
marketplace. This requires thorough and aggressive leadership. Thus, succession planning is
essential because it makes it possible to create various backup plans that the business may utilise
to respond to unforeseen circumstances. Additionally, when a business implem%&cession

planning, it may take decisive action in response to internal and external con ?@

Executives might evaluate their current objectives to find m $H of improving their
performance. Goals might be linked with the organisational @%}ready in place for greater
corporate performance. Furthermore, allowing workers @k up helps them develop a sense
of responsibility®’. This aids management in retaining knowledgeable personnel who can
contribute to attaining a company's pri@b ctives. Succession planning and career
development go hand in hand. As a@mponent of a successful collaborative approach,
succession planning promotes th@opment of departmental relationships by creating strong

communication networks thah%lqﬁt the entire company®.

Despite the paucity ersearch on defining specific succession planning factors, only some
recommendati @Ve been made. The important period occurs right before and after a recent
executi %’ts their new job. New performance goals are developed, political and cultural
differe@ re-emerge, the allocation of the old resource is reviewed and redistributed, and
various priorities, responsibilities, and obligations are established and allocated. However, five
essential components for succession planning were identified. These are talent pool detection,

preparation and development, transparency, vision and principles, and evaluation®'.
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Through collaborating with the human resource department to identify and evaluate employees
based on their capability and performance, succession planning aims to ensure that senior
management is responsible for identifying and selecting qualified and proficient applicants from
within the company to serve as potential executives. A talent pool will occasionally offer
coaching, mentorship, and community preparedness. Given that most top managers are involved,

it is a sensible way to select highly qualified candidates®>. Consequently, the c@@ tion can
meet its expectations in the coming years. ‘:\ ‘\QO

A method or technique for assessing the execution of a succession Au%s'a succession planning
success metric. Depending on the goal, organisational environ%,%}d support systems present,
a variety of strategies for succession plan effectiveness @ployed in theory and commercial
practice. Success indicators are regularly tracked, didates' degrees of advancement are
identified, and various evaluation techni@s\%ﬂ: sed to expose the reality of succession
planning progress accurately. Success n@cs are also relatively reflected in the evaluation of
succession planning. The revié@ess for succession planning at each level should be
continuous and thorough, fow%lg on assessment tools. This is required to reveal the reality of
succession planning @g%&correctly. Organisations can examine various aspects to evaluate
their results t g%ﬂug succession planning. The effectiveness of succession planning is
dependent % eral variables, including well-planned design, resource allocation, meticulous
executi rocedure, credibility of personnel, and commitment of senior management’. Some
businesses examine the number of candidates in their pipelines, while others keep tabs on the
retention rates of the candidates who will be their successors. Planning for succession costs a lot
to implement. Numerous succession planning initiatives centre on training and seminars, but

occasionally, these services could be more economically viable since they need significant
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money”. There is a failure to plan for succession based on technical training capabilities. To
motivate participants to get involved, succession planning will incorporate pertinent and high-
track initiatives like leadership skill development training, cross-cultural events, and other
learning opportunities®®*®. According to some authors, succession planning must be integrated
into the broader organisational strategy and become a part of the culture to be effective®”%. Past
studies reveal no single metric to assess the effectiveness of succession planning?jﬁ.&cl)wever,
this study would adopt the variables (bench strength, time-to-fil, and talent . ﬁ» ) to examine
the implementation of succession planning in family-owned business&e\gd%%agos state, Nigeria.

2.1.2.1 Bench Strength Q’}%\
Bench strength refers to an organisation's capaci @viftly identify qualified internal
candidates to fill critical roles right away®. The ¢ompany should have a successor or plan a
succession if an incumbent leaves a cmci@tion, whether in leadership, management, or
operations, to prevent an impact on opg@hs. Bench strength can serve as a warning about the
likelihood of risk depending OM score or rate of performance. Department heads and
management should perfor 1t reviews or talent pools to find people who have potential and
are competent, engade,)Jnderstand the ideals and have ingrained beliefs in the organisation's
guiding princi ® fundamental values. Additionally, so that the employees are aware of the
manage e@ plan, the engaged group's career routes and promotion chances should be supplied.
A leader should be developed within a corporation and not brought in from outside, according to
some”’. Organisations must consider alternate choices by obtaining qualified external applicants

to fill vacant jobs because discovering and preparing such groups of people will take much work.

2.1.2.2 Time-to-Fill
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The success of hiring efforts and the hiring process are gauged by the time it takes to fill a
position. The effectiveness of a succession plan created by an organisation that employs contract
employees depends on how quickly the position can be filled. There are further measuring
indications depending on the time spent filling vacancies, particularly from the group's
perspective inside the company. Focusing on roles held by the organisation's internal workers
rather than the alternative of employing external applicants is meant to bolster t%épefor the
efficacy of a succession plan. A significantly distinct metric from time- .mg@; time-to-fill.
Time-to-fill measures the length of the hiring process from jol.a re eg‘gs to job acceptance,
whereas time-to-hire measures the length of time from when a @a e first enters the talent
pipeline to when they accept an offer of employment®’. Th@%% number of working days from
when a job request is submitted until official hiril%‘%lde is known as the time-to-fill. To

determine the time-to-fill on a team, departé}k@s organisational level, organisations should
add the totals for each job split by roles”t

2.1.2.3 Talent Turnover \g)

Employee retention and s ‘%jg\n planning go hand in hand; therefore, if either needs to be
done better, tumove@ensue, making the succession plan ineffective!?. Retention is a
significant ear s@ of contentment and well-being among employees. A firm can implement a
first-rat 1@5 ion planning procedure, but more is needed to address the problem of employees
quitti&, among other things, indicators for succession plans need to consider the proportion
of turnover among talent groupings. People who leave the company for any reason may impact
how many people are qualified to fill the following leadership positions, directly or indirectly.
Organisations must plan for the rate of staff turnover based on controllable criteria, such as the

individual retirement time, or constantly offer facilities, care for employee welfare, and offer
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career prospects. Succession planning fosters a good career mindset and increases job security,

which reduces workers' intent to leave their jobs'%.

Rothwell's Seven-Step Model for Succession Planning. William Rothwell is regarded as one of
the most influential theorists in succession planning. His succession planning approach, known
as the Seven-Pointed Star Model, has acquired widespread recognition in the businesg@eld. He

worked on this model from 2001 to 2010, which underwent several revisions b %its current

state. According to Rothwell, succession planning is an organisation's sy%}ﬁc nd deliberate
effort to ensure the continuity of filling its principal leadership pasitiéus, Tetain its intellectual /
knowledge assets, establish and prepare it to keep pace %%\mnging developments and
encourage the advancement and promotion of the (@aﬁon's employees!®. There are
sequential and procedural professional developme rograms covering various aspects of

leadership. As a result, Rothwell propose@ev n-Star Model for management succession

planning in seven consecutive phases. %

The first step is to commit. ThM entails having the higher board of management and an
organisation's decision-m %a?knowledging and getting committed to implementing the
succession plan, aneryuecting them to the organisation's strategy. It also entails developing
specific progr s@ anticipate future work requirements by analysing the current workforce. A
written O@u al action plan is created to direct and communicate such programs to connected
parties.;ﬁlcludes a description of the plans, validation of the desired results, presentation of the

facts, individual involvement, and the preparation of application'%,

This step shows that an organisation's top management and decision-makers must fix and adhere
to succession plans, even if changed. However, this is contingent upon creating succession plans

clearly and objectively based on the facts in the actual reality of the human resources against the
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future needs of leaders, provided that all people are permitted to participate and review what is
being planned. Additionally, this strategy must be written as concise instructions with some

latitude to stay within the established corporate culture.

The second step involves the evaluation of the requirements of the current work. The primary
leadership positions within a company are decided upon at this stage, alongewith the
qualifications needed for each. In this phase, preparations may be made to {get @}} ready for
their jobs and get them qualified to advance and meet the standards for l%'}hégrolesm. This
step demonstrates the necessity of identifying the leadership positioqﬁdhred in each section of
an organisation with an indication of the role of each position@%\riﬁes the competencies and
skills needed in the applicant who will occupy this role@skenables individuals to prepare for
and acquire them through professional development ams and special directives provided by

those in charge of succession plans. C.-j\\o

Evaluation of the individual’s performq@% the third step. Since succession planning programs
are founded on the idea that employees deserve to be promoted to higher positions in the future
once they have mastered t %i't)ements of their current employment, the degree to which each
individual has maste@s or her work is assessed in this step. The third phase of the model is
one of the cru l@ments in managing leadership talent because it makes it easier to determine
each p (@ xpectations for a particular leadership job based on their competence and
expertise”’Empirical scenarios and direct observations of actions and behaviours by decision-
makers rank among the most popular techniques for evaluating an individual's performance!%.
Through assessing performance in various ways, this procedural stage of the model seeks to
create an integrated, personal picture for each business member. This portrayal reveals the

degree to which a person is proficient in the work assigned to him or her and how far he or she
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aspires to go in the future. It also reveals a person's abilities, ways of thinking, approach to

dealing with day-to-day issues, dedication and organisational loyalty!®.

The fourth step involves the evaluation of future work requirements. This involves looking into
the future to find the answers to several issues, such as how an organisation will evolve, what
changes are possible, and how employees and leaders are preparing for them. What abilities are
necessary for leadership positions? What will the primary leadership roles ot: the @k look like?
This stage makes it evident that the people in charge of company suc ngning create
future scenarios based on organisational analysis. These scenarios ideutify the leadership roles
that will be needed in the future, along with the competencie&)'&%kﬂls required to fill them.
These competencies and skills are then added to t@fessional development plans of

candidates for leadership succession!?’,

The fifth step involves an evaluation o@e requirements. The highest-level and most
challenging job in the future is compar@h each worker's current specific talents. In this stage,
a process of prediction about pecw uture skills, job competencies, talents, and how they will
match up with the demand;@ﬁfre work occurs. This stage helps identify a person's suitability
for upcoming duties,@gls not used to evaluate a person's performance immediately because

evaluation me @re different'%4.

Closi velopmental gap is the sixth stage. To train future leaders, a company implements
continuous professional development programs based on insights from present performance and
anticipated job needs. These programs aim to close any gaps that may exist between them'%. In
other words, professional development programs are created in anticipation of the outcomes of

the earlier steps, such as the evaluation of work requirements and the evaluation of people's

46



performance, competencies, and current and future talents. This addresses any deficiencies and

closes the gap between their current performances and what it should be in the future.

The seventh stage, which is the last stage, involves an evaluation of the succession planning
program. To determine the degree to which goals have been accomplished to make the required
modifications as well as retain commitment by a clear methodology, the successiog&lanning
program must undergo a continuous review in each phase”’. This process e@%to ensure
continuous development and improvement and that decision-makers in th%% and those in
charge of succession planning management take the evaluatiﬁmdings into account.
Additionally, there are no set scales; instead, several scales are &%based on the nature of each

Q‘Q

2.1.3 Firm Performance %

firm and its dominant organisational culture.

The definition of firm performance i thg;u)enty-ﬁrst century's first decade was primarily

concerned with an organisation's ca%%y and ability to effectively utilise the resources at its

disposal to achieve goals consiMith those set by the business while also considering the
'\

relevance of those goals&s users!?’. Performance is a specific outcome of management,

economics, and m% ing that offers the organisation and its structural and procedural features
of competit'ﬂ%g, efficiency, and effectiveness'®®. Achieving the concept of performance
shoul e factors like piloting, assessment, efficiency, effectiveness, and quality'®.
Moreover, the concept of firm performance was illustrated as a group of financial and non-
financial measures that reveal the degree of goal and outcome achievement, it was also

characterised as a causal model that illustrates how present activities may impact future results'!°,
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The term ‘performance’ includes both the financial and behavioural results of actions made by
and for both individuals and organisations. The definition of performance was expanded to
include both the behaviours and outcomes of the job completed by organisation members'!!.
Literature on firm performance holds that actions may be evaluated independently of results and
are "outcomes in their own right." An impact is a performance. Managers' responsibilities may
be divided into three categories: Being, Doing, and Relating'!!. Being is conc%g with the
managerial skills that are essential for performance. It reflects a mana eT al readiness.
Doing focuses on managing tasks with varying degrees of effectivene§§at '\{arious organisational
levels, which affects how well other jobs that depend on mana tput perform overall. The

phrase "ideas are funny little things" has been used: geu don't, they won't function.

Emphasising the type of interactions with other me@f the role network, whether they be

vertical, horizontal, or other linkages!!!. . @

Research on performance measurement (@ has advanced significantly since the 1980s, when it
first appeared in the literature. Sm{%&messes' operations were often straightforward, with cash
flow management being the ﬁshcmcial PM task. In the 1980s, some academics moved their
focus to the PM of th@%%siness unit (usually at the divisional and plant levels) and tried to
look into the ta@(ds, criteria, and performance measurements. In the early 1990s, Robert
Kaplan and I‘D%Norton created the Balanced Scorecard (BSC) model!'. It is a technique for
outlin@nplementing, and converting a company's vision and strategy into concrete goals and
a distinct set of financial and non-financial performance metrics. Goals, indicators, and strategic
activities are now associated with concrete views due to the advent of BSC!”’. The Balanced
Scorecard provides a model for the performance assessment system by translating an

organisation's goal and strategy into a collection of performance metrics. The model below
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illustrates how the success of a business is seen from four different angles: financial, customer,

innovation and learning, and internal procedures.

Financial Perspective
4 Goals Measures
Customer Perspective Internal Business Perspective
Goals Measures Goals Measures
49
Innovation/learning
perspective
(Ihaalc NMeaciirac




° \(b
Fig 2.1: Balanced Scorecard (BSC) 6&

Source: 12 ‘@

. o
Since financial performance metrics are indicators of a company's @ility, performance, and

ability to reduce costs and cash flow, most organisations e.m@emllz,m'

Financial performance metrics ensure the existenceﬁ%%nisation. Additionally, they offer a

thorough performance evaluation, are comp qu\@ accurate and objective, and have a broad

range of applications. They have, how r,éylgo enumerated the objections to using financial

measures, claiming that financial per@%nce metrics are numerical data that represent a certain

period without considering el eﬂythat do not result in a transaction or cannot be quantified
N

precisely and obj ectix@@

be accounted for in@a Cial metrics!!'>. Similarly, it was noted that while most organisations rely

luation of a company's intangible and intellectual assets cannot

on cost and ‘(%&ner satisfaction to measure their performance, introducing other performance
indic@h as quality, will help organisations outperform their rivals in the market!!s. The
insufficiency of financial measurements is also brought on by changes in the corporate
environment, such as heightened competition and technological advancements!'”. A growing
body of research is being done on the potential value of combining both financial and non-
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financial metrics to improve operational performance’'®. The implementation of a differentiation
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strategy results in the improvement of performance and the acquisition of a competitive
advantage''. A similar positive correlation between strategy and organisational performance was
observed using primarily non-financial measures assessing only organisations following a
differentiation strategy'?’. Embracing sustainable performance and reaching various performance

goals depend heavily on social and environmental factors'?!-122,

P

The personal characteristics of the people running and in charge of an orgar.lisa @&articularly
in the case of family enterprises, contribute to the business performance“ 6agldvancement,
penetration, and expansion!!'!. Performance is considered in th@Q%\fext of family-owned
businesses as the achievement of a family organisation in con@%}l\with its stated goals based
on positive activities that are put in place with total r@for the principles of the family's
enterprise. It covers the results attained or complete e to the significant contributions made
by individuals, teams, and family stakeholdc.jébe trategic goals of the corporate organisation.
Specifically, in family-owned enterprise@ere non-economic objectives are strong antecedents,
success in organisations is a @eted notion that must be considered when assessing
performance'?*!?°, These bus'm%sqs are concerned with the requirements of the family as well as
financial matters!'26. @%%SO frequently act to preserve the family's identity, character, and
values, as well a firm's financial resources, even when doing so may occasionally hurt the

business' peffo ance'?.

Perfon&e demonstrates a family-owned business's capacity to achieve economic and non-
economic aims'?®, Economic objectives relate to a desire to increase a company's financial worth
through cost savings'?’. Non-economic objectives highlight family-centric values such as
preserving trans-generational succession, giving family members jobs, preserving family unity

and functionality, and enhancing family influence and control over decision-making.
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Family businesses' economic and non-economic goals are closely intertwined, with clear
distinctions between private and public businesses!?®. Economic and non-economic objectives
are converging in private family companies. Achieving the non-economic goal of substantial
family engagement in management and on the board of directors has been demonstrated to
connect the interests of owners and family managers!3*!*! automatically. Therefore, monitoring
expenses are reduced, and managers exhibit stewardship attitudes, which l%%hs family
companies, particularly those in the first and second generation, econo ; . There is a
higher chance of conflict among cousins with different ideas about operating the business when
. %
third and later generations become involved. Economic perform \n this situation depends on

preserving harmonious relationships between family mcg\r@g)who belong to various family

factions, allowing businesses to fully capitalise on@tnding and diverse family resources

without bearing the financial and emotional cos@%ﬂmily conflict!31:132,
2.1.3.1 Firm Growth %

The concept of firm growth is owsed in academic research; no consensus definition has yet
been reached'’*. This is %}s'é corporate growth is a complicated and diverse process
incorporating a wide%@e of strategic concerns and viewpoints'**. Firm growth is described in
two ways: (1) @ %owth in a certain number, such as sales, production, or exports, and (2) as a
proce%@a ding in scope or raising standards'?®. Furthermore, corporate growth is a process
through which businesses coordinate operations to acquire and amass the necessary resources to

utilise market possibilities'3®. Thus, an increase in the size of factors such as revenue, added

value, assets, and labour may be considered enterprise growth!3’.

2.1.3.2 Customer Satisfaction
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Customer satisfaction has been a subject of great interest to businesses in all market sectors since
the turn of the 20th century'*®!3°, The majority of businesses, however, were not customer-
focused before the 1980s. Instead, they were more concerned with products, and where consumer
satisfaction was assessed, it was usually done informally'#°. Since the earliest forms of business
and commercial exchange existed, customer satisfaction has been crucial to success. In
contemporary theory and practice, customer satisfaction is recognised as one of tw t crucial

factors influencing organisational performance and a crucial aspect of ?@g. Customer

satisfaction's status as a predictor of consumer purchasing behaviour @u%lts for its significance

Customer satisfaction is defined as "the summation of t %bhological state that occurs when

in marketing!4!-142,

the emotion around unfulfilled expectations is mixed\with earlier perceptions of the customer’s
experience'®. Customer satisfaction was H@é& "the consumer's fulfilment reaction." A
product or service feature, or the produ%; service itself, is judged to offer (or be offering) a
satistying degree of consumptionirel fulfilment, including under- or over-fulfilment'#*. In a
study, a scholar refers to cusﬁetg satisfaction as a person's satisfaction or dissatisfaction due to
evaluating how we{)@r uct performed, particularly compared with the customer's

anticipation'®, 6\;

Custo S@Sf ction is crucial in any trade economy, as was previously established'®. This has
been &nce humans started exchanging goods and services for needs or wants. Though much
more recently, modern research has ventured into this area, traditionally, customers' happiness
has been in the domain of marketing academics and practitioners, with the first marketing-related

study starting in the second half of the 20th century.
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Conceptual and practical definitions of customer satisfaction that are based on expectations have
been offered by marketing researchers and theorists'*. Customer satisfaction occurs when the
customer's expectations are satisfied'¥’. Customer satisfaction relates to a person's sentiments of
joy or disappointment compared to his or her expectations post-purchase'®. Customer
satisfaction is one of the most essential instruments for a successful business. Customer
satisfaction is a general assessment based on the purchase and use of the i%‘\r(rbservice

* O
' {©)consumer on

experience across time!*?, Customer satisfaction determines the expectation

how the businesses are facilitating the goods and services. Thereforegi'%a result is actionable

S

Expectations are key to consumer pleasure; earli %bounters mold current buyers’
p y p % y

advice on how to increase customer satisfaction!>!.

expectations'®. Businesses must meet or surpass the ectations of their clients. Furthermore,
customer satisfaction measures the perforn@)c\ n organisation's whole product concerning
consumers' expectations. Customers' n% are, therefore, precursors to their satisfaction'.
When customers’ expectations zt&t%&ferred into an organisation's operational processes and

systems, businesses attain cus‘%e{ satisfaction'®.

The concept of dis@’mation of expectations posits that customer satisfaction, in their
paradigm, ent. @nparing the organisation's performance and the customer's expectations'>>,
There a @e possible results: (1) confirmation, (2) positive disconfirmation, and (3) negative
discor&tion. Confirmation happens when an organisation's performance meets or exceeds
clients' expectations; this produces neutral emotions. Customer satisfaction can be derived from
positive disconfirmation; this happens when an organisation's performance is viewed as being
better than predicted'>. Customer dissatisfaction originates from negative disconfirmation,

which happens when an organisation's performance is viewed as poorer than predicted'.
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There is a contrast between transaction-specific and cumulative consumer satisfaction in the
literature.'>* Customer satisfaction that is particular to a transaction takes place after the product
has been used; this has to do with the review of a single purchase'>>. Scholars say cumulative
customer satisfaction is a consumer's overall assessment of product purchases and subsequent
usage through time!>%!%7, According to several studies, cumulative customer satisfaction is more
beneficial than transaction-specific satisfaction when predicting consumer purcha%?oehaviour
and organisational success'®’. Customer satisfaction, whether transaction-s .d%@ cumulative,

is related to how much consumers care about a business and its b@lg). Customers have a
positive attitude towards a firm when they are satisfied, whi(@ws due to having several

positive experiences'>>. . '$b

A crucial measure of performance for a company @tomer satisfaction, which is frequently
included in the balanced scorecard. Makin .}géd isions for improving company transactions
is the fundamental goal of assessing cust@r satisfaction. Customer satisfaction measurement is
crucial when attracting new cu%%(bads it is a source of strength for current relationships.
Comparably, gauging consumieresatisfaction is crucial for maintaining present customers.

Therefore, a key res@gtionable knowledge on how to increase customer satisfaction. A

company can ;n‘é\\stain its level of market competition if it concentrates its improvement

efforts in tl& opriate areas.
2.1.3.3 é;m Size

Firm size is the volume and variety of production capability and potential a business possesses or
the volume and diversity of services a firm can offer its clients!>®. The type of interactions a

business has inside and outside its working environment may be explained in large part by the
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firm size. Large organisations often outperform small ones because of their more significant

158

impact on stakeholders'>®. Because of economies of scale, a firm's size is essential to its success.

Profitability is the ability of a business to generate revenue. A company's profit is left over after
paying all the costs directly related to earning revenue, such as those involved with producing a
product, as well as other costs related to carrying out business operations'>®. A r@&sure of
profitability contrasts an organisation's revenue with its outlays. Compared to les 1ent firms,

which must spend more to get the same profit, more efficient organisati \Il enerate more
profit as a percentage of their expenditures'>®. A corporation is sa1d ‘rofitable if it can use
its resources to generate money that exceeds its costs. In otherﬁ% this is a company's ability

to make money off of its operations.

Profitability is one of the four critical component Qalysmg financial statements and overall
company success. The other three are m{l«c;»rospects efficiency, and solvency. Investors,
creditors, and managers utilise these fi ental ideas to evaluate how well a company is doing
and what potential it may hN operations were handled efficiently'®. The two key
components of profitabilit %&/enues and expenses. The earnings of a firm are its revenue.
This is generated th ugh~selling goods or rendering services to customers. To assess how

effectively a b 1% is doing and its potential for growth in the future, profitability looks at the

relationfi@t een revenues and costs'©,

Leadership is one of the managerial functions. Since ancient times, people have pondered
leadership concerns. However, in F.W. Taylor's era, a systematic, in-depth study of leadership
got underway. The concept of leadership and the best way to study it have been the subject of
several studies, but no clear consensus has ever been reached!¢!. At national and international

scientific conferences, a plethora of papers, books, articles, and communications have been
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presented in the search for a definition of leadership. The amount of specialised literature on

161 Tndividuals who have

leadership has increased dramatically during the last two decades
defined leadership are in many shapes and sizes. Each political, commercial, and academic
institution has its definition and a set of characteristics that characterise outstanding leadership.
Every management level in a company needs to exercise leadership; the senior management

level is crucial to an organisation's success or failure. The effectiveness of compa%@)eadership
largely determines how well personnel are managed!¢!. E‘\QO

The majority of scholars define leadership as the process of social i@me in which the leader
solicits the subordinates' receptive cooperation towards %@'\%isation of organisational
objectives. The capacity to exert influence on people il@oups while directing their efforts
towards the organisation's purpose is what lead® is said to symbolize'®'. A leader is
described as someone who is formally selec@j‘%ﬁc d, or appointed to oversee and organise the
activities of others in a group'®2. Leaders@s the capacity to affect the motivation of others in a
group setting!®®. It is clear fr@%%&e criteria that leaders have the most immediate and
significant impact on their<subgrdinates. Leadership is any member of the organisation
exercising influence @@p s that are pertinent to the organisation'6>!, It is the process of
encouraging follo to comprehend and concur on what has to be done and how it should be
accomplish: asvell as assisting group and individual efforts to attain a shared aim or goal. The

deﬁni@iscusses direct and indirect factors but does not mention the processes or the goals to

be achieved.

Additionally, leadership is the process by which an individual shapes the actions, viewpoints,
and attitudes of others by taking responsibility for the direction in which the organisation is

moving and for what other people perceive the future to be like and how to get there!®s.
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Leadership involves a leader utilising influence to help a group achieve its objectives'®.

Additionally, each definition mentioned above emphasises the process of influence and the aim
of any individual achieving particular goals. The word "process" is essential because it clarifies
that it is not a quality or personality that a leader possesses but a procedure connected to a
transaction between a leader and his or her followers'®. Leadership is the coordination of the
actions of subordinates and the activation of their drive to achieve goals'™. %%:&gship is

described as a process through which an individual encourages others to &8@ an aim and

171 n

guides the organisation in a way that increases its cohesiveness anldxoherence Applying

leadership qualities like values, beliefs, character, knowledge, et@&nd talents is how these are

S
S

Leadership is an expected behaviour that frequent@essitates accountability, authority, and

accomplished.

the delegation of power. A leader's primary .I‘gée to lead, direct, and encourage followers to
achieve personal and organisational goa%pd objectives!”. It is the process through which one
person persuades a group of othe%%&lrsue a single objective!”®. Therefore, a literature review
demonstrates three key elemm%oﬁ every leadership situation: the leader, the follower(s), and the
operational element @%anironment. The notion of complex interactions connects these
three elements A@{fective leader understands how to make use of the opportunities presented

%onality, the personalities of others under him or her, and the circumstances.

by his or 16

r
Furthe , scholars revealed that despite the differences in the definitions, they all have at
least three significant consequences'’. First, specific people engage in the leadership process
(leaders). It is a continuous process within a company. Second, it involves other individuals in

the shape of subordinates or workers whom the leader impacts due to their willingness.

Therefore, subordinates solidify the leader's authority by enabling the leadership process. Thirdly,
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the achievement of goals is the purpose of leadership. There have been almost unlimited
definitions, but the idea of impact connects them all. This implies that leaders influence
followers to advance organisational and collective goals. From this viewpoint, leadership may be
defined as the capacity to include people in accomplishing tasks inside a more extensive system
or environment. (b

Leadership Style: The leadership style adopted by a leader in an orgaflisa @&m\ay affect
organisational performance!’>!7®. A leadership style is how managers e@%ir leadership
responsibilities!”’. It is seen as the distinctive behaviour of a lwd@?"a company to enable
employees to accomplish the firm's objectives. Today's CO%&%\M’IS place a high value on
leadership style. A director's or a boss's desired beh y ut toward their team members or

employees, as well as how they carry out their leadegresponsibilities, is what is referred to as

their leadership style!’®. There are threeéf&nt leadership styles (Autocratic Leadership,

Democratic and Laissez-Faire)!”. %

An autocratic leader is a stric&;}er who outlines the work. This leader only sometimes
provides all the inforrnatior@fan occasionally be distant from their employees; there is thus a
sense of unease amonQ@eQ workforce!8, The fact that this leader conceals information for their
gain as a kind @mrity is quite an intriguing feature'®’. The employee has limited flexibility,
and tI@@r may see fleeting gains in discipline and production because they are only
sometimes there. This could have an impact on employee and leadership trust. This strategy
emphasises production and less on the worker, with the notion that people are lazy and
unreliable'®!. An exploitative-authoritative structure, inadequate communication, and a disregard

81

for cooperation'®! characterise management system, autocratic leadership. An autocratic leader

uses power, manipulation, and control to do the work or job at hand'®?. Such leaders make
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choices alone and insist on rigorous adherence to regulations. They place a strong emphasis on
loyalty and obedience. Autocratic leaders assume full responsibility for choices and influence
how well their followers perform. In authoritarian leadership, the praise and criticism of
followers are crucial. Autocratic leaders rarely acknowledge the input of their followers but
frequently make decisions based on their own opinions and assessments. Absolute and

authoritarian control over a group is a hallmark of autocratic leadership. Other tra@\utocratic

leadership include little to no participation from group members, decis}@ by leaders,
x\{ih crucial duties or

dictating all work procedures, and seldom entrusting group memb§

choices. : )\\d
h, 6%

Authoritarian leadership may be beneficial in eme. ies and scenarios involving a
homogeneous workforce and in situations where leader is knowledgeable,, and deeply
understands the followers!'74. Special meas S %y e required in certain situations to prevent a
potential accident. Autocratic leadershi@s several drawbacks, including the inability of the
followers to develop a sense of a@shment, the denial of personal growth or fulfilment from
self-actualisation, the abilit engage people, and the elimination of enduring loyalty and
cooperation within tk@n tion. This strategy can provide a clear direction for a company,
but it also risk r@ﬁig managers undervalue or disregard team members' opinions'’*. In some
circumstan%, wever, taking an autocratic stance is necessary. The style might be applied to
new, @erienced personnel who need clarification on what duties to carry out or what
processes to follow and who require specific instructions to be effectively supervised!3. Others
include situations where no alternative leadership style works, a daily demand for high-volume
output, and where decision-making time is constrained. Furthermore, the style is appropriate

when a crisis strikes a company or a pressing issue needs to be addressed right away!”. Except
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compulsion, there is no unified vision and drive. Autocratic leadership frequently stifles
dedication, creativity, and innovation. The majority of the adherents of autocratic leaders bide

time, anticipating the failure of leadership and the removal of the leader.

Democratic leadership, often called participative leadership, is a type of leadership in which

group members actively participate in decision-making. This leadership approach C%ioritises

176

success and the well-being of others Democratic leadership fosters participation from

employees in a business's decision-making process'®*. A democratic lea@ﬂ ates decision-
sharing between the team and the leader. Arguments and compli dne provided critically,
and a feeling of responsibility is developed within the co@%y. The leader talks with
subordinates before providing general or particular dir{&i@ so they feel accessible to act'™.
The supervisor exhorts the subordinates to use theit\initiative and keep assisting. The leaders
even assist the followers in carrying out @Qﬂt s. Democratic leadership is based on the
premise that team members may share 1@.&: and opinions while the leader retains the ultimate
decision-making authority. Gro%&bers feel more engaged in the process, and innovation is
encouraged and rewarded. 'Eh%advantages of democratic leadership are many. Encouraging
subordinates to share@%& riences can lead to better solutions and more creative thinking!'®3.
Staff members r@w more committed to projects because they are involved in them, increasing
their likelih(:(% concerns about final results. Followers tend to be more productive under a
demo@ leadership style. Democratic leadership functions best when group members are

aware and eager to contribute their knowledge.

Laissez-faire leadership is ‘the lack of leadership’ and "the avoidance of involvement." Laissez-
faire leaders frequently act as if they have abdicated their obligations and responsibilities'®. This

leadership style is similar to "impoverished management," which makes little effort to complete
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necessary tasks and shows little regard for employees!®>!87, Even though laissez-faire leaders
have been selected for leadership roles and hold these positions, they disregard the
responsibilities and obligations put on them. In light of this, laissez-faire leadership should be
viewed as 'zero leadership' and lacking presence!®®. A critical factor in deciding whether a
business initiative will succeed is entrepreneurial leadership!®®. For family businesses,
entrepreneurial leadership is crucial since entrepreneurs must exhibit strong lead%@ qualities
to grow their companies successfully. The entrepreneurial leadership at i % particularly
novel and a burgeoning topic of study that needs attention!®, Mig%)g\sinesses face several
limitations in terms of their owners' personal qualities and ski @M prevent their expansion,
survival, and sustainability'®®. Deficient principal skills are tﬁ@gﬁly one of the critical causes for
micro and small firms to need help accessing fonﬂ@%tsm. Additionally, it was observed

a \ amental entrepreneurial values, such as

that individuals are expected to understdé
innovation, risk-taking, and leadership,\to ntion a few, as part of their entrepreneurial

competency!®?.

2.1.4 Omoluabi Leadership%q

Omo-ti-Olu (wa)-bi,@ translates to 'a-child born-by-God', is how the Yoruba term,
'Omoluabi' is @unced. Yorubas believe that everything 'Oluwa' (God) accomplishes is
beneﬁci':. @erefore, it is usually accepted that a child from 'Oluwa' (God) must be morally

upright'®” Onamusi was the first researcher to combine the concept of ‘Omoluabi’ with

leadership'**

. He describes the concept of Omoluabi as the character or quality of a person or
leader who embodies the right work ethic, openness, responsibility, respect for employees,

possession of good moral character, and wisdom in judgment; one who is capable of handling

issues both inside and outside a business. More importantly, such a person can protect the
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interests of everyone within the company by communicating effectively, having strong business
expertise, and continually using socially acceptable expressions when addressing
employees!®>1%, Consequently, the Omoluabi type of leadership refers to a leadership style in
which a leader respects subordinates. This leadership approach values moral integrity and
excellent judgment while consistently using socially acceptable language to communicate with

the workforce. It involves the capacity to carry out responsibilities approprlatelyéﬁ al with

issues effectively. E\

Family-Owned Business (FOB) \‘%'3

The most prevalent type of business entity in the wor éhe family business, which is
strengthening due to technological advancement a atlon Family businesses make up
two-thirds of all businesses worldwide and betwe éand 90 per cent of all business entities in
most countries, making them active partlc@}m the global economy'”’. In addition, family
firms generate between 70% and 90%@%&6 global GNP and more than half of all jobs in
developed nations!®®. Thus, familyzxcompanies are essential to national economies, serving as the
foundation of most econ %)'ﬁnd a source of entrepreneurialism'*>?%, Family members
increasingly request @r@mpation in market systems as commercial opportunities continue to
grow?’!. The @mation of family enterprises benefits the community and the family
businesé?@

Depending on the perspective from which it is seen, FOBs have several definitions. As it is with
most concepts in social research, FOB suffers from a lack of unanimity in conceptualisation and
definition. According to Sharma, a precise definition of family firms has yet to fully converge in

the literature, like most ideas in social science?®

. When trying to define the concept of family
business, some literature has divided the definition into two categories. According to the first
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perception, a family business is defined by its ownership, engagement, and control facets?*42%,

The second perception stresses the component of transgenerational vision as characterising a
business as a family business?®. A family business is defined as a firm that the family primarily

holds with a vision to maintain family control over it?"’.

Family businesses are companies where family members related to the company blood,
adoption, or marriage significantly influence all or major strategic decisiongzog. @affects the
company's performance, productivity, survival, and growth. A scholar ﬂ%\qhg family firms
have four characteristics: they are run by a single family, employ p Sutside the family, and
have an independent board of directors. A particular number@%n\ﬂy members work for the
family business. Family ties influence the firm to real@ family's goal through numerous

generations when members of the same family own it*?

Different classification criteria, such as th@nt of stock held by the family, the degree of
family participation in the top manag.%‘ team, or whether or not a firm has undergone a
succession process, may comb&g)o produce a combination whose consensus is highly
improbable?!?. They go o %}? that because of variations in ownership structures, what is
deemed an FOB in @nglo-American context may have a different arrangement in Latin
American or @an nations?!’. However, the owner must be connected to a family or set of
related f:}@ s, notwithstanding all the structural variations and definitional variety. According
to the Famiily Business Network, a family business is one in which one or more families control
most of the ownership and management, with at least one family member serving as the
company's CEO and additional family members being groomed or under consideration for future
leadership. According to Cullen, a FOB is a company that an entrepreneur or founder founded,

then became owner-managed, and eventually employed more than one person, which resulted in
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a family partnership?'!. It is a business that family members run. It is a company owned and
directly managed by relatives who all have the same goal in mind: building wealth for the next

generation?!2,

FOB is one in which two or more members of the same family jointly operate a firm or work for

213 This puts the problem of the disparate ownership mix in family businesses

the same company
front and centre. Family businesses are unique; empirical studies have SPOW 'Snong other
things that family businesses differ in terms of the level of engage@'ﬁe family in
ownership and management®'4. A family business has three or mo&rﬁily members actively
involved in the business, two or more generations of family c&ﬂ)&%}and current family owners

who intend to pass control to another generation of the fa@)r any combination of these?!>.

Due to the possibility of many combinations, the&&wnership structure is more complex to
describe. FOBs differ in size from tiny an@m-sized businesses to massive conglomerates
operating across several industries@ nations. The reality of FOBs defies simple
categorisations?!®. However, famw.\sinesses can be categorised into one of three groups: 1)
those in which the senior %}e? is also the founder; 2) those in which the founding family is
the largest sharehold@%ot the senior manager; and 3) those in which the senior manager is
also a membe Qe founding family but not the largest stakeholder. Another way to group
families.i @en one of the families owns a significant portion of the company and controls more
than 5()"%&~ the capital?'*2!7. Chua identified the following family types based on the agency
cost and family asset used to categorise family firms: (1) clan family, where the family firm
would have the ability to survive due to its low agency cost but high family asset; (2)
professional—the family firm has a professional code of conduct and the family asset is

protected. (3) Mom-and-pop families—there are no physical or financial assets for the business,
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and hard work would be needed to grow it; (4) the self-interested family has family ownership

and the business is expanding?'%.

Because entrepreneurship is a component of the strategy that creates a family business, a family
business frequently has tight ties to entrepreneurship. One strategy that sets the focus of a family

business strategy is entrepreneurship; this inspires family businesses to assume.theyroles of

innovators and leaders?’’. This strategy encourages the family firm to allocate al @s resources
to its core business while concentrating on expanding, developing, é@guarding the
company as an organisation operating in linked industries. Due@t&s effects on business
development, growth, and profitability, entrepreneurship is al %arded as a crucial approach

for family enterprises®!.

Q
>
The high attrition rate of family businesses has%&attributed to several factors, including
insufficient financial flows to sustain dev@c\nt, industry and other macro circumstances,
management, and ineffective cost cont@ Many of these businesses have failed due to factors
such as rivalries, entitlement&&e)rperformance, blurring lines between romantic and
professional interests, lac uccession planning, obstacles to family business succession,

cultural barriers, ur@:ﬁessful family business succession, structure and relationships in

succession p@iﬂh order, and life stage®?!. Others include gender concerns, the founder's
7€ 0

positio l@

financial Yesources, failed succession, family disputes, disintegrating ownership structure, dire

f the family, the owners' resistance to relinquishing control, polygamy, lack of

outlook and governance, and a decline in company commitment. All of these factors hurt the

succession process in family businesses, according to a study???. The most significant factor

behind the failure of family-owned businesses is the need for an efficient and open succession
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plan 22* 224 An effective succession plan boosts a company's growth as there will be fewer

disputes among family members working together.

There are numerous conflicts in family businesses. These conflicts arise when the person
managing the business decides not to accept the succession plan but is in competition for
opportunities and inheritance, harbours resentment toward a new leader and is. ilq&lved in
political conflicts??®. Other forms of conflict are the inability of family me to accept
proposed changes of a new leader, compensation set for family memb@i clusion of in-
laws in the business, business valuation, Technical skills, inhe@a rights, management
aptitudes, business expertise, the absence of contingency pre%{%}s, founders' fear of losing
power, and founders' perception of invincible health as c.@of the failure of transgenerational
succession??. Undercapitalisation, a lack of understanding of finances, poor business planning,
operational inefficiencies, a weakening ma .%d ysfunctional management are just a few of

the issues that affect how long a famil@.usiness lasts. The performance and longevity of a

family company are signiﬁcantl&n%ited by the second generation of family leaders' lack of

expertise??6. % "

The necessity of su%lon planning for FOBs stems from many small and medium-sized
businesses (S @which provide essential employment for family and non-family members,
spur lo @n mic growth and development, and boost GDP through company taxes??’. As a
result, m@asures must be made to preserve FOBs given their economic potential. Support may
take several forms, such as microfinance for company expansion and growth, various business
development services, and regulations to assist these businesses in creating and implementing
succession plans for business survival and continuity. Various factors, including those listed

below, might influence the succession planning process.
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Leadership succession in FOBs is significantly influenced by wealth management and transfer,
development and continuity, and business viability??8. Collins et al. discovered that while post-
retirement aspirations are crucial in guaranteeing the continuity of FOB beyond the first
generation, some FOB visionaries tend to handle personal retirement difficulties before resolving
problems in the family and inside the family. Other FOB leaders (such as those in India)

prioritise the needs of their families before their satisfaction. As a result, unlikeé\}’on-FOBs,

[ ]
those managers or visionaries approaching retirement are more worried égb&%@eserving and
22

transferring authority and enhancing their legacy for future generatj%ns'3 . The extent of the

influence then varies depending on whether the CEO is a mer@éﬂ e controlling family, a
member of a later generation, or is followed by another fqﬂ\tmgﬂ‘nemberm. Regarding the long-
term fulfilment of family needs and obligations,‘@g% securing the family's lineage and
business sustainability throughout generati n@gtegic decisions regarding the transfer of
power to the next generation in FOBs 3& ial?2%-239.231 The biological, material, and social

legacies of family businesses provic@bﬁamples of how family preferences and intents affect

strategic decision-making an Mhaviour and well-being of the family company??’. The

'\
results of strategic deiiﬂjg’% ng may impact the generational succession plan, depending on

the legacy orientatign. Ttra-family succession, family employment, and familial generosity are

examples of@lcal consequences.

Q

The ma aterial results are wealth expropriation, concentrated ownership, and risk aversion.
Social consequences enable charitable giving, social connections, and civic engagement®’.
Furthermore, family businesses' social entrenchment and non-financial aspirations are critical

factors in their entrepreneurial orientation. Since family business has a strong confidence in the
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structural relationship between financial and societal returns, its motivations may have a moral

component??’,

The viability of a firm is significantly impacted by the CEO's choice to either sell or have an
intra-family transfer. The CEO of a FOB has the ultimate say over how the company will be
transferred. How the FOB leader, who is typically the owner or the visionary, Viewpbbusiness
continuity after they pass away and how they choose to carry out their plans de &les how an
FOB succession strategy is planned and designed®*?. Understanding how ‘@V rs choose the
sort of succession plan they desire is essential for a deeper undé\@s(ﬁng of the succession

process. Types of succession plans are intra-family succession: @famﬂy succession, and no

succession?3. ) '$
S

Psychological factors, such as emotions and con 'g,which are a part of family relationships,
need to be considered when creating succe%}&lans because of their long-term orientation and
financial or legal components?**. Fami rmony is a strong motivation for supporting FOB
succession from the incumben%tspective, in addition to continuity through generations.
These were cross-tabulat %&oﬂ four groups, each suggesting a different conclusion for
succession planning. @%tutionalisation (strong harmony and strong continuity); 2) Implosion
(weak harmon @weak continuity); 3) Imposition (weak harmony and strong continuity); and
4) Ind@@a ion (strong harmony and weak continuity)??’. Each result leads to unique tactics

for FOBY succession planning.?’!

However, the question of intra-family succession only
sometimes arise’**2. An external person or group acquiring a FOB does more than purchase a
business. It truly entails assuming control of a legacy, a system of deep bonds between people

who have shared experiences that frequently transcend beyond the realm of work and have a

heritage of history??’.
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Anyone who takes over an FOB must cherish emotional bonds of respect and trust?*>. Failure to
do so might negatively affect the personnel of a new organisation and the company's growth. A
family member serving as the CEO of a FOB might both be an advantage and a burden for the
success of the family business in terms of Socio-emotional Wealth (SEW) preservation. In
commercial settings with unwritten standards and only social conventions are pronounced, such
as in industrial districts, having a family member as the CEO is advantageous fo%g}rnpanym.
This is also preferable when minimising or eradicating disputes bet@ holders and

management. A family CEO's influence and control over the assets of a<family business might be

a significant potential problem. This is typically the case in si@hs where formal rules and
transparency standards are essential, such as stock exchamg,e\tﬂgﬁets, as it will undoubtedly have
a detrimental effect on businesses' financial succds%é%egarding SEW preservation, family
CEOs of publicly traded firms may get add'ti({(‘ W instrumental benefits that make up for

and justify the financial forfeitures, such’as the-Capacity to offer jobs to present and future family

members??’. Q:b'

There are instances where non%mily CEOs perform better when they are under the authority of
numerous shareholdﬁ)% event executive opportunism, a highly qualified executive is
monitored by r@&as owners>*. The duration of the successor’s dance, or the level of his/her
readiness a ‘éﬁmde, determines how well leadership is transferred and how fully power is
transfe@to the successor?®’. The CEO reveals that predecessor preferences are a significant
motivator for post-succession activity by looking deeper at the phasing-in and phasing-out

processes of the successor and incumbent, respectively?3®,

A mix of personal, social, and financial capital is necessary for the survival of a family business.

Important and universal human values must be transmitted to strengthen the psychological and
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social bonds within a FOB. The most significant barrier to the succession of a family business
may be disputes between family members. This is the key factor destroying the ability of FOBs
to maintain value. Emotions and disagreements frequently facilitate conflicts and tensions. The
following dynamics are essential for a smooth transition: 1) strong and stable family bonds, 2)
defined lines separating family and business, and 3) open communication and consensus-based
dispute resolution??’. Choosing succession in a family business while ba%&}tg family
connections is undoubtedly a problematic issue’*. Family enterprises X Q@Vitably have
conflicts that hinder continuity. Conflicts cause FOBs to fail or even_cause the succession
process to fail. Many disputes may be avoided by posing &i}dppmpriate queries at the
appropriate time. Knowing everyone involved and un@gl*ding the rules of ownership,
compensation, and dividends are crucial. These deci%’%ould be made with family consensus
to minimise disputes, which may make it more é\k&a%&snging to continue the business past the first
generation. An organisation will inevitd&ge disagreements when family members cannot
communicate with one another?*. @es are often aware of one another's perspectives. In

0\

between family members makes discussing delicate issues like

intense emotional COQZ@

children and relationships hard. In this situation, family members must seek professional

situations where there is a lac@él communication, trust and harmony are also affected. The

counselling @conﬂict avoidance behaviour often results in a breach of trust, tensions, and

confr

Some family company owners (often the founders) need help to express and communicate their
long-term business objectives or vision for the family firm. In planning for a family company,
finances and succession should be given the attention they deserve. These issues might be

considered time wasters and pointless corporate procedures. The founders' vision thus becomes
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forgotten or hazy as the company advances and expands across generations, leaving the
following generation of owners needing a clear course as they make plans. Family bonds
typically weaken when dining room tables increasingly replace boardroom tables. There is
sporadic and unstructured planning; with all of these, continuity in such a family business
becomes impossible?’. (b

Strategic education is another crucial factor in laying the groundwork foE a }) survive
through the first generation. Education and job experience in fields that n‘f% '}p d the options
of a prospective FOB to improve and provide an efficient and frui transfer is essential?.
Education is advantageous, according to a scholar, who also g@e case that intelligent and

eloquent FOB leaders are likely to support the expansio@success of the family business?*!.

This is so they can react in a market with shiftin siness conditions since educated FOB

leaders are better aware of risk levels and ﬂc’bj@y ih the company.

As opposed to a FOB with family me@ in roles they are not adequately qualified for, one
with educated staff in various p&ﬁg)s is likely to prosper and transition more seamlessly. In
contrast to an organisation i on-educated individuals that only focus on the short term, one
with educated emplo esgen s to be more futuristic in conducting business and may consider
becoming glo .@‘vever, for a positive shift to occur in a complete family business system, a
perfect s'@o formal education and socio-emotional counselling is required?*?. Whole-person
learning 18"the term used to describe this combination. It emphasises individuation by way of the
development of cognitive, emotional, and social abilities. This is important for the training and
development of the successive FOB commanders. When whole-person learning is implemented

early, at the undergraduate level, it can create future generations more equipped, youthful, and

enthusiastic to make meaningful and beneficial contributions to their family's enterprises. When
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relevant education becomes a necessity, the decision to join an FOB is not just a biological
right**2,

Education encourages invention and is viewed as a crucial ability required of a FOB founder.
Innovation is a key factor in the improved performance and long-term viability of FOBs?%.
Family structures and connections have a crucial role in innovation throughout succesgﬁl. They
found evidence of a favourable association in the closeness and adaptability. of @ members
who have a constructive outlook on succession matters and dispute r@h 7 A history of
centralised decision-making, poor levels of communication and ge i6nal authority have all
been associated with negative relationships?*3. Fewer members@?&lext generation of families
want to take over a family-owned business, mainly be@hey lack innovation and need to
understand how they would manage the business“differently in a successful way in their
generation?”’. However, being innovative .%0 ecessitate FOBs securing outside finance.
For FOBs, this may be a point of con@on. When family members jointly run a business,
conflict may occur because of %%&ments over whether to take on debt and the ultimate
purposes of the accumulated%qcial resources??’. Family businesses may thus be reluctant to
take on innovation ue%&oncerns about potentially causing conflict within the family.
Entrepreneurship é&lso seen as being fuelled by innovation. It is also thought of as a means of
giving ind%i Is the power to control their personal and economic well-being. Similarly,

entreprship is the solution to innovation for small and large businesses.

Innovation is what propels a country's overall business sector growth. If the success and survival
of FOBs are valued, then entrepreneurship requires a concentration on originality, the
consolidation of invention, and strategic business methods. When innovation is viewed as a

process that takes time and effort to complete and yields results, a company will experience
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significant improvement. The odds of FOBs lasting past the first generation are next to non-
existent when there is a lack of innovation. This is because creativity and invention go hand in

hand with entrepreneurship?28.

A scholar believed that issues can not be resolved by using the same reasoning that led to their
emergence. To address problems, inventive thinking and creative ideas are needed Oowever,
answers will not come through straightforward, linear planning and problem S é;@'%rocedures
It is critical to note that innovation fundamentally entails seeing, app%}g and resolving
issues in novel ways. The procedure applies to FOBs. If FOBs wa see the continuation of
their businesses past the first generation, they must realise ho&)’&%ial this process is. A strong
sense of passionate purpose and futurist thinking is es % in terms of analysis. These are
necessary to cope with complex problems and lop successful entrepreneurship-based
solutions. Globally speaking, entrepreneur@j@\a in its infancy in developing nations like
China and India?*’. Entrepreneurs have a@de range of customers to serve in the social, women
and youth sectors, and this calls@vaﬁve solutions. Innovative solutions that will improve
people's quality of life and wq%tg)wards making the world a better, more sustainable place are
needed for FOBs. Gl)@ central and state governments are now realising that
entrepreneurj%é.means of economic success and wealth that various plans and initiatives

may help al

The e@ence of new impact investors is a significant advance for start-up businesses that
depend on innovation. In FOBs and entrepreneurship, the requirement for creativity and
technology to be in sync is a genuine phenomenon. Here, entirely new business models and
revenue sources are being developed. This is clear for start-ups and large and established

businesses that use current assets in novel, engaging, and lucrative ways. The basis of the contest
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is also changing due to the inclusion of businesses as ecosystem components. This encourages
and enables a thirst for learning and builds a hunger for information in respective disciplines. It

also recognises the expanding availability of free and occasionally low-cost online education®?,

Visionaries of FOBs are now viewed as needing the ability to respond to shifting labour
demographics and trends. As millennials seek greater monetary participation, fregdom, and
egalitarianism, they are switching employment at an increasing rate. These ?le @t}&}we had a
significant impact on the employment process. As more recruiters incre@ on Internet-
based channels, this is changing. Organisations are placing increasi phasis on "reputation."
A growing portion of the workforce is working from home an%t&%\g responsibility for creating
their riches because of freelance employment and ﬂexib.@eduling. Young professionals are

choosing collaborative work settings and co-worki aces, forming networks and working

together to share and advance their knowledé,j@h't s, and experiences??’.

These types of trends are encourag@businesses to consider cutting-edge methods for
improving employee satisfactioan))rk and for attracting and retaining top talent. Therefore, a
director's capacity to have %'t\alents in their organisation is crucial since it helps the firm
survive through the f@eneration, especially in the twenty-first century. Another essential trait
for business o @in FOBs is meeting consumer expectations. When implementing change in
organis 0@ it is critical to comprehend customers' demands. FOBs must understand the
demands of important stakeholders. Customers are increasingly becoming focused on the value,
demonstrating that businesses are aware of and supportive of their lifestyle choices. Consumer
expectations and options are becoming more and more critical. Through creative modifications,

these have helped organisations become more customer-centric. Using human-centred
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technologies to enhance the experience has boosted value and opened up new opportunities for

the invention of goods and services.

In conclusion, family-owned business owners with an internal locus of control are more likely to
effectively pass their companies on to the next generation (2nd generation). This is likely
because these visionaries had such high self-esteem. These tend to use feedback to imp@ve, and

they look for assistance to keep expanding their businesses. :6
Family Traditions é
.3

One of the several family customs that might endanger successi@nﬁing and, consequently,
the continuity of family-owned businesses is nepotism. &@mm is the desire to preserve
authority and control within the family, and this@%example of socio-economic wealth
patronage. Several FOBs are allegedly being d&yed through nepotism?*’. When present in
family businesses, nepotism, cronyisms, a aternal altruism result in excessive financial
favouritism and skewed succession @mng choices. Nepotism may result in deterioration or
even insolvency and, eventualNe FOB's inability to survive past the first generation,
according to research (6@ .\successionz““. Nepotism occurs when strong family links

encourage the FO egﬂ) to assume that family members are more qualified, even though this is

typically no@e. For verification, expertise and training, as well as a workforce audit, are

essen%@.

Nepotism impedes hiring expert management and leadership, which may limit the business's
development and intricacy and the ability of FOB owners to manage the firm Propey247 Before
deciding on the sort of generational succession a family member will employ, contextual factors

such as firm, family, industry, reputation, and culture are evaluated to gather evidence regarding
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the strengths and disadvantages the family and the firm may have. Some characteristics support a
high alignment of interests among family members and the FOB, such as family reputation,
similar values, trust connections, and family habits?*®. According to Le Breton-Miller and Miller,
in FOBs, family interactions are easy, pleasant, and harmonic, and family members are
optimistic about the organisation, the family, and the company will be in unison?*. In such
instances, nepotism and the imposition of inexperienced and incompetent fami%cl bers in
administrative positions are less likely to occur. To avoid the likely adver .% of nepotism
and cronyism on the continuity of FOBs beyond the first generatior}ﬁl%ceeding FOB leaders
must be educated in top business schools to remove the potentia’k@crse effect of nepotism and
thus promote the professional management of FOBs?%3, E@%‘\‘ng a less qualified male family
member into a FOB is an obvious indication of n?@ Because capitalist societies like the
United States are meritocratic, nepotism is ét;\x\@xvned upon. However, more collectivist and

family-centred civilisations, such as Asia& s, may view nepotism as more legitimate®.

Another FOB tradition is the co@%ﬂce of decreasing family relationships??’. Familial bonds
tend to fray when a family gr@%;@nd the family tree expands. Family engagement in a business
may differ from the O@JIQU 's mission or objective in such circumstances. In these instances,
family membe ecome motivated to pursue separate interests, and their affiliation with the
FOB may 6621‘%1 and fade away?’. This may bring about family strife and opportunistic
behaviour.) As a result, the leader's or founder's succession plan may be jeopardised. This

generally impacts the long-term performance and continuity of such a FOB?32,

Family shareholders in FOBs typically increase over generations as the family tree grows. In
such instances, there is a risk of family feuds between active (FOB-employed) and passive (non-

FOB-employed) family shareholders. Because of their diverse roles, there might be competing
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interests in the family firm. Family governance techniques such as a family charter or family
forum can help to alleviate intra-family disputes. This results in a clear description of the
family's function in the business, which may aid in having a more efficient dividend policy. Thus,
pursuing family governance techniques fosters family loyalty to the enterprise and the adoption
252

of transgenerational orientation as family members' emotional engagement in the FOB grows

The family institution includes norms, values, and objectives. These may vary bé‘%é'rety. This

explains the legitimacy and authority of families in different countries. E‘\QO

Several family succession traditions place a premium on primogeni 2%, Primogeniture is the
state of being the firstborn child of the same parents. Thié')&%} has an influence on the
succession planning and continuity of FOBs throughout | %rld. In many cultures, the eldest
son has the exclusive right to inheritance. Within th ily, a range of cultural variables may
play a vital role in attracting or distancingé)%ﬂs ible successor from the job. The drive for
succession may be influenced by vari factors, such as identity, gender, age, nepotism,

primogeniture, firm size, busin%&bss (or lack thereof), and the interconnections of family

members. @q

Leadership successio@he outcome in family enterprises are influenced by the incumbents'
preference for @r when they have children®®. The likelihood of intra-family succession has
to do wi @ family size (i.e., whether there are sons, daughters, or both), whereas the gender
gap limit§"the competition for succession. In 81.2% of situations involving a single successor,
incumbents chose male successors over female successors when both genders were present
among the offspring. This is especially true in Nigeria, where most cultures favour males and
consider them to have greater customary rights than girls, even in situations where the daughters

may be more suited to run the family company. The Nigerian culture also forbids any intentional,
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well-thought-out succession planning since it expects the first male offspring to succeed the
founder?®. However, the younger generation of family firms is beginning to challenge this trend.
There is a common notion that male heirs are better equipped to uphold the organisation and its
principles than female heirs. In the past, it was believed that a girl child was inferior to a boy
child in Africa??’. This was because the female child would leave the family's assets behind when
she married into a new household. However, as women became more indepe%ékbthrough

education and skill acquisition, the notion of the inferiority of the fema @@ is gradually

disappearing. ‘% N
>

Sons have usually been linked to a higher chance of intra-fami %:ession and the introduction
of constraints on succession contests. Despite an incre@female entrepreneurs, males still
tend to take over the family firm when it comes t ntinuity and succession. Female FOB
successors, on the other hand, seem to h .‘I)é\h' her amounts of human capital than male
successors. Literature reveals that femal B successors record a performance increase (+7%
profitability) after succession on4ave (b:ls opposed to a performance decline (-8%) in the case
of male sole successors. In light of this, FOB owners still biased towards the female counterpart
being the sole suitabl@g’%st be educated about the advantages of equal possibilities in a fair
and unbiased n@CEO succession. In certain instances, pressure is put on women to cease
taking birth_control and keep having children until they have a male child whose right is the
inheri@ This may endanger the mother's health or lead to polygamous households, known for

disputes when dividing an estate. It is, however, encouraging to see the beginning of a healthy

trend toward gender equality in FOB succession?®.

A scholar stressed that female heirs exhibit lower succession ambitions than their male

counterparts due to the overemphasis placed on the value of men compared to females??’. This is
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primarily a result of culturally imposed ideas and conventions, such as predestinations for girls
and entitlements for boys. The decision of daughters to pursue family business succession is
influenced by implicit and explicit variables, such as gender attitudes, situational conditions, and
daughters' deliberate choice?>. Female next-generation members are frequently blind to
succession potential before becoming genuine heirs. After receiving the right coaching, they
evaluate the situation and decide that certain gender stereotypes are invalidé}mﬁng the
succession contest because of nepotism or primogeniture might damage .é\g@ly business's

performance and ability to survive®”’. The tradition of transferring 4he baton of the family

business to the firstborn male child is still in place today. This \0 o with the incumbent's
authority and will, and it disregards the need to protect fm@gﬂity and equitable succession?>.

Female children are perceived as ill-equipped to ta&%‘% the leadership of the FOBs and are

essentially disregarded as potential successo&“)@.

However, maintaining primogeniture b%pposition is inconsistent with family harmony and

continuity goals. Recent gene@%&we embraced individualism, which contributes to

advancing family connectiens' negotiability.”>* Relationship dynamics between possible

(motivated and quali@))@%ssors and the incumbent, who ultimately makes the decision, are

crucial when consideting the rivalry among them for the position of future FOB leader?>. The
D

process of 5

belief, idence, and connections lack rationality. However, about the outcome, they also

succession is intricate and multi-layered. Philosophical elements like desire,

matter. Some scholars found that possible successors do not necessarily have a large amount of

control over their futures. Typically, they need to comprehend the demands they must meet and

the expectations of the previous generation?36,

Founder’s Role
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Founders are typically renowned for firmly committing to upholding their heritage and
maintaining the company's leadership within their own family??2. Therefore, it is strongly
incumbent upon them to develop a successful succession plan to uphold their legacy and carry
out the fundamental principles around which they founded the business. An organisation's
founders or founding generation are primarily responsible for planning its future leadership and
developing a growth strategy that aligns with its existing and potential capabiliti%é&under’s

position gives them the freedom to carry out strategic plans at their discré:q'b;?@d to help the

business adapt to the changing needs of the market?>°. ‘%'3

The continuity of a family business is significant for maintaing %16 survival of family firms,
according to several family business academics*’. Ho @ academics do not agree on the
definition and characteristics of family business contmuity. The literature distinguishes between
long-term and post-succession survival usi V%@ terms associated with continuity, such as

succession survival, long-term success, l%term survival, longevity, and sustainability?>’.

>

It is still being determined if nuity is truly represented by succession, survival, and
longevity. To strike a bala ‘%?r'ﬂinuity is defined as the readiness and capacity to go on when
the founder retires anQr}nsmr[s ownership and management to the following generation®’. All
family busines % motivated by the desire to continue managing and/or owning them?*’. This
indicate tl@o timism begins with early family participation rather than necessarily during the
successiofl phase of the first generation. Continuity is discussed in terms of longevity, the ability
to outlive the founders' generation, and the ongoing struggle to preserve the family enterprise.
The term 'continuity' is discussed in three different study kinds, but they seldom address when a
desire and commitment for continuity develops and when it is accomplished. When a family

business continues to operate for more than one generation, it falls under the first category,
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which takes continuity into account. According to the second category, continuity is the ability of
the company to go on after the owner(s) have left. The third type views continuity as upholding
the family's previous successes or sense of pride. As a result, past, present, and future temporal

dimensions are considered while discussing family business continuity.

The first considers continuity as longevity in intergenerational ownership, i.e., cmt'@&ing and
extending the family business's historical successes. In terms of the number. of dencrations that
have managed a family business, continuity is viewed as long-term exi%'ﬁ\‘5 “Every family
member must be concerned about longevity as it is one of the traits qihkgmily company?39-260.261,
For instance, when there are no more men to run a firm, Wéf{,%}mghters, and other family
members frequently assume leadership roles to grow the}@;rise as much as possible’®. As a
result, continuity and longevity are synonymous. Longevity refers to 'the continuance of a family
business after the lifetime of its founders'>}: :[‘I:i&e— enerational succession from the first to the

second generation is crucial. Here, the te@“survival," "longevity," and "continuity" all refer to

inter-generational succession. \)Q)

In the second case, family %fgkes can continue if the founders or owners pass away and the
surviving family mel@cy decide to take over®®. A firm must 'continue beyond its creator to
succeed®®. Thi @mse explanation is comparable to succession survival from the founder's
generati @h second generation, the continuity of a family business beyond the lifetime of its
foundﬁd the potential for continuing after the founder(s) or owner(s) have passed and the

remaining members take over the firm?7-263

. In each of these scenarios, the remaining partners
must decide whether to keep the firm open or shut it down when the founder quits, whether for

death, retirement, or just a change in employment. The surviving family members may decide to

keep the company going rather than sell it, close it down, or divide it to pursue business
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renewal®%. If they opt to keep the business, one might then discuss the issue of continuity which
in this instance would be associated with exit through company retention. However, the choice to
sell the business or the owners' exit might occur again within a single generation. For instance,
surviving partners may elect to raise their commitment and run the business till retirement and

then pass it on to the next generation if one partner who was more involved in the business

| AL
retires. . Q’)&\

The third situation is maintaining the company's existence as a family \h ment bearing
its name. To identify the firm's origins and history, or at the very Qé%ﬁ) maintain the family
business's history, the firm's name must be continued?®®. The @Q&ame contains the name of
the family or not, the name it retains, provided it is still @{led and influenced by the family,
shows the family firm's continuous existence both I y and in the public's consciousness. If
not, it can carry on but will no longer be a f@ﬂ;&w iness but an acquired enterprise. One of the
factors contributing to a company's co@ity may include upholding tradition, history, and

identity, which may even inﬂuenﬁ%& strategic decisions and reluctance to change?7-26°,

The time dimension canno %n'&red when discussing continuity because it reminds us of what
may have happened@may have contributed to the status of the family business. Family
members mus @mally make decisions to keep the firm alive. Continuity has nothing to do
with th u@'va of multiple generations but only the survival of a crucial event that necessitates
a cho@etween maintaining or changing an organisation's existence, i.e., extending the
organisation's lifespan within the family and continuing family involvement in ownership and
management. Such life-or-death situations may occur more than once throughout a business. The
time dimension of continuity is crucial for distinguishing between longevity, which is long-term

survival, and continuity, which is short-term survival when a business crosses a crucial event like
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the departure of the owner (s), or simply any decision in favour of maintaining the firm rather

than selling it or closing it down primarily for socio-emotional wealth motives?®’.

In adopting day-to-day strategies for holding onto a firm to maintain family ownership in the

business, a passion that is widespread in founder- and descendant-led enterprises, a compromise

that adds a time dimension to continuity can be established. A family business's paqtbyresent,

and future are all connected by this. The continuity of a family business is.seesé@&erms of its

long-term orientation, which has its roots in the past and present. ‘@

. @w

N
e

N
2.2 Theoretical Framework QQ

The fundamental theoretical assumptions fo@y are reviewed 1n this section to establish a

logical relationship between the Variable%' ocuses on pertinent theories that may be applied to
the concepts and variables. Resource d view, family systems theory, and contingency theory
are the theories examined in t%sg\ction.

2.2.1 Resource-BaQ &

The resource—bas%gerspective was developed in response to Penrose's claims that a firm's
productive proeesses and resources would aid its expansion and help growth?®. The theory posit
that ﬁ@an leverage their unique resources for competitive advantage, provided their unique
resources meet the following criteria: a) they must be valuable and maximise opportunities; b)
they must be rare; c) imperfectly imitable. When resources are handled correctly and the
management is competent, a company cannot but flourish in the market. The term 'resource-

based' was first used by Wenerfelt, who argued that a firm's distinctive resources might give it a
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competitive edge?’®. The theory garnered attention in management strategic planning in the
1990s, focusing management's attention on a company's internal operations by enhancing its core
competencies to obtain a competitive advantage. Jay Barney's article titled 'Firm Resources and
Sustained Competitive Advantage' is known for developing the theory?’!. The theory's
development involved experts from various academic fields, including economics, marketing,
management, law, and others, making it an interdisciplinary theory. The theory p@&d that a
company's performance depends on its available resources and how the .e\%@ to their best
advantage to outperform competitors. Scholars have examined thi r§§0urce to assess the
entrepreneurial behaviour of a firm 26, Also, the academic com %as made extensive use of

this idea?”3. A firm's entrepreneurial behaviour would be i t&d by the resources available?’,

S

The term ‘resource’ may be classified into three ca&es: organisational, human and physical
capital. These affect business performanc .'Qnr' us ways>’!. A business organisation has
resources that are unique to it, which can%be replaced by other resources and which can help it
maintain a competitive edge ovef ti The foundation of a firm's competitive edge is made up
of additional tangible and inla%g'rble resources. The history, management traits, organisational
process, knowledge, @%ﬁlities are examples of intangible resources that are included in the
theory. In a rr@\business, the asset is tangible, similar to the funds at the company's
disposal'?. To“access funds, a firm can borrow from banks?”>. With the appropriate asset, this
Would®y that the company is taking a risk. Banks would provide funding for the business,
enabling it to compete in its sector since it has the resources to do so?’6. This implies that the
business may become aggressive in the marketplace. Since they are exclusive to it, a company's

intangible resources are challenging to duplicate'?. The management traits of a company are one

of its intangible resources. Family business managers prefer allowing their staff to make
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decisions independently because they trust them*’’. Also, employees that are dedicated to the

business are recruited. When seeking business success, a corporation with intangible assets

278

would be more proactive’’®. This implies that the corporation would use its tangible and

intangible assets to have an edge over rivals in the market.

Competitive advantage and company strategy are two core tenets of the resop&e—based
perspective?’!. Valuable, uncommon, and hard-to-copy materials are emleoy Q&upport a
competitive approach. Based on this, resources are spent prudently to f@é e company's
performance. Sometimes a corporation would reinvent itself ‘ursue research and
development since they are the only ones capable of doinglz‘szﬁig%n\prove firm performance, a
corporation would use more innovative products an.@iness strategies. Resource-based
perspective and proactive environmental strategy lose?”. A corporation would use its
resources and skills to align with its environ@%b ategy and performance. To compete in the
marketplace, young businesses need to @t a resource-based perspective. Resources available
to the company allow it to pr@%@y form strategic partnerships with other companies to

expand in the new market. A%feg;siveness in the marketplace is displayed by businesses with

unique marketing ski@ 5\

The resource- Xeory is related to entrepreneurial orientation, which holds that the success
of a busi e@e ends on its access to entrepreneurial resources like networks and human capital.
A fan&usiness’s ability to operate independently is made possible by its human capital.
Family businesses empower their employees because they believe in their ability to perform. As
a result, employees would feel belonging in the organisation, positively influencing the firm's
performance. Several studies conclude that family enterprises have resources that can either

support or impede entrepreneurial efforts'?%2%°. The resource-based approach is a practical theory
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for explaining how family businesses might succeed in a developing economy. A company's
resources are crucial for adjustment to a volatile environment®8!. It can be more entrepreneurial
in a dynamic environment since it can employ its resources to adapt to current scenarios. A
business can upgrade and refresh its resources to increase firm performance as part of its
competitive strategy. In light of this, getting more insight into the entrepreneurial orientation and

QO

performance of family businesses through the resource-based view is possible. Q’)&\

2.2.2 Family Systems Theory (FST) ‘@ :

The Family Systems Theory (FST) was developed by Bowen, wh&dght to investigate the
interdependence of various family systems?®?. The core princ%@tbe FST in family studies
are membership determination, the existence of subs " , families' attempts to preserve
equilibrium, the need for resources, adaptability, c&, the existence of family rules, and the
presence of distinctive behaviours?®3. Thes .ﬁ)éitp s enable clinical psychologists to provide
patients with better care based on their@erstanding of certain behaviours due to underlying

patterns of familial features®®4. T/%%ﬂplex system of qualities seen among close relatives may

be caused by underlying famiﬁ%&ty\aits in people?®>.

The FSTis a suitable%ework for examining distinct interdependent systems?®2. Like all living
systems, hum @mal systems are complex and adaptive’®®. The intricate system of
interco e@n ss at the family level among immediate family members illustrates how people
grow ﬁn their families?®. Family members interact to have mutually reinforcing social
influences on one another. The family is a complex system with subsystems®®’. Social systems,
such as the family, can greatly impact how members communicate and share resources?®. The
nature of the family system directly affects how the family business performs, whether

favourably or unfavourably?®. For instance, the decrease in parental supervision or involvement
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with adolescents is a factor in behaviour problems, substance use, and internalising issues in
adolescents®®®, How successfully a child adjusts can also be significantly influenced by variables

such as the parents' mental health, their relationships with co-parents, and their parenting

abilities®!.
The family is shown as a multifaceted, interacting social system that is open and 1stently
pursuing a common objective?®® 28, Even though family traits can affect the ch tlcs of the

families of the next generation, parents with the desire and intention rﬂ%ﬁ able to improve
their children's characteristics by encouraging greater levels of Qo@ﬁm, individuation, and

t292

reduction of conflict**. Individual changes in behaviour, rep&lﬁ@ of habits, routines, rituals,

and the development of shared realities result from disti amily member behavioural patterns

289

and relationships*®. Over time, particular developm have a complex impact on how family

members interact with one another?%3. C;\\o

The complicated complexities involve@nily business succession planning were subjected to
the FST. The FST's emphasis N}systems perspective makes it a valuable framework for
analysing group behaviou Hough longitudinal, whole-family designs, researchers may
pinpoint how pare@)lmpart knowledge to subsequent generations, furthering their
understandin @N families change over time?®*. Further research into developing a shared
cognitiy, r@ and its implications is essential because family businesses significantly contribute
to economic growth?**, Owners of family businesses can create well-informed succession
planning strategies and include clear procedures for handling any potential family disputes that

may occur during a change in leadership.

This research applied family systems theory to adopt family interactions and appreciate family

patterns. For instance, when family business members are aware of the developmental trends of
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specific family members, they may be able to choose the most excellent executives. The family
company is frequently a reflection of the family system and the types of family structures,
parenting practices, and communication patterns that affect family members' capacity for
entrepreneurship?®>. Where family members are open to democratic leadership and are at ease
with delegating and supportive of collaborative cultures, a casual parenting style fosters
entrepreneurial abilities?*’. Because of the mindsets of family members that@ ot value

flexibility, change, and decentralisation, a more rigid and inflexible parenti ?@e encourages

entrepreneurial potential?®>. The family business is affected by t c}%aracter of the home

environment as well>%. &%‘\\d

Family system studies serve as a foundation for compre ﬂ@g and formulating solutions to the
particular and complicated issues that arise in famil%nesses”é. In-depth family research may

help determine how to handle potential Qld)@m in family enterprises. Family company

management methods are influenced b owledge of various family structures, interactions

among family members, goals, a&e%étlons. These can shed light on the effects of undesirable

behaviours??. When family ig%s‘,arise, and communication and ties among family members are

strained, succession @)@ equently experiences delay?”’. Knowing the origins of the family

business, how it eveloped, imprinting, and learning techniques will help family business
=

executives Ee

as a th ical framework to comprehend growth patterns in family businesses and pertinent

recognise and address any challenges®*°. Therefore, FST is applied in this study

developmental strategies that impact succession planning.
2.2.3 Contingency Theory

A leadership theory developed in 1964 and refined during the 1970s is the contingency theory of

leadership?®®. Fiedler developed this theory in response to his concern over the possibility of
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leadership effects in certain circumstances that could not be explained by earlier leadership
theories, primarily focused on trait and behavioural paradigms®®. It says that an effective
leadership style depends on the circumstances of the scenario, the demands of work and how
secure they were’%3!  To develop the theory, Fred Fiedler researched the leadership
philosophies of several individuals who operated in various key military organisations. He
commended the leadership styles, the environment in which they operated, an%@&gree to

which they were successful. Fiedler and his colleagues could draw en‘@ neralisations

.3
examining the styles of hundreds of leaders. Fiedler thought Xglng the situation and his

about the best and worst leadership styles for a particular organiggma environment after

leadership style were key to his effectiveness. Accordi the theory, there is no better

approach to managing a company, and a leader sh&@)&)gnise which management approach

would help in achieving the objectives of a bu@s in a given circumstance. The approach of

Fred Fiedler, known as the Contingent Ag'geéh, served as the foundation for the Contingency

Management Theory. Fiedler though@as directly related to a leader's qualities and capacity

for success. According to Fi legx,%)me leadership qualities are advantageous in a particular
3

crisis; therefore, leadershi dapt to current situations.

The Contingen y@del of leadership results from a study on leadership conducted since 195132,
The most p@efe% co-worker scale (LPC), which gauges a manager's leadership orientation, is
the cor et of Fiedler's contingency theory. Based on this framework of leadership style points
known as the "Least Preferred Co-worker scale," or LPC, the theory describes the situational link
between leadership performance and effectiveness. This relationship is tempered by the
"favouritism" component, which is theoretically described as the extent to which leadership, in a

given scenario, permits a leader to control and influence his or her group's behaviour. According
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to the theory, leaders with low LPC scores—who describe their less-favoured peers in highly
unfavourable terms—perform better in extraordinarily favourable and relatively unfavourable
circumstances, while those with high LPC scores—who describe their peers in relatively

favourable terms—perform best in circumstances that fall somewhere in the middle.

The theoretical model was initially presented in 1964 and has undergone several.cl‘psges and
validation investigations. The LPC score serves as a significant predict.or interpersonal
behaviour and has been employed in several studies on interpersonal rei%}[i s, educational
issues, employee satisfaction, and the art of leadership. Contingency@m presents a method of
leadership with a lengthy history in an era when popular %&?})mayals of "how to be a
successful leader" are common. It has been tested in seV. %searches, and results show that it
is a valid and trustworthy method of illuminating &ffective leadership may be attained®®.
The approach is based on research that .héde how situations impact various leaders.
Additionally, it offers helpful details on @(ind of leadership most likely to succeed in specific
situations. This suggests that th\th%i(g is beneficial to organisations in creating leadership
profiles and profiles on ind@u@ls to ascertain how and where they would best serve an
organisation. The th@%& to match people with situations that are appropriate for them

based on thei léwship styles?®. This implies that good leadership can adapt to current
=

specific or atypical situations (either above or below). A crisis is an

situations E
extrao@ry condition, or more accurately, one that is above normal.

The identification and balancing of contextual settings with organisational settings is the goal of
the intermediate theory known as contingency theory>®. Since the 1960s, a significant number of
studies have utilised the contingency theory as the primary paradigm, linking the task

environment to organisational features or strategic management303304305.306.307 The theory posits
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that several "contingency" criteria determine the best organisational structure and management
approach’®®, The right kind of organisation relies on the characteristics of the work environment
inside the company. Hence, there is no one optimum method to it**”. Task contextual factors are
believed to contribute to variance in organisational structures directly. According to the rate of
technical innovation, the rate of environmental change, or the degree of uncertainty, several
scholars recommend acceptable forms**.. Neo Contingency theorists inclu%a\dynamic
viewpoint on the fit that views adaptation as a dynamic process mo ?N by both the
management environment and the external environment®'??!3. To ac 'ev'%high performance, it
was suggested that the concept of quasi-fit because continual di@rlum drives a continuous

quest for strategic and structural change®®. . QQ

A study on environment strategy and research on re® strategy on contingency fit shows high
performance of strategy-structure-envir ?Qv atches that are based on executive
judgements?14315316 " Contingency fit w@tilised to characterise the internal consistency of
several contingencies (such as sige, limate, strategy, environment, and leadership preferences)
and numerous structural attribﬂ&es%”. In a multi-contingent environment-strategy fit referred to
as a strategic fit app@%’%ngency theory, a few factors, such as organisation structure and

knowledge di né\s, aligned with the others, supporting the fit theory?!3-318,

Contin %ﬁ occurs when a few contextual variables or qualities coincide with other
organ&nal variable characteristics (e.g., technology, structure, culture, strategy). Building a
contingency theory needs three different types of variables (contingency, response, and
effectiveness variables) and congruency or a notion of fit3?% 3%, This implies that response
factors are related to organisational structure or managerial decisions, whereas contingency

variables are related to the environmental setting. The core tenet of contingency theory is that

92



there are several paths to effectiveness (high performance). A few organisational and
environmental elements must align for high performance to occur*?!'2%. The idea of fit as
congruence revolves around the fit line, while misfit is characterised as a departure from that fit
line. The fit line is a line of ISO performance, indicating a value for the organisational variables

that represent both fit and the yields of maximum performance for each value of the contingent

variables3%2. Q’)&{b

Contingency theory has a wide range of applications in the organisatio:-ﬂ%}qd,oand it may be
used to address several inquiries regarding how people lead in vari iffds of organisations. It
can be used, for instance, to explain why a manager who is dﬂ%{%\oyal, and hardworking is in
an ineffectual job. Theoretical analysis can also be used { ctermine whether a person who has
performed well in one position in an organisation W@Jtinue to do so in a completely different
role within the same organisation. Ad .'o‘%lly according to contingency theory, top
management may want to adjust to a l%—level role to ensure that a present manager fits a
certain work situation. Accordin@{%&eral studies on The Contingency Theory of Leadership,
certain people can be excellsg‘%legders under particular circumstances®?*. However, the theory
argues that organisat@s)%’%}d try to place leaders in optimal situations rather than expecting

them to lead ;; %q situation, which is particularly important from the perspective of the
4

administration

Accordin; to the theory, leadership style affects how well employees perform. This implies that
any organisation's and its employees' success greatly relies on the effectiveness of the leadership
styles leaders adopt in a given situation’?>. This study employs the Contingency Theory to

underscore how the intervening variable (Omoluabi Leadership) moderated and mediated the
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interactions betweent the independent variables (entrepreneurial orientation and succession

planning) and the dependent variable (performance of family-owned businesses).

2.3  Review of Empirical Studies &
e

This section focuses on past studies emphasising the methodo Xn findings in
entrepreneurial orientation dimensions, succession planning and.fqu:%egformance. This is to
justify the methodology and research design employed to inve{\e the combined effects of
independent variables on dependent variables in this studgu{k methodology section will review
the research design and other methodological app@es, while the section on findings will

compare the results of various scholars. The c@.\;{wgﬁof findings will be based on the objectives.

2.3.1 Methodological Review (bd%'

Descriptive and inferential stqu) are the common methods used by Entrepreneurial
orientation and succession@yaing scholars to assess firm performance. The descriptive
research design ms{d Qused survey methods to gather data from the respondents. Some
scholars e the descriptive and explorative design method of one-to-one
inteer"@”m’m; others employed the qualitative analysis of case study’*%%; some resorted to
online survey methods??. Paper survey method®®’ and data collection using questionnaires to

gather data!0l- 241, 329,393,377 From the literature reviewed, data collection using questionnaires to

gather data is the preferred method by these scholars considering the literature reviewed.
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The cross-sectional research design method was appropriate and looked like the preferred
method, entrepreneurial orientation and succession planning scholars assessed firm performance,
studies establish expected results confirming a positive relationship with concepts and

performance using the cross-sectional research design method327-328:329,

Some scholars employed the Pearson Moment Correlation analysis method to .exg&ine the

N

relationship between entrepreneurial orientation and firm performance3*° @ employed

. O
Expos facto analysis'¥’, Analytic Hierarchy Process (AHP) met \ Itiple linear

regression®®, Ordinary least square methods and the Partial Least, e®algorithm to!! 166 130,

377, Partial least square is gaining popularity because of the abi%%predict causality over others

&

Entrepreneurial orientation sub-variables effect4 on™ firm performance revealed a linear

that establish an association.

relationship between the two variables. Ho@the analysis did not focus on the causal effects
of the dependent variables as establish@@'the studies previously reviewed®!. Also, the effects
of entrepreneurial orientation onwerformance using only one of the EO dimensions revealed
positive association?3?333:3345% ¢) These studies did not determine the combined effects of

entrepreneurship orie@ti}n on firm performance.

WV

Various stud% mined the link between succession planning and firm performance in
Nigeri 9340341 They all employed the survey research design with structured
questionnaires to obtain data from the respondents. However, they still need to employ the
multiple regression analysis to examine the effect of succession planning on firm performance.
The most common statistical method employed in their study was correlation, while F-test and

T-test were also employed to determine the link between succession planning and firm
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performance. Thus, the extent of the effect of succession planning on firm performance could not

be determined in their studies.

Partial Least Square algorithm was used to predict the causal relationship between dependent and
independent variables a step ahead of establishing association using smartPLS software by some

Entrepreneurial orientation and succession planning scholars!'”®

Multiple regressiopbanalysis
methods were employed based on these past methodological reviews. .Mu Ql}regression
analysis methods can determine the relative joint effect of more pre%\(r 1ables on the
dependent variable and identify outliers or anomalies. However, orﬁwh‘ﬁ inadequacies of the
multiple regression analysis is its complex data sets, which c%%a)\lto false conclusions if not
correctly analysed. Based on the articles reviewed abo .@@e cross-sectional survey research
design with a well-structured questionnaire, probabili mpling techniques, multiple regression

analysis methods and partial least square ‘Sﬁh was employed to examine the effect of

explanatory variables on dependent Varia%g in the study.

2.3.2 Review of Findings \g)

'\
This section focuses @ngs of the various empirical studies related to entreprenecurial

orientation (risk-taking, proactiveness, innovation, competitive aggressiveness, and autonomy),

succession p@g (time-to-fill, bench strength, talent turnover), and firm performance.
2.3.2.®repreneurial Orientation and Firm Growth

Most SMEs demonstrate a moderate degree of EO, but in South Africa, EO was found to have a
significant impact on firm growth; innovativeness and proactiveness significantly impacted
employment and sales growth, while risk-taking had a significant influence on employment and

asset growth?”>. Contrarily, it was revealed that risk-taking capacity has a negative and limited
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impact on the performance of family companies in Indonesia, while innovation and
proactiveness have a significant and positive impact. In the context of manufacturing firms, the
relationship between EO and firm growth was examined, and it was discovered that EO exerts a
positive effect on the business performance of manufacturing firms in Nigeria®’®3”7. EO also has
a positive relationship with the performance of SMEs in Algeria; the ability to take risks,

innovate, and be more proactive than competitors leads to improved performancem&ermore
the investigation of the impact of entrepreneurial orientation and the five di Q@s (risk-taking,
proactiveness, innovativeness, competitive aggressiveness, and autonomy) '?n the performance of
SMEs revealed that risk-taking, competitive aggressiveness ’{Qb\roactiveness significantly
impact small businesses' performance. In contrast, aut@ and innovativeness have no
significant impact on the performance of small bﬁ%‘%% The impact of EO on company
performance using data from a sample of 44 %h SMEs also supports a direct, substantial,

and positive link between EO and bus1 ormance38°. Similarly, the impact of EO on the
growth performance of owner-mana@%smesses revealed that EO contributes to firm growth
while a non-significant relatio s%getween EO and profitability was established®!. The risk-
taking element of EO a@ered to have a direct, positive, and large impact on profitability.
The assessment onQfect of EO on Chinese corporate performance shows an immediate
significant aﬁ%@urable impact on business performance?®%2.

EO h&rect significant, and positive impact on company performance®?. In examining how
risk-taking and innovation in strategic management approaches affect performance, a direct,
significant, and positive impact on the link between strategic management and company
performance was confirmed®®’. Additionally, EO and company performance are positively and

significantly correlated3®,
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The Chinese car industry's export performance was impacted by EO, TQM, brand orientation
(BO), export market orientation (EMO), and cleaner manufacturing*?. The study has shown that
EO's risk-taking aspect positively impacts the performance of the Chinese vehicle sector.
Similarly, risk-taking and the success of new products in Chinese manufacturing enterprises

333

found a significant correlation between the two”>"—Furthermore, the positive effects of risk-

taking on the expansion of the profitability of Tanzanian construction SMES334@ever, the

correlation between risk-taking and performance has been inconsisten@g to several

studies. For instance, the effect of risk-taking on performance in Ban dg\s was found to have

no noticeable influence3*.

In a similar vein, the inﬂuenc'@% risk-taking on company
performance discovered no significant effects®83-386.387 'E&Qgrowth of a firm's success is
influenced by its social and professional network e@nsm. The effect of EO on business

performance indicates a direct, substantial °@§sitive association between EO and firm

C

performance’®. ?

A researcher analysed the effec&% and its various dimensions on firm performance. Their
findings support the idea EO has a direct positive impact on the profitability and
performance of busin@s@T is supports the findings that EO positively impacts the business
success of SMEs i geria. In the same vein, the performance impact of EO was investigated by
examining «data>from three contexts (China, Mexico, and Spain)'#. The outcomes support the
assertiogat EO positively impacts company performance in all situations. Conversely, several
other studies investigating how EO has affected performance reported inconsistent, negative, and
inconsequential findings®!!. Between 2015 and 2018, some scholars examined the link between
EO and business value in five different nations: the US, the UK, Australia, Canada, and

Germany!!. The findings demonstrate that EO has a negligible impact on business value.
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However, they conclude that other factors, such as organisational discretion, influence the link
between EO and company success. They thus encourage businesses to consider the intricate

dynamics that underlie the EO-performance relationship.

Taking risks and being proactive have a positive and substantial impact on profitability, but the
impact of innovation on profitability was shown to be insignificant?. Thus, inves@ng the
different EO components independently may be more helpful in determining t %ﬁ:&cise impact
of each of these dimensions on business performance. Some scholars @'A}gated the shared
bilateral effects among the EO components and discovered that-o)@sr.éactiveness positively
influences business performance, while the effects of in%%%eness and risk-taking are

negligible*’. Their study supports the significant rec'@@laﬁonship between proactiveness

and innovation.
2

The opportunity-seeking component of ,den as proactiveness, foresees future demand and
positions a company to profit from s%%g market conditions by making necessary adjustments
to accommodate current strate N outsmart rivals'*3%1:32 Proactive businesses can readily
adapt to shifting client ‘@%ﬂanticipating the volatility in the business environment; this
makes them partig{g-)) reactive to market signals. After examining 1020 businesses in
Lithuania, Latvi d Estonia, conducted a new study on the performance effect of EO and
disco %t proactiveness had no significant impact on business performance. This suggests
that proactive actions taken by businesses might only sometimes result in improved performance.
It is therefore crucial to examine this relationship since different studies on the performance
impact of proactiveness have yielded contradictory conclusions. There is a substantial

relationship between competitive aggressiveness, autonomy, and performance of SMEs. Some
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scholars posit that entrepreneurs should take advantage of being competitively aggressive and

independent in the market environment to enhance performance™!.

2.3.2.2 Entrepreneurial Orientation and Customer Satisfaction

Most of the literature supports using innovation as a performance-enhancing tactic*®>. However,
to conduct business-related research and development (R&D), innovation need&‘&stan‘ual
financial resources. It may be quite expensive to invest in R&D, pa 0\ for smaller
businesses with a limited cash basis. Larger businesses engage in rrjg creative operations to

increase competitive advantage, decrease the likelihood of co@& collapse, and increase

market share396-397,

Businesses that prioritise innovation, ha@l% greater survival rates than
those that do not. Innovative behaviour fosters an @%ere where new goods and processes
may be developed, improving long-term cor@&e performance’”. To obtain and keep a
competitive advantage in a challengin aQ)Jncertain business climate, innovative-oriented

1,2,3,4

organisations amass technology-ba@ owledge Inferring insights from the RBV,

innovation as a resource is crucial tor' improving business performance and entering new markets
to enhance the firm’s m@s ?6399. Through innovation, businesses create and add to their
current knowledge% ereby making long-term investments in intangible assets that raise the
company's r«%& alue. Similarly, a study discovered that innovativeness had a direct positive
effect performance*®. A recent study evaluated the impact of creative capabilities on
business performance using questionnaire data provided by managers from 148 SMEs (hotels) in
Ghana*®. The findings show a clear connection between innovation and improved business
performance. However, another study discovered that innovativeness negatively affects firm

performance’”?

. This was in support of a study examining the effect of entreprencurial
orientation's innovativeness dimension on the performance of selected enterprises from three
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nations (Lithuania, Latvia, and Estonia)***. The findings indicate an insignificant relationship
between innovativeness and firm performance. In Kenya, they examined the impact of
entrepreneurial orientation on the expansion of small and medium manufacturing firms*?’. The
study showed that aside from initiative and risk-taking, inventiveness, autonomy, and
competitive aggression contributed significantly to understanding the expansion of small and
medium manufacturing firms in Nairobi County, Kenya. The study lends c%ézbe to the
argument that entrepreneurial qualities like innovation, autonom . % competitive
aggressiveness are essential for fostering the growth of SMEs. The r ulg§ of this study, which
was conducted in Kenya, may not apply to Nigeria. A scholar ex&%}a the relationship between
growth nexus and entrepreneurial orientation in South A@QMES«H. The study focused on
evaluating the relationship between EO and the exﬁq@%f SMEs in South Africa. The study
discovered a substantial positive association c@)EO and increases in revenue, market share,
and staff growth. It was not indicate% er profitability growth was significantly and
positively associated with EO. A sc@ investigated the connection between entrepreneurial
orientation (EO) and export e%ﬁance using a model in which environmental dynamism,
o

hostility, and unceﬂa%@

of the three dimensions™ot EO over the performance of the manufacturing sector SMEs in Punjab,

n antecedent role for EO3*°. They also examined the influence

Pakistan. Mf)%&Es in Punjab had a direct EO level, and there was a notable correlation
betwe@glccess of the SMEs and their capacity for innovation, initiative, and risk-taking. All
three of the researched aspects have a positive influence according to notable positive
associations recorded. The results made it easier to empirically develop the EO construct about

the business performance of SMEs in Punjab's manufacturing sector.
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On the relationship between entrepreneurial orientation and firm performance, the study
postulates that there is empirical support for the significance of EO in obtaining superior
business performance®?®. The findings of the statistical analysis of the research model revealed
that the first dimension of entrepreneurial orientation (innovativeness) had a significant impact
on business performance; the second dimension, which is proactive entrepreneurial orientation
had no significant impact; while the third dimension is, risk-taking entrepreneu%\lentatlon
impacted considerably on business performance. However, the study fai é&%examlne the
impact of the other two dimensions of EO (autonomy and competiti 4%ggressweness) on firm
performance. In the findings, the five dimensions of EO we & oyed in investigating the
financial and non-financial performance of the telecom@ ion industry in Sudan*®. The
study revealed that the five EO dimensions @&ng, innovativeness, proactiveness,

competitive aggressiveness, and autonomii\@{lcantly affected how well organisations

function in the Sudanese telecomm sector. The study also revealed that an
entrepreneurial orientation helps bus@%s perform well. However, this effect would be more

apparent in businesses that 4RlXoa)ted in urban areas and which have to do with specific

industries®>. Q)Q’Q

2.3.2.3 Successi @ nning and Business Continuity

Famil Q‘- businesses train successors to carry on the most important traditions as part of
long-term survival and continuity plans. Selecting a suitable CEO is crucial because executives

are essential to managing an organisation's internal goals and ensuring the business fulfils

342,343

external expectations . Planning for succession presents a fantastic chance to change

organisational strategy>*. Family members typically hold executive roles in family businesses®*.

An unsuccessful transition process can cause chaos and have disastrous consequences for the
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owners and the business because owners typically invest significant money in these companies,
sometimes owning over 50% of the investments®*¢, With a succession plan, a company can find a
new CEO*¥. Long delays in selecting a replacement might affect how shareholders respond and
how well the company performs once the new CEQO is selected®¥. If successors cannot regain
control over the political and cultural changes that emerge during a leadership transition, they

risk failing when the changeover takes place®*. The loss of financial stability O@mpetitive

edge can also be attributed to successors undermining their organisation's §
When the transition process is challenging, new leaders may resort to 4grcive tactics to achieve
some internal legitimacy3*°. Although family succession p@g is critical for family
companies, 47% still need one owing to context, conne@% procedure, and governance®>!.

Failure of successors to comprehend the expectatioer) ir board members and staff may play

a critical part in an organisation’s downfalf %}@ succession®¥. Failure to involve the next
a

352

generation may jeopardise the continuity%’ ily company

Planning for succession is essw the success of family companies and impacts their
financial performance®*. Business, executives must devise plans to deal with unforeseen events
by having an exit str@@ ace’>. Though family-owned firms must focus on continuity and
succession pla ni@experts have highlighted one of the most pressing problems that family
businesses 811 nt due to a need for appropriate awareness of succession planning#®. A well-
desigr@nd well-implemented succession planning approach may be useful for maintaining
continuity and navigating the challenges of leadership changes. Comparatively, family firms may
have more difficulties in succession planning. There is a natural conflict when family businesses
pass down traditions from generation to generation while also coming up with new ideas to

354

address the market's changing demands->*. It is difficult for the succeeding generation to uphold
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a historical family legacy3*>. Because of nepotism, internal strife, and unqualified successors,
including family members in family company succession may also result in declining
shareholder value®*¢. Additionally, it could be challenging to motivate younger family members
to carry on the family company. Less than 7% of the next generation of family members could be
willing to work in the parent's firm, even though intra-family succession of incumbent family
members is substantial’>’. Finding the right balance between giving children a sen@belonging

and inculcating independence is another challenge faced by family-oriented 8,

Family company succession can become complicated because th: a9 be a need for more
skills within the family. There may be emotional issues with i&tﬁ@ent—successor ties and other
complex aspects of the family social structure. Theref successful succession plan must

incorporate strategies to effectively balance the expec@ns of the old and new generations*>% 360,

The issue of finances can present yet an(@e-r) stacle to succession. Issues with succession
funding may make family company sp&@ion more challenging and jeopardise the effective
intergenerational transfer of famﬁ)\eﬁterprises%l. The survival of a family business depends on
well-planned successions. eolier, the financial management component of succession
planning in family f@ygmay be challenging, necessitating a thoughtful and well-thought-out
succession str. . Financial management in family firms differs from that of other types of
busines @ ily business executives may have to make the challenging choice of soliciting
external assistance or keeping things inside the family amid a financial crisis. Family culture and
non-family members shape the corporate culture in which the incumbent derives their
professional identity®*. The willingness of family members to support the business with savings
and other resources can make a family business more resilient to economic downturns; however,

the decision to forego using outside financing in times of financial difficulty can occasionally
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result in missed opportunities for growth, which can be harmful to the company's performance in

the future®®!,

Businesses that implement a social planning approach with stakeholder participation may
overcome the difficulty of family company succession®**. Family business owners regard their
companies as important investments and assets when passing on ownership3®. The, fq&s of the
succession plan must be on uncovering unspoken presumptions, dev?lo '%'&}common
understanding of issues, and balancing competing family business intere% e on the next
course of action. To agree on the next steps, family business intere.st\%hbe reconciled, hidden
assumptions must be understood, and shared knowledge of the é!i{%\on must be prioritised?%4365,
Business strategies must consider family situations :&% developing policies, practices,
organisational cultures, and support systems because evolution of family structures is giving

rise to various structures, including dual—earéf%ﬁil s, single-parent families, and families with

only one parent’¢®, 5

In many family firms, successiowning begins with assessing the organisation's size, vision,

and previous performance’$ 'ﬁgement is more concerned with selecting the best applicant?2,

Leaders of family bu@ejses who use formalised and informal knowledge transfer strategies to

maintain their%r@‘ltive advantage benefit from this. Similarly, leadership skills such as trust,
P

hard work, nsibility, mentorship, and leadership development are assessed ™ the succession planning

process367

The impact of succession planning techniques on the viability of family companies in Nigeria
was examined by a scholar®®’. The data analysis revealed a statistically significant positive

correlation between succession planning techniques and family company sustainability. This is
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supported by the F-test result, which shows that succession planning considerably influences the
sustainability of family businesses. Similarly, empirical research on succession planning
management on the continuity of family businesses in Lagos state revealed that the management
of succession planning impacts the continuity of family businesses in Lagos state. This also
supports a study on the effects of succession planning on business sustainability®®. It was
discovered that there is a strong and positive correlation between corporate susta%k%a’ty on the
one hand and cognitive, structural, and relational links on the other hand. T o N%}s also show a

\'3

strong and significant relationship between organisational improvisation, strategic adaptability,
succession planning, and business sustainability. As a result, the Qa;isnip between succession
planning, strategic pliability and sustainable business is m@ged. Similarly, a scholar assessed
the effectiveness of succession planning on family-@@sinesses”? The author revealed that
succession planning positively affects proﬁtil'?% rvice quality, and survival of family-owned

businesses in Nigeria. This corroborates\th dings of that a strong and positive relationship
exists between succession plannin@d the sustainability of family-owned businesses in
Anambra state, Nigeria. In M uréii, Benue State, Nigeria, investigated the impact of succession
planning on the su 'V@.\sinessesm. The authors used manpower training in proxy
succession planniny\‘rﬁastudy revealed no statistically significant difference in the responses of
male and fen‘ﬂ%usiness owners regarding the influence of manpower training on the longevity
of sw@% businesses. Also, it was established that manpower training influences the
longevity of businesses. However, the author could not reveal the extent to which manpower
training influences the continuity of businesses. The findings of the effect of succession planning

on business continuity revealed that succession planning significantly affects family business

continuity*®. The researchers emphasised the need for succession planning to be incorporated
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into the organisational strategic plan to foster adequate leadership competence and mentoring
culture, enhancing continuity in family-owned businesses. A scholar examined how management
succession planning affected the continuity of family businesses in Nigeria. They conclude that
management succession planning impacts the continuation of family businesses in Nigeria.
However, the study only assessed family businesses in Nigeria®3. (b

A scholar revealed that the discontinuity of business or the failure of SMEs @’)t%\e death or
retirement of the founder is common in Zimbabwe. Factors sucﬂ% formal training,
entrepreneurial orientation, and the potential of the successor w@e’htiﬁed as the factors
affecting succession planning; these led to the closure or deathgisg%ny businesses in Zimbabwe.
To recommend policies that would benefit family bu 'n;@ﬁners and the state in reducing the
rate of business mortality, a scholar conducted a st yﬁhe Southwest and Northwest regions of
Cameroon’”!. The study aimed to identify f@'&ﬂ support the sustainability of family-owned
businesses. Their findings show that nz& f the founders of family companies rarely consider
sustainability before passing aWﬁSa% do not, therefore, plan for succession. Furthermore, a
scholar investigated how th ders and owners of family businesses view succession planning
and its signiﬁcance@a nteeing the survival and development of firms in the WA
Municipality, h@ﬂz. The results show that most owners/founders (about 94.1%) consider
business p]@li g a crucial talent and that the capacity to create a business strategy positively
affect@ession and promotes continuity. Additionally, owners and founders with higher levels
of formal education tend to view succession planning and business continuity as more important
than those with lower levels of formal education. This implies that the educational factor

influences the successful implementation of succession planning. Similarly, another scholar

investigated how succession planning affects family businesses in Cameroon to guide
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stakeholders involved in family businesses on succession planning-related concerns®’®. Even
though family businesses are at the heart of economic prosperity and job creation in most
economies, including Cameroon's, researchers discovered that the majority of these companies
always fail, particularly when the founder passes away. The study posits that succession planning
has a significant impact on the sustainability of family businesses in Cameroon and that the
readiness of the successors to take over the company from the founders has a signjticant impact
on the succession planning process and, subsequently on the sustainability ef\amily businesses
in Cameroon®™. The impact of succession planning—based on talent_management, reward
management, career management, and training and development&was investigated concerning
firm performance as assessed by customer satisfaction, the.intfoduction of new products, and
employee turnover. The study concludes that training andYdevelopment, talent management, and
reward management all substantially impact how{well a business functions. To establish a sound
succession plan and improve performariee, the' study encouraged business owners to improve

training and development of talent and’reward management.

2.3.2.4 Omoluabi Leadership, on Succession Planning and Firm Performance and

Entrepreneurial Orientation’on Omoluabi Leadership and Firm Performance

Several previeusastudies have covered the impact of diverse leadership methods and styles on
organigatiepal performance. Based on previous studies, the leadership style significantly
influences the effectiveness of an organisation. In particular, the transformational leadership
style is used by leaders to motivate followers to go above and beyond expectations. Therefore, it
can contribute to the success of a business*®. It is one of the most successful leadership
philosophies in promoting constructive in-role and extra-role behaviours**>4%, It has also been

discovered that practical leadership abilities are more likely to raise performance levels and
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motivate employees to achieve at their highest level. However, poor leadership will limit an

organisation's performance*’.

Leadership has been described as the ability to persuade
individuals to act in ways they may not have considered or felt are feasible**®. Other scholars
have looked at transformational leadership style as a component in the organisation that may

impact the organisational performance of public companies. Some scholars assert that the

leadership's shown styles and actions significantly impact an organlsauo@ccess or

failure*09-410, ‘%\

A scholar looked into how leadership style affected performancesu .Eample of 500 Indian
schools and the OLS estimation method*!'!. The findings 1m%@t autocratic leadership is a
common style among Indian managers. This result, s s related research, which linked
managers in Bangladesh with an authoritarian lead Qstylem. Even though these studies were
conducted in distant nations with distinc % and demographics, they are nonetheless
relevant to the current study. In a rela&q&@:dy, a scholar examined the relationship between a
leader's personality and their useﬁ&ﬁgﬁformational leadership behaviours*'®. After adjusting for
transactional leadership, the “toncluded that transformational behaviours strongly explained

subordinate accepta@ the leader, organisational commitment, work motivation, and

supervisory as s@'ns of the leader's effectiveness.

Furth several Arab-based studies indicate that leadership in this culture fosters
consultative and participatory inclinations. Islamic principles and values, which emphasise
consultation in all facets of life, are probably to blame for this choice*!!. This preference was
examined concerning the relationship between leadership style and organisational performance.
They discovered, among other things, that while managing by fear might induce tension that may

yield the desired outcome in the short term, it is doubtful that success will be sustained.
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Conversely, leaders need to build organisations capable of handling any problem and foster a
trustworthy and open atmosphere where knowledge can be exchanged. Using the democratic,
autocratic, and laissez-faire leadership styles as predictor variables and firm performance as the
criterion variable, a research based on the leadership style scale created by Simon Oates was
conducted to examine the impact of leadership style on organisational performance*'®. The study
discovered that democratic managers explain greater performance variance thané@%atic and
laissez-faire managers. According to the study, no leadership style .fkg@est in every
circumstance. This implies that leaders must be able to recognise wheg%g\dopt a particular style

since different styles are required for various situations. @

Previous research has shown a connection between tr @ional and transactional leadership

styles and the job satisfaction of salespers§0 was established that elements of

transformational leadership, such as inspirétloﬁ“

significantly improved employees' jo@isfaction. Some scholars have also discovered a

tivation and individualised consideration,

statistically significant correlatid&%}%een transformational leadership and work satisfaction*!,
According to these scholar ‘E%t&s that contribute to sales personnel's job satisfaction include
inspirational motivat@@l), intellectual stimulation (IS), and individual consideration (IC).
Followers wh b@ their manager's leadership can effectively represent their interests value
transforma@a leadership style. This implies that effective management and leadership are
critica@success. Strong managers and leaders improve both employee and organisational
performance. The Full Range Leadership model and the Outcomes of Leadership, such as
employee satisfaction, efficacy and motivation, are positively correlated, according to an

overwhelming body of research*!>.,
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Some scholars looked into leadership succession and business sustainability in Southeast
Nigeria*'®. The results show that human capital development and mentoring significantly impact
the long-term viability of small, family-owned firms. The study consequently advised family
company owners to utilise mentorship to equip successors. The leadership model succession
theory and this conclusion are in agreement. The moderating impact of Omoluabi leadership on
the relationship between strategic response capabilities and business comp%%ness was
determined by a researcher'®. The study discovered that the relationshi .@@n Omoluabi
leadership and strategic response capabilities contributed to a rise in b@ess competitiveness. It
emphasised the need for businesses to enhance their capacity for {@ogw reaction. It encouraged

executives to adopt the Omoluabi leadership ethos smc&&%eh a quality might promote a

company's competitiveness. @
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2.5  Summary of Gaps in Literature Reviewed

nceptual Framework for the Study

This section presents the summary of the literature and the gaps identified in the literature in the
areas of succession planning, entrepreneurial orientation, and Omoluabi leadership regarding

firm performance. Existing literature that is relevant for broadening the understanding of the
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study's independent, dependent and moderating variables were reviewed. The areas covered
include conceptual, theoretical and empirical literature related to the independent and dependent
variables alongside their sub-variables and the study's moderating variables. Specifically, the
concepts reviewed are entrepreneurial orientation as one of the independent variables with the
following sub-variables: risk-taking, proactiveness, innovativeness, competitive aggressiveness,
and autonomy. Succession planning, another independent variable, has the fglowing sub-
variables: time-to-fill, bench strength, and talent turnover. The concept of firmpetformance, the
dependent variable, was examined with sub-variables such as customer-gatisfaction, firm growth,
and business continuity. Numerous studies were reviewed to explainyeach variable's definitions,

characteristics, advantages and disadvantages.

Relevant theories for explaining the interaction between-the independent and dependent variables
were adequately reviewed. They are the(resowurce-based view, family systems theory, and
contingency theory. The proponents of_ the\theories, assumptions of the theories and the critics
were identified. The weaknesses“of th€ theories were critically examined while their strengths
were identified. The review Iighlighted the relationship between the theories and the interaction

between the independent and dependent variables of the study.

Previous studies on this study's combined independent and dependent variables were reviewed.
This was done based on the objectives of the study. From the empirical review, it was observed
that the majority of the previous studies on the effect of the dimensions of entrepreneurial
orientation did not cover the scope of firm performance used in the study (firm growth, customer
satisfaction and business continuity), particularly in including the concept of adaptiveness to the
dimensions to ameliorate the effects of COVID-19 pandemic on the businesses. Furthermore, the

previous studies that examined the impact of all five dimensions of EO on firm performance
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were not conducted in Nigeria, and their main focus was not family businesses. Therefore, to
bridge this gap, this study will examine the impact of the five dimensions of EO and
adaptiveness on the firm performance of family businesses in Lagos state. Moreover, a recent
study identified three key variables for measuring succession planning”®. These are bench
strength, time-to-fill and talent turnover. It concludes that the metrics effectively track the
effectiveness of succession planning in organisations. Other literature reviewed view succession
planning using other metrics (e.g. Talent development, Identification of leadership talent,

Leadership development, Succession decision) different from the three sub-variables listed above.

This study will investigate the effects of six dimensions of e@c;?eneurial orientation on firm
amil

growth, customer satisfaction and performance of f: @ ed businesses. The introduction of

adaptiveness in the study as a sub-variable of er% eurial orientation is a gap that has not
s

been considered by any study considering tl{e-f)é‘i

f COVID-19 on firms.

Succession planning has been used ir@uy studies, but the three sub-variables of bench strength,
time to fill and talent turnover t&mine succession planning in family businesses in Nigeria
have yet to be common. 1@% :zre, the moderating and mediating role of Omoluabi leadership
on the performance& ily businesses in Nigeria has yet to be conducted. This will add to the

body of know%\ n the impact of leadership style on the performance of family businesses in

Nigeri Q
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Chapter Three
Methodology

This chapter identifies the science of the method employed to investigate the stated objectives.
This is done by testing the hypotheses raised to answer the research questions in the’ hapter.
The methodology approaches the study by having a research design for this s-tut@%@mputing the
sample size from the study population, picking a sampling technique that is'suitable for the study,
and using an appropriate research instrument whose validity and @aty are confirmed for

data collection. QQ’&
3.1 Research Design Q@

This study investigated the effects of entrepret ‘ﬁqaﬂorientation and succession planning on the
firm performance of family-owned busi%es in Lagos State, Nigeria. This was done through a
cross-sectional survey design with quaittifiable data to examine the effects of the independent
variables on the dependent @A@\e)s of the sample population within a period. The cross-
sectional survey desi ed the researcher to collect data from significant population
samples with an %@Qmic advantage over the longitudinal survey design, and the quantitative
data allowed for more malleable analysis and less researcher bias. This accorded the researcher

both c@gtime advantage to meet the time frame allowed for a PhD study'. Relevant studies

accepted the estimations derived from the actual population as appropriate?>#,

3.2 Population of the Study

The population for this study is eight thousand three hundred and ninety-six (8396)
registered family businesses operating in Lagos State. This comprises the family business
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of those in their first generation and those who have survived beyond the first generation.
This study picked Lagos State as the setting for the study because of the state's strategic
position in Nigeria following SMEDAN's recognition of Lagos State as the country's
commercial hub®. Lagos state also has the highest number of family businesses in the
country’. The sample frame consists of employees and owners of the family businesses
from the population (8396) that NASME records as registered family businesses @ 20s
State. This allowed the researcher to determine a sample size that be @ nts the
population. The justification for picking this category of people is &be able to extract

accurate and reliable information for the study. '&%\
3.3 Sample and Sampling Technique A

The sample size was drawn from the finite po ation of eight thousand three hundred and
ninety-six (8396) as given by NASME?. Th@computed using the Raosoft online sample size

calculator. 368 %(b"é'

"‘\ R a O S Oft@ Sample size calculator

What margin of error can you accept? % The margin of error is the amount of error that you can tolerate. If 90% of respondents answer yes, while 10% answer no, you may be able
5% i< a Common choice to tolerate a larger amount of error than if the respondents are split 50-50 or 45-55.
Lower margin of error requires a larger sample size.
What confidence level do you need? % The confidence level is the amount of uncertainty you can tolerate. Suppose that you have 20 yes-no questions in your survey. With a
Typical choices are 90%, 95%, or 99% confidence level of 95%, you would expect that for one of the questions (1 in 20), the percentage of people who answer yes would be more
i > than the margin of error away from the true answer. The true answer is the percentage you would get if you exhaustively interviewed
everyone.

Higher confidence level requires a larger sample size.

What is the population size? How many people are there to choose your random sample from? The sample size doesn't change much for populations larger than 20,000.

@
@
©
>

If you don't know, use 20000

What is the response distribution? % For each question, what do you expect the results will be? If the sample is skewed highly one way or the other,the population probably is,
Leave this as 50% too. If you don't know, use 50%, which gives the largest sample size. See below under More information if this is confusing.
‘Your recommended sample size is 368 This is the minimum recommended size of your survey. If you create a sample of this many people and get responses from everyone,

you're more likely to get a correct answer than you would from a large sample where only a small percentage of the sample responds to
your survey.

As well as from using the Cochran sample size determination formula which also produced 368
sample size. Following the recommendation of Zhang and others, the study introduced 20% of

the sample size as the imputation figure for anticipation of response failure (72) 7. This ensures
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the fieldwork provided the expected 368 sample size for precise generalisation. Therefore, four
hundred forty copies of the questionnaire was administered to the staff that fit the required study

description from the FOBs in Lagos State.

The purposive sampling technique was employed for the study to ensure that the data collected
satisfy the conditions to be classified as FOBs. The researcher and the research assislambensured
that the respondents met the criteria to be classified as family-owned busines.ses @ed by the
European Union Commission as follows: Decision-making rights in th ASQ shareholders
that are family members like spouses or children; such decision- rS) must have direct or
indirect rights, at least one family member must be involved é&}@goveming structure of the
firm and one family member must hold at least a 25% s;@nd be able to exercise managerial

rights.

Purposive sampling is a non-probability t@ae appropriate when specific criteria must be

considered relevant for the study. h&%option for this study is consistent with extant

literature®”:10, \)
'\
rument

3.4 Description of Resea %‘

A structured ques%@aire was adopted as the instrument for the study. The questionnaire is used
for data gathert ecause of the opportunity to learn through direct interaction with the subject
of the@r. This gives the researcher the privilege of avoiding the errors of resolving a wrong
issue and enjoying the ease it brings in data collection and analysis of the data collected. The use
of questionnaires is also found in most extant literature by scholars when examining two
23111213

independent variables in a study based on the perception and opinion of the respondents

The items in the questionnaire were adopted from previous related literature. The standardised
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scale was adopted, having been used by scholars on similar studies in another region, in the same

sectors and different industries.

The response in this study’s questionnaire follows the 6-point Likert-type scale, consistent with
the literature. This scale is an ordinal/interval scale numbered from 6 to 1. The response options
in the questionnaire covered Very High (VH) = 6, High (H) = 5, Moderately High %H) =4,
Moderately Low (ML) = 3, Low (L) = 2, Very Low (VL) = 1. and 6 = Ve%@n\enﬂy; 5=

Frequently; 4 = Occasionally; 3 = Rarely; 2= Very Rarely; 1 = Never. ‘@

The questionnaire has four sections: Section A covers the demo 'u@%\?ariables with five (5)
items. Section B covered entrepreneurial orientation wit.h K@&wo (32) items, autonomy has
four (4) items, innovativeness has six (6) items, risk-taki s six (6) items, pro-activeness has
four (4) items, competitive aggressiveness has fj% items, and adaptiveness has seven (7)
items. Section C covered succession plan@h fourteen (14) items, subdivided into three,
representing the indicators of successi anning. Talent turnover has five (5) items, Bench
Strength has four (4) items, anwe to fill has five (5) items. Section D covered the firm
performance of family b %{’with sixteen (16) items; firm growth has five (5) items.
Customer satisfactior@egQWe (5) items, and business continuity has six (6) items. Section E

covered Omol @eadership with eight (8) items.

3.5 Va@f Research Instrument

This study explored relevant literature to extract existing scales for all constructs and this is to
ensure face and content validity and the reliability of the research instruments. For succession
planning, three sub-dimensions of talent turnover, bench strength and time to fill was employed'4.

The succession planning scale was adopted from the work of Hassan and Siddiqui'>. For
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entrepreneurial orientation, six sub-dimensions was used. Entrepreneurial scholars primarily
used Covin and Slevin’s three (3) sub-dimensional scale for measuring the combined effects of
the indicators or Lumpkin and Dess’s five (5) sub-dimensional scale when measuring the
individual effects of the indicators on the dependent variable!®!7. The researcher observes the
combined and individual effects on the dependent variable. The researcher also believed that

these indicators used by the scholars were only appropriate for the pre-COVID-19 %en most

family businesses went on a force majeure imposed holiday for an exten iod. This did

much damage to businesses and rendered most of their employees jo es%. or this reason, the

indicators of entrepreneurial orientation post-COVID-19 should @pgraded with an additional
indicator to ameliorate the observed inadequacies. Tl@ggearcher, therefore, introduced
adaptiveness as the sixth indicator for post-CO@’%atmen‘[ variables for performance
problems. The scale for risk-taking, pro-act'veﬁ@%innovativeness, autonomy and competitive
aggressiveness were adopted from the \%@ Hongyun, Zhang, Li, Huang, and Xu'8. At the
same time, that adaptiveness was ad@‘from Audrey and Roussel'. The scale for firm growth

and customer satisfaction per okgce indicators was adapted from scholars' study?®?!. The
.\
p

Scale for Omoluwabi&;@

Three scholars (%Lead City University as panel of experts and perused the questionnaires they

as adopted from the work of Onamusi??.

confirmed % e validity of the instrument. The pilot study provided the opportunity to pre-test
the re@ instrument to ascertain construct validity. Also, respected scholars in the Faculty of
Management and Accounting of Lead City University were consulted for the criterion and
content validity of the instrument. The researcher conducted exploratory factor analysis (EFA) to
ascertain the overall validity of the instruments; Average Variance Extracted (AVE) and

Composite Reliability (CR) were computed. AVE value greater than 0.5 was accepted as proof
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of convergent validity, and a value greater than 0.7 was accepted as evidence of divergent

validity for each measured variable.

Table 3.1 Summary of the Convergent and Divergent Validity Values

Variable No of items CR AVR Remaj;l{b‘
Entrepreneurial @ "
Orientation :

Risk-taking 6 0.912 0.591 ‘@’ia le
Innovativeness 6 0.912 0.598 Reliable
Pro-activeness 4 0.875 0.638 ° ‘\ " Reliable
Competitive 5

0.803 0.511 %\ Reliable
&>

Aggressiveness

Autonomy 4 0.841 ) Reliable
Adaptiveness 7 0.773 Q 537 Reliable
Succession

Planning . %

Talent turnover 5 0.80(5\\' 0.504 Reliable
Time to fill 4 0. 0.532 Reliable
Bench Strength 5 0.584 Reliable
Firm %

Performance

Firm Growth 5 % “0.933 0.617 Reliable
Customer 5 Q’Q 0.928 0.578 Reliable
satisfaction Q)

Business \ 0.951 0.673 Reliable
Continuity Q

Omoluwabi 8 0.943 0.650 Reliable

Leadexgmh

Source:Mlputed from the pilot study 2022
Factor analysis using principal component analysis was employed through Kaser-Meyer-Okin
(KMO) to ensure the suitability of the data to the study. KMO greater than 0.5 is acceptable, and

all the values range between 0.6 and 0.8.

3.6 Reliability of Research Instrument

157



A pilot study was conducted to confirm the validity and reliability of the research instruments in
Ibadan South West Local Government. A sample of 40, representing about 10% of the sample
size was needed for the study, so to account for non-response a total of 60 questionnaires were
administered, using convenience sampling technique. 53 questionnaires were returned,
representing an 88% response rate, and 47 were properly filled. During the pilot studies, two
validated scales were used for entrepreneurial orientation. Original questionnaires umpkin
and Dess had complex concepts for the respondents to understand. Ther .&gq@e scale from
Xhang and Xu’s scale, which is easier to understand, was adopted. 6 -

A test was done to confirm the reliability of the internal consis &%\of the data set. A Cronbach
alpha value greater than 0.7 is widely accepted as reliab. .%e composite reliability is used to

revalidate the reliability of the instrument. Table 3.2 w depicts the reliability statistics of the

entire variable in the study. ®

158



Table 3.2 Reliability Statistics

Variable Cronbach Alpha Coefficient
Entrepreneurial Orientation

Risk-taking 0.819

Innovativeness 0.795

Pro-activeness 0.843

Competitive Aggressiveness 0.866 &
Autonomy 0.910 . Q%
Adaptiveness 0.934 ‘é\
Succession Planning . o

Talent turnover 0.893 &%‘\\‘

Time to fill 0.774 @
Bench Strength 0.912 Q

Y
Firm Performance QQ
Firm Growth 0.822 .
: G

Customer satisfaction 0.823
Business Continuity 0.877 '6,
Omoluwabi Leadershi 0.8

P L)

Source: Computed from the Pilot'Sfudy 2022

'\
3.7 Administration (@%&h Instrument and Method of Data Collection

Primary data @l\ected using a structured questionnaire; this is in line with extant literature

and bect@f e adequacy in data gathering

368 employees of family businesses within the Lagos State metropolis. Four research assistants

231L1213 The questionnaires were administered to

were used together with the researcher to administer the questionnaires. This was done with

specific instructions to administer copies of the questionnaire to the respondents and retrieve the

same with minimal interference to avoid bias.
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3.8 Methods of Data Analysis

The data were obtained through the administration of questionnaires from family business
owners in Lagos State, and this was analysed using descriptive and inferential statistics.
Descriptive statistics was used to analyse the questionnaire variables and answer the research
question.The inferential statistics was used to test and substantiate the hypotheses formulated for
this study. Multiple regression analysis was used to analyse hypotheses 1-®%s gave
appropriate results in assessing the effect of the independent variable on th .ds.g%ient variable.
However, the moderating and mediating effect of Omoluwabi leaglaip on the interaction
between succession planning, entrepreneurial orientation an @n performance of family
businesses (the fifth and sixth hypotheses) was examu through hierarchical multiple
regression. The confidence level for the analysis wd@ % allowing an error margin of 0.05 a
value appropriate for social science analysis? {'@3 descriptive and inferential statistics were

.

carried out using SPSS ans SmartPLS so%
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Chapter Four
Results and Discussion of Findings

The chapter provides empirical information concerning the result of the data analysis concerning
data description, interpretation of the result of the hypotheses tested and the discu§{1'@ of the
study's implications within extant literature. This research aims to analyse ho %’Jgepreneurial
orientation and succession planning can enhance the performance of famf%vi?businesses in
Lagos State, Nigeria. This research was carried out via a questionnu{‘%o'hcquire the necessary

information. The study adopted SPSS version 25 for the de%@ve statistics and SmartPLS

version 4.0 for the inferential statistics to analyse th%@
4.1  Data Presentation . \%

Four hundred and forty (440) copies of the questionnaire were administered, and three hundred
and ninety-one (391) copies were re@ﬂ. After sorting the questionnaires, only three hundred

and seventy-two (372) copies were’certified as duly filled and considered usable. The useable
"
%ﬁ

questionnaire represe&;@
4.1. \

Table 4.1: Response Rate

6% response rate. The response results are presented in Table

Responsgs Frequency Per cent
Completed usable copies of the questionnaire 372 84.6%
Unusable, unreturned and disqualified questionnaires 68 16.4%
Total 440 100%

Source: Field Survey Results (2023)
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4.1.1 Demographic Data of Respondents
This presents the demographic information of the respondents of this study

Table 4.2 Demographic Characteristics of Respondents

Variables Category Frequency Percentage
Age 18-28 years 83 22.3%
29-39 years 144 38.7%
40-49 years 95 25.5% -
50-59 years 35 9.4% &
60 years and above 15 4.1% %

Gender Male 202 ‘$}A)
Female 170 45.7%

: ‘%w
Marital status Single 142 \ 38.2%

N
Married 229 Q}CD 61.6%

Others 1. \Q 0.2%
Educational level School cert Q 13.7%
Diploma 17.5%
B.Sc. . \% 194 52.2%
Master Degree()\ 47 12.6%
PhD 10 2.7%
Others ‘b'dé' 5 1.3%
Years of business existence 0—5%?% 118 31.7%
6-10 years 166 44.7%
Siyears 48 12.9%
Q -20 years 26 6.9%
Q) 2Tyears and above 14 3.8%
Business Type 6\' Educational 79 21.2%
Manufacturing 101 27.2%
Q Services 169 45.4%
Hospitality 23 6.2%
Respondents Status Employee 161 43.3%
Partner 39 10.5%
Business owner 157 42.2%
Others 15 4.0%
Years of experience 0-5 years 142 38.2%
6-10 years 164 44.1%
11-15 years 47 12.6%
16-20 years 6 1.6%
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21 years and above 13 3.5%

Generational status 1% generation 194 52.2%
2"d generation 150 40.3%
3 generation 28 7.5%
Level of involvement in Figurehead 67 18.0%
business
Manager 228 61.3%
Board member 38 10.2% ° ‘b
Others 39 10.5% ,&\

7

Source: Field Survey Results (2023)

This section consists of respondent's background information that >describes essential
characteristics such as the age of the respondents, gender, marltal%gﬁ ducational level, years
of business existence, business type, respondent's status, ye%%experlence generational status,
and level of involvement in business. To this ef%‘%results are presented in Table 4.2.
According to this Table, Profile of age mdlca.tegk‘ﬁ;%}t 83 respondents, representing 22.3%, were
between the ages of 18-28 years, 144 esggdents representing 38.7% were 29-39 years, 95
respondents representing 25.5% wer years, 35 respondents representing 9.4% were 50-59
years, and 15 respondents repres%)g 4.1% were 60 years and above, indicating that most of the
respondents were betweeb% ;ears. Also, 202 respondents, representing 54.3%, were male,
while 170 responde,{tdgaf)resenting 45.7%, were female, indicating that most of the respondents
were male. F%Qnore, 142 respondents, representing 38.2%, were single, 229 respondents

repres@l .6%, were married, and one respondent representing 0.2% were others.

However, 51 respondents, representing 13.7%, were School certificate holders; 65 respondents,
representing 17.5%, had a diploma; 194 respondents, representing 52.2%, had a BSc; 47
respondents, representing 12.6%, had a Master's degree, ten respondents representing 2.7% had

PhD and five respondents representing 1.63% had others. In addition, 118 respondents,
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representing 31.7%, had 0-5 years of business existence, 166 respondents representing 44.7%,
had 6-10 years, 48 respondents representing 12.9%, had 11-15 years, 26 respondents
representing 6.9%, had 16-20 years, and 14 respondents representing 3.8% had 21 years and
above. Also, 79 respondents, representing 21.2%, ventured into the educational type of business;
101 respondents, representing 27.2%, manufacturing; 169 respondents, representing 45.4%, got
involved in services; and 39 respondents, representing 6.2%, were involved in @ﬁty. 161
respondents, representing 43.3%, were employees, 39 respondents, repré .ﬁ&ngO.S%, were
partners, 157 respondents representing 42.2%, were business owners

. !
representing 4.0%, were others. Concurrently, 142 respondent’{%Xresenting 38.2%, had 0-5

and 15 respondents

years of experience, 164 respondents, representing 126&%d 6-10 years, 47 respondents,
representing 12.6% had 11-15 years, 6 respondent&%c%nting 1.6% had 16-20 years, and 13
respondents representing 3.5% had 21 years n@ye. Businesses in their first generation were
194, representing 52.2%; those in their s%igeneration were 150, representing 40.3%; and the
third generation was 28, represen@'TS% of the sample. Meanwhile, 67 respondents,
representing 18.0%, were ﬁg&éﬁ 228 respondents, representing 61.3%, were managers, 38

respondents represen‘@@) were board members, and 39 respondents representing 10.5%

were others. \
Q

In Table 4.61 nomy was presented as one of the components of entrepreneurial orientation of
famil@ed businesses in Lagos State, Nigeria, using descriptive statistics and computed for
each statement to reveal the frequencies, percentages, mean and standard deviation on a six-point

Likert type scale (6 for Very High (VH), 5 for High (H), 4 Moderately High (MH), 3 for

Moderately low extent (ML), 2 for Low (L), and 1 for Very Low (VL).
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Table 4.3: Descriptive Analysis of Responses on Autonomy

Autonomy VH H MH ML L VL Mean
Supports 163 141 48 12 2 6 5.16
individuals/teams to work o (37.8%) (13.0%) (3.2%) (0.6%) (1.6%)

. (43.8%)

independently

Individuals/teams decide on 97 167 81 13 5 9 4.83

business opportunities to (26.0%) (44.8%) (21.9%) ((3.5%) (1.3%) (2.5%)

pursue \(b
Q')& 4.97

Participation in decision- 114 158 78 21 1 s
making (30.5%) (42.5%) (21.0%) (5.7%) (0.3% ‘\QO
Encourage employee 104 163 81 4.92

opportunities.

initiatives in identifying (27.9%) (43.8%) (21.6%) (6 0%) ‘U\@)W

Delegation of authority 114 162 60 KQ/ 6 4.87
(30.5%) (43.5%) (l6. 2@ o) (4.1%) (1.6%)

b fcat 78 142 13 4.52
ecentralisation (21.0%)  (38.1%) 2\9@9 (10.5%) (3 5%)  (3.5%)

Weighted Mean 4.87

Source: Field Survey Results (2023) (b‘

According to the results in Ta l%) 43.8% of the respondents are rated to a great extent that
they support individu ls@: work independently, 37.8% high, 13.0% moderately high,
3.2% moderately 1%@%} low, and 1.6% very low. On average, the respondents indicated that
they suppon‘%g%uals/teams to work independently, with a mean of 5.16 and a median of 5.
Resul@&ndlcated that 26.0% of the respondents are rated to a very high extent that
individuals/teams decide on business opportunities to pursue, 44.8% high, 21.9% moderately
high, 3.5% moderately low, 1.3% low, and 2.5% very low. On average, the respondents indicated
that individuals/teams deciding on business opportunities to pursue have a mean of 4.83 and a
median of 5. Results also indicated that 30.5% of the respondents are rated to a very high extent

that they participate in decision-making, 42.5% high, 21.0% moderately high, 5.7% moderately
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low, and 0.3% low. On average, the respondents indicated that they participate in decision-
making, which has a mean of 4.97. Results also indicated that 27.9% of the respondents are rated
to a very high extent that they encourage employees' initiatives in identifying opportunities,
43.8% high, 21.6% moderately high, 6.0% moderately low, and 0.6% low. On average, the
respondents indicated that they encourage employees' initiatives in identifying opportunities,
which has a mean of 4.92 and a median of 5. Results also indicated that @g’% of the
respondents are rated to a very high extent that there is delegation of au. %43.5% high,
16.2% moderately high, 4.1% moderately low, 4.1% low, and 1.?% ryﬂlow. On average, the
respondents indicated that there is a delegation of authority, v@\has a mean of 4.87 and a
median of 5. Results also indicated that 21.0% of the requn\%% are rated to a very high extent

that they decentralise, 38.1% high, 23.5% modera , 10.5% moderately low, 3.5% low,

and 3.5% very low. On average, the responfe@icated that they decentralise has a mean of

In Table 4.4, innovativeness v&%sented as one of the components of entrepreneurial
orientation of family-owned h%inﬁsses in Lagos State, Nigeria, using descriptive statistics and
computed for each state reveal the frequencies, percentages, mean and standard deviation
on a six-point Li pe scale (6 for Very High (VH), 5 for High (H), 4 Moderately High (MH),

3 for Moderately low extent (ML), 2 for Low (L), and 1 for Very Low (VL).

QQ

168



Table 4.4: Descriptive Analysis of Responses on Innovativeness

Innovativeness VH H MH ML L VL Mean
Seeking out new 153 148 59 7(1.9%) S - 5.17
ways to do things ~ (41.3%)  (39.7%)  (15.9%) (1.3%)

New product lines 139 161 43 13 6 5 5.08
or services are (37.5%) (43.2%) (13.0%) (3.5%) (1.6%) (1.3%)
important

Changes in 116 103 94 46 8 5 4. 69

products/service (BL.1%) (27.6%) (25.4%) (12.4%) (2.2%) (1.3%) &\
lines are quite

dramatic AQQSQ
Commitment to 140 137 70 16 9 - ‘% 02

invest in new (37.5%) (36.8%) (18.7%) (4.4%) (2. 5%)
technology,

continuous \
improvement &%
R&D A@

Actively 127 154 64
introduces (34.3%) (41.3%) (17.1%) @ (1.0%)
improvements and

mnovations ‘\%
Creativity in its 125 145 \ 9 491
methods of (33.7%) (39.0%) % (4.8%) (1 6%)  (2.5%)
operation

Weighted Mean (7% 5.10

Vi

5.02

Source: Field Survey Results (M

According to the results i '@ 4.4. 41.3% of the respondents are rated to a very high extent
that they seek out K ys to do things, 39.7% high, 15.9% moderately high, 1.9% moderately
low, and 1.3@11 average, the respondents indicated that they seek new ways to do things,
with f 5.17 and a median of 5. Results also indicated that 37.5% of the respondents
rated to a very high extent that new product lines or services are essential, 43.2% high, 13.0%
moderately high, 3.5% moderately low, 1.6% low, and 1.3% very low. On average, the
respondents indicated that new product lines or services are important and have a mean of 5.08
and a median of 5. Results also indicated that 31.1% of the respondents are rated to a very high

extent that the changes in products/service lines are quite dramatic, 27.6%high, 25.4%
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moderately high, 12.4% moderately low, 2.2% low, and 1.3% very low. On average, the
respondents indicated that changes in products/service lines are quite dramatic, with a mean of

4.69.

Results also indicated that 37.5% of the respondents are highly rated to a great extent that they
are committed to investing in new technology, continuous improvement R&D, .3 % high,
18.7% moderately high, 4.4% moderately low, and 2.5% low. On average, @espondents
indicated that they are committed to investing in new technology and c %mprovement
R&D has a mean of 5.02 and a median of 5. Results also indicated,t 3% of the respondents
are rated to a very high extent that they actively introduce imp%g nts and innovations, 41.3%
high, 17.1% moderately high, 6.3% moderately low, and‘&{%low. On average, the respondents
indicated that they actively introduce improvements innovations, with a mean of 5.02 and a
median of 5. Results also indicated that 33. 6 %ﬁh respondents are rated to a very high extent
that there is creativity in their methods %peration, 39.0% high, 18.4% moderately high, 4.8%

moderately low, 1.6% low, and %iry low. On average, the respondents indicated creativity

in their methods of operation%h\a mean of 4.9.

In Table 4.5, Risk-tal@g)was presented as one of the components of entrepreneurial orientation
of family-owne @mess in Lagos State, Nigeria using descriptive statistics and computed for
each st n@t to reveal the frequencies, percentages, mean and standard deviation on a six-point
Likertﬁ scale (6 for Very High (VH), 5 for High (H), 4 Moderately High (MH), 3 for

Moderately low extent (ML), 2 for Low (L), and 1 for Very Low (VL).
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Table 4.5: Descriptive Analysis of Responses to Risk-Taking

Risk Taking VH H MH ML L VL Mean

Investment in high- 69 151 80 46 18 8 4.49
risk projects (with (18.4%) (40.6%) (21.6%) (12.4%) (4.8%) (2.2%)
chances of very

high return)

Bold, wide-ranging

acts necessary to 97 143 101 18 13 - gb‘

achieve the firm’s (26.0%) (38.4%) (27.3%) (4.8%) (3.5%)

objectives .
Commitment of a \

large portion of 104 150 77 26 4.81
resources in order ~ (27.9%)  (40.3%)  (20.6%)  (7.0%) (4 1%) ‘%

to grow
Investment in

significant projects 68 123 71 4.18
through heavy (18.1%) (33.0%) (19.7%) (13 7%&@8 9%) (6 7%)
borrowing Q

Encouragement to 93 136 102 g 11 5 4.70
risks with new

ideas

Exploration and 115 126 (b' 89 23 13 6 4.77

experimentation for  (30.8%) @ (23.8%)  (6.3%) (3.5%) (1.6%)

opportunities

Weighted Mean § 4.62
A (\Q

Source: Field Surve}{lgs\’lts’(ZOB)

N

According t@@ults in Table 4.5. 18.4% of the respondents are rated to a very high extent
that t investments in high-risk projects (with chances of very high return), 40.6% high,
21.6% moderately high, 12.4% moderately low, 4.8% low, and 2.2% very low. On average, the
respondents indicated that they have investments in high-risk projects (with chances of very high
return), with a mean of 4.49 and a median of 5. Results also indicated that 26.0% of the
respondents are rated to a very high extent as having bold, wide-ranging acts necessary to

achieve the firm’s objectives, 38.4% high, 27.3% moderately high, 4.8% moderately low, and
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3.5% low. On average, the respondents indicated that they have bold, wide-ranging acts
necessary to achieve the firm’s objectives, with a mean of 4.79 and a median of 5. Results also
indicated that 27.9% of the respondents are rated to a very high extent that they have a large
portion of resources to grow, 40.3% high, 20.6% moderately high, 7.0% moderately low, and
4.1% low. On average, the respondents indicated they had committed a large portion of resources

° (b
to growth, with a mean of 4.81. \
&

Results also indicated that 18.1% of the respondents are rated to a very hig%[lﬁghat they have
investments in major projects through heavy borrowing, 33.0% highsd 97% moderately high,
13.7% moderately low, 8.9% low, and 6.7% very low. On a&ac'g%}the respondents indicated
they invested in major projects through heavy borrowing,.vv@a mean of 4.18 and a median of 5.
Results also indicated that 25.1% of the respondents ated to a very high extent that they are
encouraged to take calculated risks with n%xﬂg ,836.5% high, 27.6% moderately high, 6.7%
moderately low, 2.9% low, and 1.3% ve w. On average, the respondents indicated that they
are encouraged to take calculatedQ%}with new ideas, with a mean of 4.70 and a median of 5.
Results also indicated that 30%0{ the respondents are rated to a very high extent that they have
exploration and expe@n)@ n for opportunities, 34.0% high, 23.8% moderately high, 6.3%
moderately low, low, and 1.6% very low. On average, the respondents indicated that they

have explored experimented for opportunities, with a mean of 4.77.

In Table¥4.6, proactiveness was presented as one of the components of entrepreneurial
orientation of family-owned business in Lagos State, Nigeria using descriptive statistics and
computed for each statement to reveal the frequencies, percentages, mean and standard deviation
on a six-point Likert type scale (6 for Very High (VH), 5 for High (H), 4 ModeratelyHigh (MH),

3 for Moderately low extent (ML), 2 for Low (L), and 1 for Very Low (VL).
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Table 4.6: Descriptive Analysis of Responses on Proactiveness

Proactiveness VH H MH ML L VL Mean
Initiating action 115 126 89 23 13 6 4.82
which the (30.8%) (36.2%) (232%) (5.7%) (2.2%) (1.9%)
competitors

respond to

Meeting 160 130 66 14 2 - 5.16
customer (42.9%) (34.9%) (17.8%) (3.8%) (0.6%)

demands

Monitoring 129 143 59 31 %\
technological (34.6%) (384%) (15.9%) (8.3%) (2 2%) (0 6%).

trends and
identifying future

customer needs

Excel at 141 130 74 "
identifying (38.4%) (34.9%) (20.0%) (5 7%) (1 0° Qo\
opportunities

New product 144 118 74 4.96

market analysis (30.5%)  (40.0%) (15 6%) (2.5%) (1 6%)

Weighted Mean 4.95

development (38.7%)  (31.7%) (20 0%) %;Q 1.3%) (1 3%)
Conducting 113 149 481

Source: Field Survey Results (2023)

%

According to the results in Table 4.6@78% of the respondents are rated to a very great extent
that they initiate action, which the.’ ompetitors respond to: 36.2% high, 23.2% moderately high,
5.7% moderately low %® and 1.9% very low. On average, the respondents indicated that
they initiate action)qv'l the competitor's responses having a mean of 4.82 and a median of 5.
Results also @led that 42.9% of the respondents are rated to a very high extent that they meet
Meeti@%mer demands, 34.9% high, 17.8% moderately high, 3.8% moderately low, and
0.6% low. On average, the respondents indicated that they meet Meeting customer demands with
a mean of 5.16 and a median of 5. Results also indicated that 34.6% of the respondents are rated
to a very high extent that they monitor technological trends and identify future customer needs,

38.4% high, 15.9% moderately high, 8.3% moderately low, 2.2% low, and 0.6% very low. On
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average, the respondents indicated that they monitor technological trends and identify future

customer needs, which has a mean of 4.93.

Results also indicated that 38.4% of the respondents are rated to a very high extent that they
excel at identifying opportunities, 34.9% high, 20.0% moderately high, 5.7% moderately low,
and 1.0% low. On average, the respondents indicated that they excel at identifying Qp%unities,
with a mean of 5.04 and a median of 5. Results also indicated that 38.7% of the xndents are
rated to a very high extent that they have new product developmeﬂ%‘\g?hlgh 20.0%
moderately high, 7.0% moderately low, 1.3% low, and 1.3%, @R}W. On average, the
respondents indicated that they have new product developmen@ﬁ has a mean of 4.96 and a
median of 5. Results also indicated that 30.5% of the res .G@nts are rated to a very high extent
that they conduct market analysis, 40.0% high, 15. oderately high, 9.8% moderately low,

2.5% low, and 1.6% very low. On averag@lj\\es ondents conducted market analysis with a

mean of 4.81. (b'dé'

In Table 4.7, Competitive Aggressiveness was presented as one of the components of
entrepreneurial orientation «ésraly-owned business in Lagos State, Nigeria using descriptive
statistics and compu@% each statement to reveal the frequencies, percentages, mean and
standard deviati @n a six-point Likert type scale (6 for Very High (VH), 5 for High (H), 4
Mode%@'gh (MH), 3 for Moderately low extent (ML), 2 for Low (L), and 1 for Very Low

(VL).
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Table 4.7: Descriptive Analysis of Responses on Competitive Aggressiveness

Competitive VH H MH ML L VL Mean
Aggressiveness
Competitive posture (undo 87 156 98 25 2 4 4.78
the competitors) (23.5%) (41.9%) (26.3%) (6.7%) (0.6%) (1.0%)
Aggressiveness and
intense competition 66 129 103 60 10 4 4.45
(17.8%) (34.6%) (27.6%) (16.2%) (2.9%) (1.0%)
Price-cutting strategy to . (b
enhance a competitive 104 124 82 40 18 4,%} 4.66
position (27.9%) (33.3%) (22.2%) (10.8%) (4.8%) @ %)
Copying : \
practices/techniques of 78 160 83 39 6% 4.67
successful competitors to  (21.0%) (42.9%) (22.5%)  (10.5%) . (2.2%) (1.0%)

enhance a competitive . )\‘%'ﬂ
position %
Unconventional strategies %'}

to challenge competitors 66 138 97 . 16 11 4.43
(17.8%) (37.1%) (26.0‘@1 1.7%) (4.4%) (2.9%)

Seeking competitive

posture (undo the 96 118 93 50 6 9 4.59

competitors) (25.7%) (31.7%) & 1%)  (13.3%) (1.6%) (2.5%)

Weighted Mean \ 4.61

Source: Field Survey Results (2023) (bd

According to the results in Tablwg)ﬂj% of the respondents are rated to a great extent that
they engage in competitive.@rg (undo-the-competitors), 41.9% high, 26.3% moderately high,
6.7% moderately low, 6Qo low, and 1.0% very low. On average, the respondents indicated that
they engage i %etitive posture (undo-the-competitors) with a mean of 4.78 and a median of
5. Res @ indicated that 17.8% of the respondents are rated to a great extent as engaging in
aggressiveness and intense competition, 34.6% high, 27.6% moderately high, 16.2% moderately

low, 2.9% low, and 1.0% very low. On average, the respondents indicated that they engage in

aggressiveness and intense competition, with a mean of 4.45.

Results also indicated that 27.9% of the respondents are rated to a very high extent that they

engage in a price-cutting strategy to enhance a competitive position, 33.3% high, 22.2%
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moderately high, 10.8% moderately low, 4.8% low, and 1.0% very low. On average, the
respondents indicated that they use a price-cutting strategy to enhance a competitive position,
with a mean of 4.66 and a median of 5. Results also indicated that 21.0% of the respondents are
rated to a very high extent that they copy practices/techniques of successful competitors to
enhance a competitive position, 42.9% high, 22.5% moderately high, 10.5% moderately low,
2.2% low, and 1.0% very low. On average, the respondents indicated t%\ ey copy
practices/techniques of successful competitors to enhance a competitive pos'.' Q@th a mean of
4.67 and a median of 5. Results also indicated that 17.8% of the Eesp&de%lts are rated to a very
high extent that they have unconditional strategies to challenge @itors, 37.1% high, 26.0%
moderately high, 11.7% moderately low, 4.4% low, ar@@o very low. On average, the
respondents indicated that they have unconditiona@ les to challenge competitors, with a
mean of 4.43 and a median of 5. Results also fnd\i&%d that 25.7% of the respondents are rated to

a very high extent that they seek competi‘a'vgeéture (undo-the-competitors), 31.7% high, 25.1%

moderately high, 13.3% modergiy)@ , 1.6% low, and 2.5% very low. On average, the

0\

4.59. C)QQ

In Table 4.8, agatggness was presented as one of the components of entrepreneurial orientation

respondents indicated that the& seek’competitive posture (undo-the-competitors), with a mean of

of family—o& business in Lagos State, Nigeria using descriptive statistics and computed for
each s@ent to reveal the frequencies, percentages, mean and standard deviation on a six-point
Likert type scale (6 for Very High (VH), 5 for High (H), 4 ModeratelyHigh (MH), 3 for

Moderately low extent (ML), 2 for Low (L), and 1 for Very Low (VL).
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Table 4.8: Descriptive Analysis of Responses on Adaptiveness

Adaptiveness VH H MH ML L VL Mean

Response to 116 150 81 16 4 5 4.92
emergencies, risks or  (31.1%) (40.3%) (21.9%) (4.4%) (1.0%) (1.3%)
dangerous situations

Response to a 113 135 97 20 5 éﬁ\

demanding or (30.5%) (36.2%) (26.0%) (5.4%) (1.3%) (0 6%)

stressful situation é \
i 119 174 60 13 5.03

Response to ill-
defined work (32.1%) (46.7%) (16.2%) (3.5%) (1 0 @0’%%

situations that

appear unexpectedly 6&%
Q

Snappy decision 116 132 8.& 1 4.89
making to uncertain  (31.1%) (35.6%) (25 4% (0.3%)

and unpredictable

occurrence

Interpersonal 109 145 Q.) 32 7 - 4.85
adaptability (29.2%) (39. 0@21 3%) (8.6%) (1.9%)

Cultural adaptability 112 22 5 5 4.88

(working with other  (30.2% (4 0%) (21 3%) (6.0%) (1.3%) (1.3%)
companies or

nationalities) Q’Q
Physical adaptab111 Cﬂ& 116 29 7 11 4.82
(e.g. working (35.6%) (31.1%) (20 6%) (7.9%) (1.9%) (2.9%)
conditions t@a

noise, deg

rlsk/d’u erent

1n your pation,

weather hazard.)

Weighted Mean 489 5

Source: Field Survey Results (2023)

According to the results in Table 4.8. 31.1% of the respondents are rated to a very great extent

that they respond to emergencies, risk or dangerous situations, 40.3% high, 21.9% moderately
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high, 4.4% moderately low, 1.0% low, and 1.3% very low. On average, the respondents indicated
that they respond to emergencies, risks, or dangerous situations with a mean of 4.92 and a
median of 5. Results also indicated that 30.5% of the respondents are rated to a very high extent
that they respond to a demanding or stressful situation, 36.2% high, 26.0% moderately high,
5.4% moderately low, 1.3% low, and 0.6% very low. On average, the respondents indicated that
they respond to a demanding or stressful situation with a mean of 4.87 and a medi@;}. Results
also indicated that 32.1% of the respondents are rated to a very high exten .N%y respond to
ill-defined work situations that appear unexpectedly, 46.7% high,.l6.%r’r§10derately high, 3.5%
moderately low, 1.0% low, and 0.6% very low. On average, the.@en ents indicated that they

respond to ill-defined work situations that appear unexpea@%ith a mean of 5.03.

Results also indicated that 31.1% of the responder@e rated to a very high extent that they
make snappy decisions to uncertain an 1@ ictable occurrences, 35.6% high, 25.4%
moderately high, 7.6% moderately lo@nd 0.3% very low. On average, the respondents
indicated that they make snapp)%%dons to uncertain and unpredictable occurrences, with a
mean of 4.89 and a median .Results also indicated that 29.2% of the respondents are rated

highly as having i@)}%ozral adaptability, 39.0% high, 21.3% moderately high, 8.6%

moderately lo ,éd 1.9% low. On average, the respondents indicated that they have
%

interpersong tability, which has a mean of 4.85.

Resul&o indicated that 30.2% of the respondents are rated to a very great extent as having
cultural adaptability (working with other companies or nationalities), 40.0% high, 21.3%
moderately high, 6.0% moderately low, 1.3% low, and 1.3% very low. On average, the
respondents indicated that they have cultural adaptability (working with other companies or

nationalities), with a mean of 4.88 and a median of 5. Results also indicated that 35.6% of the
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respondents are rated to a very high extent that they have physical adaptability (e.g. working
conditions that entail noise, degree of risk/danger inherent in your occupation, weather hazard.),
31.1% high, 20.6% moderately high, 7.9% moderately low, 1.9% low, and 2.9% very low. On
average, the respondents indicated physical adaptability (e.g. working conditions that entail noise,

degree of risk/danger inherent in your occupation, weather hazard.), with a mean of 4.82 and a

median of 5. @I&{b

S

In Table 4.9, Firm growth was presented as one of the component ¢ “Organisational
performance of family-owned businesses in Lagos State, Nigenia,@gx descriptive statistics
computed for each statement to reveal the frequencies, percentﬁs,%n\ean and standard deviation
on a six-point Likert type scale (6 for Very High (VH), 5 ] O&igh (H), 4 ModeratelyHigh (MH),

3 for Moderately low extent (ML), 2 for Low (L), an r Very Low (VL).

»

Table 4.9: Descriptive Analysis of Respo es’q\ Firm Growth

Firm Growth VH H ‘% ML L VL  Mean
Firm growth 118 161 <[\ 14 - - 5.03
compared to (31.7%) .2%3 (21.3%)  (3.8%)

direct/indirect

competitors *

Profit  growth QQ,ns 99 18 : 5 479
compared ¢ %) (47.0%) (26.7%) (4.8%) (1.3%)
direct/indirect %\

competitors

Staff_~\\growth 71 158 11 21 6 4 4.68
compar o (19.0%) (42.5%) (29.8%) (5.7%) (1.6%) (1.3%)
direct/indirect

competitors

Market share 81 158 86 38 4 2 4.73
growth compared (222%) (425%) (232%) (10.5%) (1.0%) (0.6%)

to  direct/indirect

competitors

Supply chain view 76 170 95 21 1 5 4.75
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of the firm product (20.3%) (45.7%) (25.7%) (6.7%)  (0.3%) (1.3%)
and services

Investment appetite 100 138 83 33 11 7 4.71
in research and (27.0%) (37.1%) (22.2%) (8.9%) (2.9%) (1.9%)
development

Weighted Mean 4.78

Source: Field Survey Results (2023) . %

According to the results in Table 4.9. 31.7% of the respondents are rated to a %ten‘[ that
the firm's growth is compared to direct/indirect competitors, 43.2% high,‘%}moderately high,
and 3.8% moderately low. On average, the respondents indicated the firm, compared to
direct/indirect competitors, has a mean of 5.03 and a mediar@ ! Results also indicated that
20.3% of the respondents are rated to a very high e;@that there is profit compared to
direct/indirect competitors, 47.0% high, 26.7% moder high, 4.8% moderately low, and 1.3%
very low. On average, the respondents ind@&bh there is profit compared to direct/indirect
competitors, with a mean of 4.79 and a@dian of 5. Results also indicated that 19.0% of the
respondents are rated to a Vew«{e%extent that staff growth is compared to direct/indirect

competitors, 42.5% high, 29&%moderately high, 5.7% moderately low, 1.6% low, and 1.3%

very low. On averagé, tl@'e ondents indicated that staff growth compared to direct/indirect

competitors ha: a@n of 4.68.

Results @dlcated that 22.2% of the respondents are rated to a very high extent that there is
markeﬁre growth compared to direct/indirect competitors, 42.5% high, 23.2% moderately
high, 10.5% moderately low, 1.0% low, and 0.6% very low. On average, the respondents
indicated that there is market share compared to direct/indirect competitors, with a mean of 4.73
and a median of 5. Results also indicated that 20.3% of the respondents are rated to a very high

extent that there is a supply chain view of the firm product and services, 45.7% high, 25.7%
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moderately high, 6.7% moderately low, 0.3% low, and 1.3% very low. On average, the
respondents indicated that the supply chain view of the firm product and services has a mean of
4.75 and a median of 5. Results also indicated that 27.0% of the respondents are rated to a very
high extent that there is investment appetite in research and development, 37.1% high, 22.2%
moderately high, 8.9% moderately low, 2.9% low, and 1.9% very low. On average, the

respondents indicated that there is investment appetite in research and developme%‘g% a mean

ann %\%

Relating results in tables 4.3, 4.4, 4.5, 4.6, 4.7, 4.8, and 4.9,t én, the entrepreneurial
orientation measures, including autonomy, innovative%&%\risk—taking, Competitive
Aggressiveness, proactiveness, and adaptiveness have .eﬁ@kg patterns of increase with firm
growth of family-owned business in Lagos State, Nigeégia. The findings reveal that there is a high
level of response to emergencies, risks or .gésu situations, response to an ill-defined work
situation that appears unexpectedly, Hig petitive posture to undo competitors, Price-cutting
strategy to enhance a competiﬁ%&dition, Monitoring technological trends and identifying
future customer needs, inveﬂ%eqt in high-risk projects (with chances of very high return),
Seeking out new wa@)@j things, and the commitment to invest in new technology, and
continuous im r@ent R&D for the family-owned business in Lagos State, Nigeria. Also,
there is evii% of Profit growth compared to direct/indirect competitors, Staff growth
compz@o direct/indirect competitors and Market share growth compared to direct/indirect
competitors for the family-owned business in Lagos State, Nigeria. Consequent to the
abovementioned findings, entrepreneurial orientation dimensions may influence the growth of
family-owned businesses in Lagos State, Nigeria. This responded to research question one and

has enabled the researcher to achieve the first objective of this study.
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In Table 4.10, customer satisfaction was presented as one of the components of the
organisational performance of the family-owned business in Lagos State, Nigeria using
descriptive statistics computed for each statement to reveal the frequencies, percentages, mean
and standard deviation on a six-point Likert type scale (6 for Very High (VH), 5 for High (H), 4

ModeratelyHigh (MH), 3 for Moderately low extent (ML), 2 for Low (L), and 1 for Very Low

N

(VL). %
Table 4.10: Descriptive Analysis of Responses to Customer Satisfactiﬂ%‘\qo
Customer VH H MH \§L Mean
Satisfaction

(c}

customers' feedback ~ (36.5%) (41.3%) (162%) (3: (2.5%)

or complain ®
Efforts to ensure 147 164 5 1 2 5.16

customer satisfaction  (39:4%)  (44.1%) @ (4.1%) (0.3%) (0.6%)

Attitude to address 136 154 60 13 E@" 9.3 5.03

Complementary 125 153 16 5 - 5.01
services (33.7%) (41 (19.7%)  (4.4%) (1.3%)

Impact on the general 145 «55}‘ 49 23 - 4 5.12
well-being of (39:4%) (0.6%) (133%) (6:3%) (0.3%)
customers

Promptness in
rendering servi eb

C}Q 151 56 6 8 4 502

(35.9%) (40.6%) (17.8%) (1.9%) (2.5%) (1.3%)

Smooth route t 151 144 44 13 16 4 5.05
accompl (40.6%) (38.7%) (11.7%) (3.5%) (4.4%) (1.0%)
custom eed

Weighted 5.07

Source: Field Survey Results (2023)

According to the results in Table 4.10. 36.5% of the respondents are rated to a very high extent

that they have an attitude to address customers’ feedback or complaints, 41.3% high, 16.2%
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moderately high, 3.5% moderately low, and 2.5% very low. On average, the respondents
indicated that they have an attitude to address customers' feedback or complaints, which has a
mean of 5.03 and a median of 5. Results also indicated that 39.4% of the respondents are rated to
a very high extent that they show effort to ensure customer satisfaction, 44.1% high, 11.4%
moderately high, 4.1% moderately low, 0.3% low, and 0.6% very low. On average, the
respondents indicated that they show effort to ensure customer satisfaction, whic%&(}mean of
5.16 and a median of 5. Results also indicated that 33.7% of the responden . 'bg@ted to a very
high extent that they have complementary services, 41.0% high, 19‘<J r%oderately high, 4.4%

moderately low, and 1.3% low. On average, the respond@in icated that they have

complementary services, which have a mean of 5.01. . '\QQ

Results also indicated that 39.4% of the respondents%ated to a very high extent that they have
an impact on the general well-being of cu@ , 40.6% high, 13.3% moderately high, 6.3%
moderately low, and 0.3% low. On av%e, the respondents indicated that they have of the
general well-being of customers% ean of 5.12 and a median of 5. Results also indicated
that 35.9% of the respondenﬁo\rated to a very high extent that they are prompt in rendering
services, 40.6% high@oderately high, 1.9% moderately low, 2.5% low, and 1.3% very
low. On avera, e,@respondents indicated that they are prompt in rendering services, with a
mean of 5.%‘% a median of 5. Results also indicated that 40.6% of the respondents rated to a
very hi tent that there is a smooth route to accomplish customers' needs, 38.7% high, 11.7%
moderately high, 3.5% moderately low, 4.4% low, and 1.0% very low. On average, the
respondents indicated that they are smooth route to accomplish customers' needs has a mean of

5.05.
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Relating results in tables 4.3, 4.4, 4.5, 4.6, 4.7, 4.8, and 4.10 together, the entrepreneurial
orientation measures, including autonomy, innovativeness, risk-taking, Competitive
Aggressiveness, proactiveness, and adaptiveness have varying patterns of increase with customer
satisfaction of family-owned business in Lagos State, Nigeria. The findings reveal that there is a
high level of response to emergencies, risks or dangerous situations, response to an ill-defined
work situation that appears unexpectedly, High Competitive posture to undo corr%@&rs, Price-
cutting strategy to enhance a competitive position, Monitoring techn: , bg% trends and
identifying future customer needs, investment in high-risk projects 'thﬂc ances of very high
return), Seeking out new ways to do things, and the commitme ivest in new technology,
and continuous improvement R&D for the family-owned bu@%@ in Lagos State, Nigeria. Also,
attitude to address customers' feedback or complain@ to ensure customer satisfaction, and
Promptness in rendering services are all to a @Sent for the family-owned business in Lagos
State, Nigeria. Consequent to these %1'@, entrepreneurial orientation dimensions may
influence customer satisfaction for L (bState, Nigeria, family-owned businesses. This response

to research question two has i;ble the researcher to achieve the second objective of this study.
'\

In Table 4.11, Talent@:;@%s presented as one of the components of succession planning as it

relates to famiiz—@@d businesses in Lagos State, Nigeria, using descriptive statistics computed

for each st%m t to reveal the frequencies, percentages, mean and standard deviation on a six-
point @ type scale (6 for Very High (VH), 5 for High (H), 4 Moderately High (MH), 3 for

Moderately low extent (ML), 2 for Low (L), and 1 for Very Low (VL).

Table 4.11: Descriptive Analysis of Responses on Talent Turnover

Talent Turnover VH H MH ML L VL Mean
Promotion  within 119 123 47 16 8 2 5.03
based on merit. (37.8%) (39.0%) (14.9%) (5.1%) (2.5%) (0.6%)
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Willingness to retain 141 145 56 19 2 - 5.05

employees (362%) (37.8%) (21.3%) (4.1%)  (0.6%)

Job satisfaction 122 144 69 26 9 2 4.90
(327%)  (38.7%) (184%) (7.0%)  (2.5%) (0.6%)

Retain job due to the 122 151 60 30 7 2 4.92

management (32.7%)  (40.6%) (162%) (7.9%0  (1.9%) (0.6%)

encouragement.

key positions 89 151 83 42 4

available in  total (23.8%0 (40.6%) (222%) (11.4%) (1.3%) (0 6%) Q}

talent turnover \
Employee 123 125 69 29 12 ;T\, 4.74
motivation to work (33.0%) (33.7%) (18.4%) (7.9%) 63 8%)

till retirement age. &%\

Weighted 4.89

Source: Field Survey Results (2023)
According to the results in Table 4.11. 37.8% of th@ dents are rated to a very high extent

that there is promotion within based on mer)@ 0% high, 14.9% moderately high, 5.1%
moderately low, 2.5% low, and 0.6% ve IQJOn average, the respondents indicated that there
is promotion based on merit, which I%(bmean of 5.03 and a median of 5. Results also indicated
that 36.2% of the respondents are ated to a very high extent that they are willing to retain
employees, 37.8% % moderately high, 4.1% moderately low, and 0.6% low. On
average, the respo Qndlcated that they are willing to retain employees, which has a mean of
5.05and a rrf%x of 5. Results also indicated that 32.7% of the respondents are rated to a very
high ¢ @at they have job satisfaction, 38.7% high, 18.4% moderately high, 7.0% moderately
low, 2.5% low, and 0.6% very low. On average, the respondents indicated job satisfaction with a

mean of 4.90.

Results also indicated that 32.7% of the respondents are rated to a very high extent that they

retain jobs due to the management encouragement, 40.6% high, 16.2% moderately high, 7.9%
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moderately low, 1.9% low, and 0.6% very low. On average, the respondents indicated that they
retain jobs due to management encouragement, with a mean of 4.92 and a median of 5. Results
also indicated that 23.8% of the respondents are rated to a very high extent that key positions are
available in total talent turnover, 40.6% high, 22.2% moderately high, 11.4% moderately low,
1.3% low, and 0.6% very low. On average, the respondents indicated that key positions are
available in total talent turnover, with a mean of 4.72 and a median of 5. Result%g}mdicated
that 33.0% of the respondents are rated to a very high extent that they m .ﬁQ mployees to
work till retirement age, 33.7% high, 18.4% moderately high, 7.9.% dg{ately low, 3.2% low,
and 3.8% very low. On average, the respondents indicated th@\y motivated employees to

work till retirement age, with a mean of 4.74. N QQ)

In Table 4.12, Bench strength is presented as one oﬁbomponents of succession planning as it
relates to family-owned businesses in Lago@a‘%,v igeria, using descriptive statistics computed
for each statement to reveal the frequen% percentages, mean and standard deviation on a six-
point Likert type scale (6 for V igh (VH), 5 for High (H), 4 ModeratelyHigh (MH), 3 for

Moderately low extent (ML),&2 for\Low (L), and 1 for Very Low (VL).

Table 4.12: Descrip@Analysis of Responses on Bench Strength

Bench Strength 6\‘ VH H MH ML L VL Mean
Formal traini o enhance 132 151 71 6 12 - 5.04
skills @erformance (35.6%) (40.6%) (19.0%) (1.6%) (3.2%)

My promotion is a product of 82 156 92 22 11 9 4.66

the induction of the training (21.9%) (41.9%) (24.8%) (6.0%) (2.9%) (2.5%)
program.

Targets and objectives are 92 156 92 15 12 5 4.77
attained and identified (24.8%) (41.9%) (24.8%) (4.1%) (3.2%) (1.3%)

through training Programs.

Career paths are shaped by 79 173 79 28 8 5 4.73
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participation  in  training (21.3%) (46.3%) (21.3%) (7.6%) (2.2%) (1.3%)
Programs.

Performance of successors 103 162 72 26 9 - 4.87
used to fill vacant positions (27.6%) (43.5%) (19.4%) (7.0%) (2.5%)
from within

Future security within the 110 157 73 14 18 - 4.88
firm (29.5%) (42.2%) (19.7%) (3.8%) (4.8%)
\(b 4.83

Weighted Mean P,

Source: Field Survey Results (2023) . QS) i

According to the results in Table 4.12. 35.6% of the respondents are rate o\very high extent
that they engage in formal training to enhance skills for job perf@a 40.6% high, 19.0%
moderately high, 1.6% moderately low, and 3.2% low. On aésge the respondents indicated
that they engage in formal training to enhance skills 40 Xperformance with a mean of 5.04
and a median of 5. Results also indicated that 21§f the respondents rated to a very high
extent that their promotion is a product of 1@3%5% of the training program, 41.9% high, 24.8%
moderately high, 6.0% moderately @@2.9% low, and 2.5% very low. On average, the
respondents indicated that their&ej:otion is a product of induction of the training program,
which has a mean of 4. %ﬁiﬂa median of 5. Results also indicated that 24.8% of the
respondents are rate@a very high extent that their targets and objectives are attained and
identified thr‘@ming Programs, 41.9%high, 24.8% moderately high, 4.1% moderately low,
3.2% %@d 1.3% very low. On average, the respondents indicated that their targets and

objectivesare attained and identified through training Programs, with a mean of 4.77.

Results also indicated that 21.3% of the respondents are rated to a very high extent that their
career paths are shaped by participation in training Programs, 46.3% high, 21.3% moderately
high, 7.6% moderately low, 2.2% low, and 1.3% very low. On average, the respondents indicated

that their career paths are shaped by participation in training Programs, with a mean of 4.73 and
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a median of 5. Results also indicated that 27.6% of the respondents rated to a very high extent
that their performance of successors used to fill vacant positions from within, 43.5% high, 19.4%
moderately high, 7.0% moderately low, and 2.5% low. On average, the respondents indicated
that their successor used to fill vacant positions from within has a mean of 4.87. Results also
indicated that 29.5% of the respondents are rated to a very high extent that they have future
security within the firm, 42.2% high, 19.7% moderately high, 3.8% moderately @Xnd 4.8%
low. On average, the respondents indicated that they have future securlty‘@ firm, with a

mean of 4.88 and a median of 5. ‘% -

In Table 4.13, Time to Fill was presented as one of the comp(@%of succession planning as it

relates to family-owned businesses in Lagos State, Ni ew g descriptive statistics computed
né mean and standard deviation on a six-

for each statement to reveal the frequencies, perce
point Likert type scale (6 for Very High ( )‘Q-f High (H), 4 ModeratelyHigh (MH), 3 for

Moderately low extent (ML), 2 for Low ( nd 1 for Very Low (VL).

Table 4.13: Descriptive Analysis‘ef Responses on Time to Fill

Time to Fill Q X H MH ML L VL Mean
Effectiveness of recrui 292 147 &1 34 11 7 4.72
when talent needed i1 (24.8%) (39.4%) (21.9%) (9.2%) (2.9%) (1.8%)

available within \

Propensity ﬁ a vacant 99 150 81 31 6 5 4.78
position by promoting within ~ (26.6%) (40.3%) (21.9%) (8.3%) (1.6%) (1.3%)

Availab of successors fora 97 144 85 34 7 5 4.74
vacant position within the firm  (26.0%) (38.7%) (22.9%) (9.2%) (1.9%) (1.3%)

Propensity to fill key positions 98 156 77 29 5 7 4.78
quickly (26.4%) (41.9%) (20.6%) (7.9%) (1.3%) (1.9%)
Performance of successors 115 138 73 31 7 8 4.80

used to fill vacant positions (30.8%) (37.1%) (19.7%) (8.3%) (1.9%) (2.2%)
from outside
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Weighted Mean 4.76

Source: Field Survey Results (2023)

According to the results in Table 4.13. 24.8% of the respondents are rated to a very high extent
that they have effectiveness of recruitment when talent needed is not available within, 39.4%
high, 21.9% moderately high, 9.2% moderately low, 1.9% low, and 1.6% very lows %Verage,
the respondents indicated that they have the effectiveness of recruitment wpe t@[ needed is
unavailable within has a mean of 4.72 and a median of 5. Results also indﬂ%‘;‘hg%ﬂ% of the
respondents are rated to a very high extent that they have a propensi fill a vacant position by
promoting within 40.3% high, 21.9% moderately high, 8.3% @%\'ately low, 1.6% low, 1.3%
very low. On average, the respondents indicated a ;@ity to fill a vacant position by

promoting within has a mean of 4.78.

O

Results also indicated that 26.0% of the@ndents are rated to a very high extent that
successors are available for a vacant on within the firm, 38.7% high, 22.9% moderately
high, 9.2% moderately low, 1.9°/wgnd 1.3% very low. On average, the respondents indicated
that successors are availab %Q/acant position within the firm, which has a mean of 4.74 and
a median of 5. Resu@so indicated that 26.3% of the respondents are rated to a very high
extent that ther '%ropensity to fill key positions quickly, 41.9% high, 20.6% moderately high,
7.9% «@ely low, 1.3% low, and 1.9% very low. On average, the respondents indicated a
propergto fill vacant positions, with a mean of 4.78 and a median of 5. Results also indicated
that 30.8% of the respondents are rated to a very high extent that the performance of successors
used to fill vacant positions from outside, 37.1% high, 19.7% moderately high, 8.3% moderately
low, 1.9% low, and 2.2% very low. On average, the respondents indicated that the performance

of successors used to fill vacant positions from outside has a mean of 4.80.
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In Table 4.14, Business continuity was presented as one of the components of the organisational
performance of family-owned businesses in Lagos State, Nigeria, using descriptive statistics
computed for each statement to reveal the frequencies, percentages, mean and standard deviation
on a six-point Likert type scale (6 for Very High (VH), 5 for High (H), 4 ModeratelyHigh (MH),
3 for Moderately low extent (ML), 2 for Low (L), and 1 for Very Low (VL).

A
&

Table 4.14: Descriptive Analysis of Responses on Business Contlnulty ‘\QO

Business Continuity VH H MH ML VL Mean
Operational risk 116 149 75 ‘7\9 7 4.90
assessment and (31.1%) (40%) (20.3%) (4 8 %)  (1.9%)
protection against such. %

Identification of essential 110 140 87 6 2 4.84
activities to deliver the (29.5%) (37.5%) o) (7.3%) (1.6%) (0.6%)
products, services

Updating the Business 111 % 17 5 2 4.90

145
Continuity plan for the (29.8%) (Q)) (24.5%) (4.8%) (1.3%) (0.6%)
products, services

Staff awareness of the 110 91 20 9 2 4.84
BC Procedures and their (29. 5% (37 5%) (24.4%) (5.5%) (2.5%) (0.6%)
roles and responsibilities

Effectiveness of the Ql ;:8 110 103 23 11 7 4.75
IT Continuity Plan (31 7%) (29.5%) (27.7%) (6.3%) (2.9%) (1.9%)

Effectlveneﬁ% ritical 115 136 73 28 16 4 4.79
data bac ata and (30.8%) (36.5%) (19.7%) (7.6%) (4.4%) (1.0%)

avail s1te

Weighted Mean 4.84

Source: Field Survey Results (2023)

According to the results in Table 4.14. 31.1% of the respondents are rated to a very high extent
that they engage in operational risk assessment and protection against such, 40.6% high, 20.3%
moderately high, 4.8% moderately low, 1.9% low, and 1.9% very low. On average, the
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respondents indicated that they engage in operational risk assessment and protection against such
has a mean of 4.90 and a median of 5. Results also indicated that 29.5% of the respondents are
rated to a very high extent that they identify essential activities to deliver their product services,
37.5% high, 23.5% moderately high, 7.3% moderately low, 1.6% low, and 0.6% very low. On
average, the respondents indicated that they identify essential activities to deliver their products
and services, having a mean of 4.84 and a median of 5. Results also indicated th%’igng of the
respondents are rated to a very high extent that they update the Business Co .ﬁ&g lan for their
products and services, 39.0% high, 24.4% moderately high, 4.8% r.nod tﬁ;%y low, 1.3% low, and
0.6% very low. On average, the respondents indicated that they@ue ¢ Business Continuity

plan for their products and services, which has a mean of 490&2)

Results also indicated that 29.5% of the respondentsgrated to a very high extent that there is
staff awareness of the BC Procedures and Y \wl s and responsibilities, 37.5% high, 24.4%
moderately high, 5.4% moderately 10%2.5% low, and 0.6% very low. On average, the
respondents indicated that there'&%i awareness of the BC Procedures and their roles and
responsibilities, which has a %n\of 4.84 and a median of 5. Results also indicated that 31.7%
of the respondents ra@%%fectiveness of the firm IT Continuity Plan to a very high extent,
29.5% high, 2 .6%&00derately high, 6.3% moderately low, 2.9% low, and 1.9% very low. On
average, thse ondents indicated that the effectiveness of the firm's IT Continuity Plan has a
mean o 5 and a median of 5. Results also indicated that 30.8% of the respondents rated to a
very high extent the effectiveness of critical data-backed data and availability offsite, 36.5% high,
19.7% moderately high, 7.6% moderately low, 4.4% low, and 1.0% very low. On average, the
respondents indicated that there is effectiveness of critical data backed data and availability

offsite has a mean of 4.79.
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Relating results in tables 4.11, 4.12, 4.13, and 4.14 together, the succession planning measures,
including talent turnover, Time to Fill, and Bench strength, varying patterns of increase with
family business continuity in Lagos State, Nigeria. The findings reveal that there is a high level
of response concerning promotion based on merit, Willingness to retain employees,
Effectiveness of recruitment when talent needed is not available within, high propensity to fill
key positions quickly, and a high level of formal training that enhances é@&(bfor job
performance. Also, Updating the Business Continuity plan for your produ .tg\g@ services and
ensuring operational risk assessment and protection are sugges.ted lg$ of high level. The
abovementioned findings suggest that success planning dimensiogs.nfluence business continuity

for family-owned businesses in Lagos State, Nigeria. This@%%nse to research question three

has enabled the researcher to achieve the third obj ec@is study.

In Table 4.15, Omoluabi leadership was préﬁé&% the intervening variable for family-owned
business in Lagos State, Nigeria using d%iptive statistics and computed for each statement to
reveal the frequencies, percentag%%n and standard deviation on a six-point Likert type scale

(6 for Very High (VH), 5 forHigh (H), 4 ModeratelyHigh (MH), 3 for Moderately low extent

(ML), 2 for Low (L), @Qo Very Low (VL).

Table 4.15: D ive Analysis of Responses on Omoluabi L.eadership
Omoluabi Leadership VH H MH ML L VL Mean
—_—
Respe employees 172 135 56 5 2 2 5.24
(46.3%) (36.3%) (14.9%) (1.3%) (0.6%) (0.6%)
Ability to handle challenges 150 152 57 5 4 4 5.15

with sound character and (40.3%) (41.0%) (15.2%) (1.3%) (1.0%) (1.2%)
wisdom in judgment

Willingness to assist 133 150 70 12 5 2 5.04

employee in their various (35.9%) (40.3%) (18.7%) (3.2%) (1.3%) (0.6%)
engagements
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Truthful and reliability in 147 150 59 16 - - 5.15

carrying out their duties (39.4%) (40.3%) (15.9%) (4.4%)

Skillfulness in carrying out 129 155 66 12 5 5 5.02
their various responsibilities (34.6%) (41.9%) (17.7%) (3.2%) (1.3%) (1.3%)
Skillfulness  in  handling 140 135 72 12 12 1 5.01
arising problems (37.8%) (36.2%) (19.3%) (3.2%) (3.2%) (0.3%)

Ethical and high-standard 137 141 68 20 2 ‘éﬁb 02
compliance (36.8%) (37.8%) (18.4%) (5.4%) (0.6% %)
Dignity and socially approved 143 147 58 18 5 \ 5.08

language n addressing (38.4%) (39.6%) (15.6%) (4.8%) (I:3%) (0.3%)
employees

5.

. |
Weighted ,C:\\‘ 5.09
Source: Field Survey Results (2023) Q@\v

According to the results in Table 4.15. 46.3% of t@dents are rated to a very high extent
that they have respect for all employees, 36.2%0,High, 14.9% moderately high, 1.3% moderately
low, 0.6% low, and 0.6% very low. n%‘age, the respondents indicated respect for all
employees, with a mean of 5.24 an@median of 5. Results also indicated that 40.3% of the
respondents are rated to a very highyéxtent that they can handle challenges with sound character
and wisdom in judgment&/ I?igh, 15.2% moderately high, 1.3% moderately low, 1.0% low,
1.3% very low. ge, the respondents indicated that they can handle challenges with
sound charae%ﬂgwisdom in judgment, having a mean of 5.15 and a median of 5. Results also
indica 35.9% of the respondents are rated to a very high extent that they are willing to
assist employees in their various engagements, 40.3% high, 18.7% moderately high, 3.2%
moderately low, 1.3% low, and 0.6% very low. On average, the respondents indicated that they
are willing to assist employees in their various engagements, with a mean of 5.04 and a median

of 5. Results also indicated that 39.4% of the respondents are rated highly as truthful and reliable

in carrying out their duties, 40.3% high, 15.9% moderately high, and 4.4% moderately low. On
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average, the respondents indicated that they are truthful and reliable in carrying out their duties,

with a mean of 5.02.

Results also indicated that 37.8% of the respondents are rated highly as skilled in carrying out

their responsibilities, 41.9% high, 17.8% moderately high, 3.2% moderately low, 1.3% low, and

1.3% very low. On average, the respondents indicated that they are skilled in carryingyout their
Y

various responsibilities, with a mean of 5.02 and a median of 5. Results also ind'i edrthat 37.8%

of the respondents are rated to a very high extent that they are skil dling arising
problems, 36.2% high, 19.4% moderately high, 3.2% moderately 10\6&% low, and 0.3% very
low. On average, the respondents indicated that they are ski%%handling arising problems
with a mean of 5.01 and a median of 5. Results also indi.@that 36.8% of the respondents are
rated to a very high extent that they have ethical a igh standard compliance, 37.8% high,
18.4% moderately high, 5.4% moderately 2’@60 low, and 1.0% very low. On average, the
respondents indicated ethical and high st@rd compliance, with a mean of 5.02 and a median of
5. Results also indicated that 384% <§‘e respondents are rated to a very high extent that they
have dignity and socially a&%)wged language in addressing employees, 39.7% high, 15.6%
moderately high, 4.%%%mtely low, 1.3% low, and 0.3% very low. On average, the
respondents :%1@44 that they have dignity and socially approved language in addressing

employees, which has a mean of 5.08.

Relati&sults in tables 4.3, 4.4, 4.5, 4.6, 4.7, 4.8, 4.9, 4.10, 4.11, 4.12, 4.13, 4.14 and 4.15
together, the entrepreneurial orientation measures, including autonomy, innovativeness, risk-
taking, Competitive Aggressiveness, proactiveness, and adaptiveness have varying patterns of
increase with the performance of family-owned business in Lagos State, Nigeria. Likewise,

succession planning dimensions, which include talent turnover, till-to-fill, and Bench Strength,
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have varying patterns of increase with the performance of the family-owned businesses in Lagos
State, Nigeria. This finding suggests that examining entrepreneurial orientation and succession
planning may influence family-owned businesses' performance in Lagos State, Nigeria. This
response to research question four has enabled the researcher to achieve the fourth objective of
this study. Furthermore, the respondents rate the Omoluabi leadership orientation exhibited by
management. Given that Omoluabi's leadership have a varying pattern of é&r&ase with
entrepreneurial orientation, succession planning, and performance of fami .-% business in
Lagos State, Nigeria, this finding suggests that Omoluabi's leadership ﬂay3 act as an intervening

variable which can influence the interaction between entrepr@iral orientation, succession

planning, and performance of family-owned business in La@glﬁte, Nigeria.

4.2 Test of Hypotheses Q

Hol: Entrepreneurial orientation dimension@a:)%no significant effect on customer satisfaction

of family-owned businesses in Lagos SQ@Q igeria.
(@

PRO20

AUTT 0775 o
AUT2 4—8 ;gg— 0.806 —» PROZ22
0.723
4— 0838 T* T proas
AUT4 roactiveness
Autonomy CUus1
0.171 T 0.299
NN Ehisie
*—p.a61 . s . oo
INNT2 4—0723 izas 0.772 0.817
——— -0.005 O.770—p  ADAZA
NN 0860

Innovativeness ADASD

Customer Ldaptiveness
-0.023 Satisfacti oy

RIT13
-— COM25
O.776
RIT1S 4—3:?; —oeas—b COmM26
L ‘o oFT2
RIT1&

Risk Taki COM30
= Lehic Com petitive

Aggressivensss

Figure 4.1: Path Analysis for Hypotheses One
Source: Researcher’s Computation via SmartPLS V4.0
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Table 4.16: Summary of PLS-SEM Analysis for the Relative Effect of Entrepreneurial

Orientation on Customer Satisfaction

Path Description Original T- P-Values F?
Sample(O) Statistics

Adaptiveness —» Customer satisfaction -0.006 0.063 0.950 0.000
Autonomy - Customer satisfaction 0.171 1.777 0. Q7 0.032
Competitive Aggressiveness - Customer satisfaction 0.084 0.829 @B\ 0.007
Innovativeness —» Customer satisfaction 0.245 %08 0.061
Pro-activeness - Customer satisfaction 0.299 0.002 0.081
Risk Taking -~ Sale growth -0.023 @&2% 0.788 0.001
R Square (outcome variable) QQ Adj R? Q?
Model 1 QQ

0.316 0.182

Customer satisfaction \% 0.359
r\ A

Source: Researcher’s Results via Sma Pw 4.0 (2022)

Table 4.16 presents the results o L@M analysis for the effect of entrepreneurial orientation

dimension (Autonomy, innovativeness, risk-taking, competitive aggressiveness, pro-activeness

and adaptiveness) or@ satisfaction in Lagos State, Nigeria. PLS-Structural Equation

Modelling (PLS- ) was adopted using the SmartPLS statistical platform version 4.0 to test

the null hy;éoth‘e%is one. The study used the PLS algorithm's command, which is appropriate for

predic@ffect relationships, ran the bootstrapping to ascertain the level of significance of the
prediction, and ran blindfolding to determine the predictive relevance of the structural model
specified. The choice of PLS-SEM (via SmartPLS) is because it is a more advanced multivariate
analytical technique that performs multiple regression factor analysis. It provides a pictorial

model of the interactions in a study with the push of one command against running an isolated
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analysis using SPSS. In addition, the SmartPLS statistical platform offers stricter and more

robust analysis compared with the outcomes of SPSS!.

The independent variable, entrepreneurial orientation, includes sub-measures such as autonomy,
innovativeness, risk-taking, competitive aggressiveness, pro-activeness and adaptiveness, while
the dependent variable is customer satisfaction. Data from three hundred and sventy—tw&owners

N

and managers of family-owned businesses in Lagos State, Nigeria, were colla.lted @&he analysis.
The result of the PLS-SEM is presented in three models (see Figure 4.1, @di a table (see
Table 4.16). Figure one shows the path analysis, figure two shows@mlues, which confirm
the significance of the path analysis, and figure three shows %%\I(Jh confirms the predictive
relevance of the structural model (t value above 1.96 a y Qabove zero confirm a statistically
significant effect and that the structural model spec@s relevance). Each model comprised of
the outer model, which shows the factor loaé)g)%a elation) of each item concerning the latent
variable and the inner model, termed the@ctural model (predictive model), which explains the
interactions between the indepen%%ntrepreneurial orientation) variable(s) and the dependent

(customer satisfaction) Variab%n) a study. Table 4.16 provides a tabular representation of the

information in Figure@.gand 4.3.

The Adjusted 2@s used to establish the predictive power of the study’s model. From the
results, hQadJusted coefficient of determination (A4dj R?) of 0.316 showed that the
entrep&rial orientation dimension explained 31.6% of the variation in customer service for
the family business under study. In comparison, the remaining 68.4% of changes in customer
satisfaction are explained by other exogenous variables different from the entrepreneurial
orientation dimension considered in this study, and the effect is statistically significant at a 95%

confidence interval and p-value less than 0.05. This result suggests that the entrepreneurial
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orientation dimension influences 31.6% of the customer satisfaction of family-owned businesses

in Lagos State, Nigeria.

The path coefficient of each entrepreneurial orientation dimension (Autonomy, innovativeness,
risk-taking, competitive aggressiveness, pro-activeness and adaptiveness) represents the
coefficient of determination (), which shows the relative effect of each entrq@neurial
orientation dimension on customer satisfaction of family-owned busine.ss 1 &gos State,
Nigeria.PLS-SEM results in Table 4.10 revealed that of all ent \Ir 1 orientation
dimensions examined, only innovativeness and pro-activeness positi and significantly affect
customer satisfaction. In contrast, autonomy, risk-taking, %Q%titive aggressiveness, and
adaptiveness have an insignificant relative effect on %er satisfaction. Specifically, the
results revealed that at 95% confidence, level innovativeness (B = 0.245, t= 2.667) and pro-
activeness (B = 0.299, t=3.070) of family bérj@i Lagos State were statistically significant as
their p-values were less than 0.05 and@;ir t-values greater than 1.96. Based on the path

coefficient, the regression model ed as follows:

CS =0.000 + 0.245INV + RV (1)

S
CS= Customer sati
Q

INV = Innova tyeness

PRV Qctlveness

Further analysis indicates that taking all other independent variables at zero, a unit change in

innovativeness holds a potential increase of 0.245 in customer satisfaction for the family-owned
business in Lagos State, Nigeria, given that all other factors are constant. Similarly, the result
shows that a unit change in pro-activeness will lead to a 0.299 increase in customer satisfaction

199



for the family-owned business in Lagos State, Nigeria, given that all other factors are constant.
Overall, from the results, Pro-activeness had the highest relative effect on customer satisfaction
of family-owned businesses in Lagos State, Nigeria, with a coefficient of 0.299 and t value of t=
3.070. In second place is innovativeness with a coefficient of 0.245 and t value of t= 2.667. The
PLS-SEM offers the opportunity to detect the effect size of the predictor variables
(entrepreneurial orientation dimension) on the outcome variable (customer satisfa@msing the
F-Square (f%) statistic. Scholars provided thresholds for f> Values of ..25» 5, and 0.35,
representing small, medium, and large effects, respectively®?. Ta.ble .IQ\represents the effect
size of all entrepreneurial orientation dimensions on custom \sfaction of family-owned
businesses in Lagos State, Nigeria. The effect size of in@%eness and pro-activeness were
0.061 and 0.081, respectively. Regarding CO@% criterion, all the dimensions of

entrepreneurial competency examined hav q@gl effect size on customer satisfaction of
family-owned businesses in Lagos State,%ig?;rg' .

Further analysis was conducted4to lish the predictive relevance of the model using the
Stone-Gleisser Q? value. Schc%rs»posit that Q? values of 0.02, 0.15 and 0.35 represent small,
medium, and large @(% relevance. Q? above zero confirms that the structural model
specified is rel V%% According to Table 4.16, the Q? value of customer satisfaction of family-
owned businesses in Lagos State, Nigeria, is 0.182. Hence, the entrepreneurial orientation
dimen@has a medium degree of predictive relevance concerning customer satisfaction of
family-owned businesses in Lagos State, Nigeria, and Nigeria. For this reason, the structural
model specified is relevant and has sufficient predictive quality. On the strength of the PLS-SEM
summarized results in table 4.16 for model one (4dj R’ =0.316, p=0.000, Q> 0.182), this study

can conclude that entrepreneurial orientation significantly affects customer satisfaction of
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family-owned business in Lagos State, Nigeria, Nigeria hence, the study rejects the null hypothesis
one (Hol) which states that the effect of entrepreneurial orientation dimension on customer

satisfaction of family-owned business in Lagos State, Nigeria, Nigeria, is not significant.

Ho2: Entrepreneurial orientation dimensions have no significant firm growth of family-owned

businesses in Lagos State, Nigeria. . (b

To test the null hypothesis, two PLS-Structural Equation Modelling (PLS-S%{&S adopted
using the SmartPLS statistical platform version 4.0. The study used ‘the PLS algorithm's
command, which is appropriate for predicting effect relationships,'u@p?strapping to ascertain
the level of significance of the prediction, and ran blinc&@g to determine the predictive
relevance of the structural model specified. The choi @S-SEM (via SmartPLS) is because
it is a more advanced multivariate analytical techmiquéthat performs multiple regression factor
analysis. It provides a pictorial model oin-e)\nteractions in a study with the push of one
command against running an isolated @s using SPSS°. In addition, the SmartPLS statistical

platform offers stricter and morewt analysis compared with the outcomes of SPSS!.

'\
The independent Variable@eneurial orientation, includes sub-measures such as autonomy,

innovativeness, risl;-\til Mg, competitive aggressiveness, pro-activeness and adaptiveness, while
the depender@ule is firm growth. Data from three hundred and seventy-two owners and
mana %mily-owned businesses in Lagos State, Nigeria, were collated for the analysis. The
result of the PLS-SEM is presented in three models (see Figure 4.4, 4.5, 4.6) and a table (see
Table 4.17). Figure one shows the path analysis, figure two shows the t values, which confirm
the significance of the path analysis, and figure three shows Q* which confirms the predictive
relevance of the structural model (t value above 1.96 and Q? above zero confirm a statistically

significant effect and that the structural model specified is relevance). Each model comprised of
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an outer model, which shows the factor loadings (correlation) of each item in relation to the
latent variable and the inner model, termed the structural model (predictive model), which
explains the interactions between the independent (entrepreneurial orientation) variable(s) and
the dependent (firm growth) variable in a study. Table 4.17 provides a tabular representation of

the information in Figures 4.4, 4.5, and 4.6.
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Figure4.5 Structural Model (T-Statistics) for Hypothesis Two
Source: Researcher’s Computation via SmartPLS V4.0
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Figure 4.6: Q* Statistiw; predictive relevance) for Hypothesis Two

Table 4.17: Summary of, -§EM Analysis for the Relative Effect of Entrepreneurial

Orientation on Fir
s
Path Description \ Original T- P-Values F?

;\ Q Sample(O) Statistics

Adaptiven%—»\Firm growth -0.066 0.700 0.484 0.006
Autonomy”~ Firm growth 0.338 3.923 0.000 0.179
Competitive Aggressiveness - Firm growth 0.189 1.987 0.047 0.051
Innovativeness - Firm growth 0.213 2.350 0.019 0.061
Pro-activeness - Firm growth 0.172 2.189 0.029 0.039
Risk Taking - Firm growth 0.133 1.293 0.196 0.022
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R Square (outcome variable) R? Adj R? Q?
Model 1

Firm growth 0.530 0.499 0.246

Source: Researcher’s Results via SmartPLS V4.0 (2023)

Table 4.17 presents the results of PLS-SEM analysis for the effect of entrepreneurial orientation
dimension (Autonomy, innovativeness, risk-taking, competitive aggressiveness, p&%veness

and adaptiveness) on firm growth in Lagos State, Nigeria. The Adjusted Rzé&d to establish

the predictive power of the study’s model. From the results, the adjusted coefficient of
determination (Adj R?) of 0.499 showed that the entrepreneurial \ﬂn dimension predicted
49.9% of the changes in firm growth for the family busin der study. In comparison, the
remaining 50.1% changes in firm growth are explaj@)&mother exogenous variable different
from the entrepreneurial orientation dimens,io&nsidered in this study, and the effect is
statistically significant at a 95% confi engj’}erval and p-value less than 0.05. This result
suggests that the entrepreneurial orie@@n dimension influences 49.9% of the firm growth of

family-owned businesses in Lagos te Nigeria.

The path coefficient e@%trepreneurlal orientation dimension (Autonomy, innovativeness,
risk-taking, com%%lve aggressiveness, pro-activeness and adaptiveness) represents the
coefficient o ermination (), which shows the relative effect of each entrepreneurial
orien%mension on firm growth of family-owned business in Lagos State, Nigeria.PLS-
SEM results in Table 4.17 revealed that of all entrepreneurial orientation dimensions examined,
only adaptiveness and risk-taking had insignificant relative influence. Other dimensions,
including autonomy, innovativeness, competitive aggressiveness, and pro-activeness, positively

and significantly affect firm growth.
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Specifically, the results revealed that at 95% confidence level, autonomy (B = 0.338, t= 3.923),
competitive aggressiveness (B = 0.189, t= 1.987), innovativeness (f = 0.213, t= 2.350) and pro-
activeness (f = 0.172, t=2.189) of family business in Lagos State were statistically significant as
their p-values were less than 0.05 and their t-values greater than 1.96. Based on the path

coefficient, the regression model is restated as follows:

FG =0.000 + 0.338AUM + 0.189CMA + 0.213INV + 0.172PRV - Q’%')&
FG= Firm growth ‘@
AUM = Autonomy . & "

CMA = Competitive Aggressiveness

INV = Innovativeness ®
PRV = Proactiveness Q
° @

Further analysis indicates that taking al%g)independent variables at zero, a unit change in
autonomy holds a potential increase@ﬂ% in firm growth for the family-owned business in
Lagos State, Nigeria, given that all ‘0ther factors are constant. Similarly, the result shows that a
unit change in compe 'tiﬁ% ;iveness will lead to a 0.189 increase in firm growth for the
family-owned busi&iﬂi Lagos State, Nigeria, given that all other factors are held constant.
Also, the anﬂ%%dicates that taking all other independent variables at zero, a unit change in
innov@ holds a potential increase of 0.213 in firm growth for the family-owned business
in Lagos State, Nigeria, given that all other factors are held constant. Similarly, the result shows
that a unit change in pro-activeness will lead to a 0.172 increase in firm growth for the family-
owned business in Lagos State, Nigeria, given that all other factors are constant. Overall, from

the results, autonomy had the highest relative effect on firm growth of family-owned businesses

in Lagos State, Nigeria, with a coefficient of 0.338 and t value of t= 3.923. In second place is
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innovativeness with a coefficient of 0.213 and t value of t= 2.350. In the third position is
competitive aggressiveness, with a coefficient of 0.189 and t value of t= 1.987, and the most
negligible relative contributor to firm growth is pro-activeness, with a coefficient of 0.172 and t

value of t=2.189.

The PLS-SEM offers the opportunity to detect the effect size of the predict riables
(entrepreneurial orientation dimension) on the outcome variable (firm grow &ng the F-
Square (f?) statistic. Scholars provided thresholds for f> Values of‘ﬁé,\o.li and 0.35,
representing small, medium, and large effects, respectively?>. Tab\)\“%&@ represents the effect
size of all entrepreneurial orientation dimensions on firm grov@sg family-owned businesses in
Lagos State, Nigeria. The effect size of innovativenes a@-activeness were 0.061 and 0.081,
respectively. Regarding Cohen's f2 criterion, it is safe te/say that autonomy has a medium effect
size, while other dimensions, including c@%ﬁ aggressiveness, innovativeness, and pro-
activeness examined, have a small effe @e on the firm growth of family-owned businesses in
Lagos State, Nigeria. \)Q)

'\
Further analysis was co@ to establish the predictive relevance of the model using the

Stone-Gleisser Q? 9{‘ Scholars posit that Q? values of 0.02, 0.15 and 0.35 represent small,
medium, and% predictive relevance. Q? above zero confirms that the structural model
specifiedNgarelevant. According to Table 4.17, the Q? value of firm growth of family-owned
businesses in Lagos State, Nigeria, is 0.246. Hence, the entrepreneurial orientation dimension
has above the medium degree of predictive relevance regarding firm growth of family-owned
businesses in Lagos State, Nigeria, and Nigeria. For this reason, the structural model specified is
relevant and has sufficient predictive quality. On the strength of the PLS-SEM summarized

results in table 4.17 for hypothesis two (4dj R’ =0.499, p=0.000, Q? ~0.246), this study can
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conclude that entrepreneurial orientation significantly affects firm growth of family-owned
business in Lagos State, Nigeria, Nigeria hence, the study rejects the null hypothesis two (Ho2)
which states that the effect of entrepreneurial orientation dimension on firm growth of family-

owned business in Lagos State, Nigeria, Nigeria, is not significant.

Ho3: Succession planning dimension has no significant effect on business continui't@family-

X

owned businesses in Lagos State, Nigeria. . QO

To test the null hypothesis, three PLS-Structural Equation Modelling %S- EM) were adopted
'3
e

using the SmartPLS statistical platform version 4.0. The stu%‘% the PLS algorithm's

command, which is appropriate for predicting effect relaﬁo@%}ran bootstrapping to ascertain
the level of significance of the prediction, and r@(olding to determine the predictive
relevance of the structural model specified. Thq@&ce of PLS-SEM (via SmartPLS) is because
it is a more advanced multivariate anal 'cggal\hnique that performs multiple regression factor
analysis. It provides a pictorial m@

command against running an @? analysis using SPSS. In addition, the SmartPLS statistical
'\

the interactions in a study with the push of one

platform offers stricter ae obust analysis compared with the outcomes of SPSS!.

O

The independ t@ﬁble succession planning includes sub-measures such as bench strength,
r ::a

talent tum(@ ,

three huhdred and seventy-two owners and managers of family-owned businesses in Lagos State,

nd time to fill, while the dependent variable is business continuity. Data from

Nigeria, were collated for the analysis. The result of the PLS-SEM is presented in three models
(see Figure 4.7, 4.8, & 4.9) and a table (see Table 4.18). Figure one shows the path analysis,
figure two shows the t values, which confirm the significance of the path analysis and figure

three shows Q% which confirms the predictive relevance of the structural model (t value above
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1.96 and Q? above zero confirm a statistically significant effect and that the structural model
specified is relevance). Each model comprised of an outer model, which shows the factor
loadings (correlation) of each item concerning the latent variable and the inner model, termed the
structural model (predictive model), which explains the interactions between the independent

(succession planning) variable(s) and the dependent (business continuity) variable in a study.

oS

Table 4.18 provides a tabular representation of the information in Figures 4.7, 4.8,%@
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Table 4.18: Summary of PLS-SEM Analysis for the Relative Effect of Succession Planning
Dimension on Profitability, Sales Growth, Customer Satisfaction and Competitiveness

Path  Description
dimension to business

of Succession
continuity

Planning Original T-
Sample(O) Statistics

P-Values

FZ
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Bench Strength - Business continuity 0.437 2.934 0.003 0.132

Talent turnover - Business continuity 0.241 2.052 0.041 0.041

Time to fill - Business continuity -0.092 0.668 0.504 0.007

R Square (outcome variable) R? Adj R? Q?

Model 1

Business continuity 0.324 0.302 ® 0.125
o2

Source: Researcher’s Results via SmartPLS V4.0 (2022) * %’

Table 4.18 presents the results of the PLS-SEM analysis for the effect of the\succession planning
[ ) “
dimension (Bench strength, talent turnover, and time to fill) on ﬁ%‘ﬂ%)business continuity in

Lagos State, Nigeria. . Q%'&

The Adjusted R? was used to establish the predic@‘%'}er of the study’s model. From the
results, the adjusted coefficient of determinat@gdj R?) of 302 showed that the succession
planning dimension predicts 30.2% of the c es in business continuity for the family business
under study. In comparison, the rema@‘ 69.8% of changes in business continuity are explained

0’

by another exogenous variable difféfent from the succession planning dimension considered in
this study, and the effict @ically significant at a 95% confidence interval and p-value less

than 0.05. This result Suggests that the succession planning dimension influences 30.2% of the

business corﬂ%/ of family-owned businesses in Lagos State, Nigeria, and Nigeria.

Q

The p@efﬁcient of each succession planning dimension (Bench strength, talent turnover, and
time to fill) represents the coefficient of determination (), which shows the relative effect of
each succession planning dimension on business continuity of family-owned businesses in Lagos
State, Nigeria. PLS-SEM results in Table 4.18 revealed that of all succession planning

dimensions examined, only time to fill had insignificant relative influence. Other dimensions,
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including bench strength and talent turnover, positively and significantly affectn business
continuity. Specifically, the results revealed that at a 95% confidence level, bench strength (B =
0.437, t= 2.934) and talent turnover ( = 0.241, t= 2.052) of family business in Lagos State were
statistically significant as their p-values were less than 0.05 and their t-values greater than 1.96.

Based on the path coefficient, the regression model is restated as follows:

&

BC =0.000 + 0.437BNS + 0.241TAT (1) . q
BC= Business continuity ‘@
BNS= Bench Strength . @'\

TAT = Talent Turnover QQ’&%

Further analysis indicates that taking all other ind@ variables at zero, a unit change in
bench strength holds a potential increase of 0.4@? business continuity for the family-owned
business in Lagos State, Nigeria, given aQ.Ll) other factors are constant. Similarly, the result
shows that a unit change in talent tun@‘b‘ will lead to a 0.241 increase in business continuity for
the family-owned business in I@gsmte, Nigeria, given that all other factors are constant.
Overall, from the resul s,@;ength had the highest relative effect on business continuity of
family-owned busi&gin Lagos State, Nigeria, with a coefficient of 0.437and t value of t=
2.934, follo@qaent Turnover with a coefficient of 0.241and t value of t= 2.052.

The I@/l offers the opportunity to detect the effect size of the predictor variables
(succession planning dimension) on the outcome variable (business continuity) using the F-
Square (f?) statistic. Scholars provided thresholds for f2 Values of 0.02, 0.15, and 0.35,
representing small, medium, and large effects, respectively??. Table 4.10 represents the effect

size of all succession planning dimensions on business continuity of family-owned businesses in

Lagos State, Nigeria. The effect size of bench strength and talent turnover were 0.132 and 0.041,
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respectively. Regarding Cohen's f2 criterion, it is safe to say that bench strength and talent
turnover examined have a negligible effect on the business continuity of family-owned

businesses in Lagos State, Nigeria.

Further analysis was conducted to establish the predictive relevance of the model using the
Stone-Gleisser Q? value. Scholars posit that Q? values of 0.02, 0.15 and 0.35 repr small,
medium, and large predictive relevance. Q* above zero confirms that the &ral model
specified is relevant. According to Table 4.18, the Q? value of busines‘s%}nuity of family-
owned businesses in Lagos State, Nigeria, is 0.125. Hence, the w@cﬁﬁ planning dimension
has a medium degree of predictive relevance concerning the b%@ continuity of family-owned
businesses in Lagos State, Nigeria. For this reason, th s@wral model specified is relevant and
has sufficient predictive quality. On the strength QPLS-SEM summarized results in table
4.18 for hypothesis three (4dj R’ =302, Q&%Qz =0.125), this study can conclude that
succession planning significantly affec@iness continuity of family-owned business in Lagos

State, Nigeria, Nigeria hence, th&&ejects the null hypothesis three (Ho3) which states that the

effect of succession planni iension on business continuity of family-owned business in

Lagos State, Nigeria, @, s not significant.

WV

Ho4: Entrepx»@ orientation and succession planning have no significant effect on the firm

perforf family-owned businesses in Lagos State, Nigeria.

PLS-Structural Equation Modelling (PLS-SEM) was adopted to test the null hypothesis four
using the SmartPLS statistical platform version 4.0. The study used the PLS algorithm's
command, which is appropriate for predicting effect relationships, ran bootstrapping to ascertain

the level of significance of the prediction, and ran blindfolding to determine the predictive
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relevance of the structural model specified. The choice of PLS-SEM (via SmartPLS) is because
it is a more advanced multivariate analytical technique that performs multiple regression and
factor analysis. It provides a pictorial model of the interactions in a study with the push of one
command against running an isolated analysis using SPSS. In addition, the SmartPLS statistical

platform offers stricter and more robust analysis compared with the outcomes of SPSSléo

The independent variables include entrepreneurial orientation and succession p %ﬂg\,while the

dependent variable is firm performance. Data from three hundred and seventy-two owners and

managers of family-owned businesses in Lagos State, Nigeria, Wem@?’a for the analysis. The

result of the PLS-SEM is presented in three models (see F igur@v ,4.11, 4.12) and a table (see

Table 4.19). Figure one shows the path analysis, fig e%qshows the t values, which confirm
N

the significance of the path analysis and figure a ows Q% which confirms the predictive

relevance of the structural model (t value @

significant effect and that the structurak@el specified is relevance). Each model comprised an

and Q? above zero confirm a statistically

outer model, which shows the fa&g&)adings (correlation) of each item concerning the latent
variable, and the inner mod ‘;?:n\ed the structural model (predictive model), which explains the

interactions between( the) dependent (entrepreneurial orientation and succession planning)

variable(s) anétpendent (firm performance) variable in a study. Table 4.19 provides a

tabular reEQen ation of the information in Figures 4.10, 4.11, and 4.12.
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Table 4.19: Summary of PLS-SEM An for the Relative Effect of Entrepreneurial
Orientation Dimension on Profitab , Sales Growth, Customer Satisfaction and

Competitiveness
e

Path Description of Entreprene jal Orientation Original T- P-Values F?
and Succession Planning I*enswn to Firm Sample(O) Statistics
Performance

Entrepreneurial 0r1enw - Performance 0.553 5.978 0.001 0.132
Succession pla; nt@ Performance 0.203 1.961 0.050 0.041
R Square ( come variable) R? Adj R? Q?
Fam11 ss performance

0.490 0.478 0.211

Source: Researcher’s Results via SmartPLS V4.0 (2022)

Table 4.19 presents the results of PLS-SEM analysis for the effect of entrepreneurial orientation
and succession planning on firm performance of family businesses in Lagos State, Nigeria. The
Adjusted R? was used to establish the predictive power of the study’s model. From the results,
the adjusted coefficient of determination (4dj R?) of 0.478 showed that entrepreneurial
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orientation and succession planning predict 47.8% of the changes in firm performance for the
family business under study. In comparison, the remaining 52.2% changes in firm performance
are explained by another exogenous variable different from entrepreneurial orientation and
succession planning considered in this study, and the effect is statistically significant at a 95%
confidence interval and p-value less than 0.05. This result suggests that entrepreneurial

orientation and succession planning dimension influence 47.8% of the firm @mance of

family-owned businesses in Lagos State, Nigeria, and Nigeria. 'E\

The path coefficient of each entrepreneurial orientation and succes nmng represents the
coefficient of determination (), which shows the relative ef%&% entrepreneurial orientation
and succession planning on the firm performance of fa ﬂwned businesses in Lagos State,

Nigeria.PLS-SEM results in Table 4.19 revealed th@repreneurial orientation and succession
planning examined have positive and signi .a;éef cts on firm performance. Specifically, the
results revealed that at a 95% conﬁdence'@el, entrepreneurial orientation ( = 0.0.553, t=5.978)
and succession planning (f = 0. ZK)QQ .961) of family business in Lagos State were statistically
significant as their p-values w%k;ss than 0.05 and their t-values greater than 1.96. Based on the

path coefficient, the r@@a odel is restated as follows:

PFB = 0.000 +0,553E0 + 0.203SP (i)

PFB #@mnce of Family Business

EO = Entrepreneurial Orientation

SP = Success Planning

Further analysis indicates that taking all other independent variables at zero, a unit change in
Entrepreneurial Orientation holds a potential increase of 0.553 in firm performance for the
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family-owned business in Lagos State, Nigeria, given that all other factors are constant. Similarly,
the result shows that a unit change in Success Planning will lead to a 0.203 increase in firm
performance for the family-owned business in Lagos State, Nigeria, given that all other factors
are constant. Overall, from the results, Entrepreneurial Orientation had the highest relative effect
on the firm performance of family-owned businesses in Lagos State, Nigeria, with a coefficient

of 0.553 and t value of t= 5.978, followed by Success Planning with a coefﬁcien@?& and t

value of t= 1.961. ,%‘\QO

The PLS-SEM offers the opportunity to detect the effect size‘&m predictor variables
(entrepreneurial orientation and succession planning) on the o%ﬁiaﬁable (firm performance)
using the F-Square (f?) statistic. Scholars provided thre. for 2 Values of 0.02, 0.15, and
0.35, representing small, medium, and large effec&pectivelyz’? Table 4.10 represents the
effect size of entrepreneurial orientation ac.féee sion planning on the firm performance of
family-owned businesses in Lagos St%l\!igeria. The effect sizes were 0.132 and 0.041,
respectively. Regarding Cohen’s&cr%hon, it is safe to say that entrepreneurial orientation and

succession planning examine%v? a small effect size on the firm performance of family-owned

businesses in Lagos s@e)@%ma.

Further analysi % conducted to establish the predictive relevance of the model using the
Stone- i@ 2 value. Scholars posit that Q? values of 0.02, 0.15 and 0.35 represent small,
medium, ¥and large predictive relevance. Q? above zero confirms that the structural model
specified is relevant. According to Table 4.19, the Q? value of the firm performance of the
family-owned business in Lagos State, Nigeria, is 0.211. Hence, entrepreneurial orientation and
succession planning have a medium degree of predictive relevance concerning the firm

performance of family-owned businesses in Lagos State, Nigeria, and Nigeria. For this reason,
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the structural model specified is relevant and has sufficient predictive quality. On the strength of
the PLS-SEM summarized results in table 4.19 for hypothesis four (4dj R’ =0.478, p=0.000, Q?
~0.211), this study can conclude that entrepreneurial orientation and succession planning had
significant effects confirm performance of family-owned business in Lagos State, Nigeria,
Nigeria hence, the study rejects the null hypothesis four (Ho4) which states that entrepreneurial

orientation and succession planning has no significant effect on performance o%@\ly-owned

business in Lagos State, Nigeria. 'E\
Hypotheses Five-Six \%q

Moderating-Mediating effect of Omoluabi leadership on&@teractlon between succession

planning, entrepreneurial orientation, and performar%(ﬂ@ﬂy

Model One: Moderation

To test the null hypothesis five, which@ves a moderation analysis, PLS-Structural Equation

Modelling (PLS-SEM) was adoﬁ&d&ing the SmartPLS statistical platform version 4.0. The

independent variable is e &heurial orientation, performance constitutes the dependent

variable, and Omolua@%ﬁ ip is the moderating variable.

N
QQ%Q
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Table 4.20: Summary of PLS-SEM Analysis bshe Moderation-Mediation Effect of
Omoluabi Leadership on the Interaction bet Entrepreneurial Orientation, Succession
Planning, and Performance of Family-ow@s’ ess in Lagos State, Nigeria

)

Path Coefficient '6 Original  T- P-Values

& Sample(Q) Statistics
Model 1- moderation
Entrepreneurial orientation - Perfo ance 0.344 3.056 0.002
Entrepreneurial orientation Tuabi 0.125 2.244 0.025
leadership - Perform
Model 2- mediati
Succession Pl 1@ = Performance 0.138 1.244 0.214
Succession Planning - Omoluabi leadership 0.578 7.441 0.000
Omol 'Qdership - Performance 0.208 2.037 0.042
Specific Indirect Effect
Succession Planning - Omoluabi Leadership - 0.120 1.960 0.050
Performance

R? Adj R? Q?

R Square (outcome variable)
Omoluabi leadership 0.334 0.327 0.197
Performance 0.546 0.526 0.250

Source: Researcher’s Results via SmartPLS V4.0 (2022)
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Figure 4.13, 4.14, 4.15 and Table 4.20 presents the results of PLS-SEM analysis for the
moderating effect of Omoluabi leadership on the interaction between entrepreneurial orientation
and performance of family-owned business in Lagos State, Nigeria. To establish the moderating
effect in a PLS-SEM warrants the creation of a new variable termed entrepreneurial orientation
*Omoluabileadership. This interaction term's influence is examined on the dependent variable

(performance), and a significant moderating effect is established if the coefﬁcien@@lteraction
term has a p-value less than or equal to 0.05. Notably, in moderation ] M analysis,
emphasis is on the moderating path result and with less attention fo j 1%2 or the R? coefficient
change found in SPSS output for moderation analysis. From th&%\)lts in Figures 4.4, 4.5, and
4.6, it is observed that the interaction term of entreprenc@gientation*Omoluabi leadership
has a path coefficient of determination value of O@)Qﬁis suggests that the introduction of
Omoluabi's leadership has enhanced entrepr n@)orien‘[ation and has an effect on the family
business's performance in Lagos state, N%ii,)by 0.125. This moderating effect is positive and
statistically significant at p-value = O@It is on the strength of the moderated analysis result in
Table 4.20(p =0.125; p< 0.02 tli?t this study conclude that Omoluabi leadership has a positive
and significant mode t%’%f t on the interaction between entrepreneurial orientation and
performance of fa 'liﬁined business in Lagos State, Nigeria Hence, the study rejects the fifth
null hypothe‘s%% ) which states that Omoluabi leadership has no significant moderating effect
on th@gction between entrepreneurial orientation and performance of family-owned

business in Lagos State, Nigeria

Model Two: Mediation
To test the null hypothesis six, PLS-Structural Equation Modelling (PLS-SEM) was adopted

using the SmartPLS statistical platform version 4.0. The independent variable is succession
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planning, firm performance constitutes the dependent variable, and Omoluabi leadership is the
mediating variable. Data from three hundred and seventy-two staff of FOB firms in Nigeria were

collated for the analysis.

Figure 4.13, 4.14, 4.15 and Table 4.20 presents the results of PLS-SEM analysis for the
mediating effect of Omoluabi leadership on the interaction between succession pla‘r&ing and
performance of the family-owned business in Lagos State, Nigeria. To estalbli mediating
effect in PLS-SEM, the study followed the preconditions full mediation‘@%}%en the direct
interaction between an independent variable (succession planning)‘&me dependent variable
(firm performance) becomes insignificant at the introductio&'%%\athird variable (Omoluabi
leadership) considered a mediator. In addition to Baron a. G@nﬂy, PLS-SEM via the SmartPLS
offers the result for the specific indirect effect examined®. The specific indirect effects from
'‘Succession planning' — 'Omoluabi lead .ﬁx 'Firm performance' must be statistically
significant. If the impact is a full mediat%then the direct impact of succession planning on the

firm performance of the Family &Q%és in Lagos State, Nigeria, from the path analysis, will be

statistically insignificant. How%eg if the indirect and direct effects are significant from the path

analysis, then a paﬁia@;@tgn is established.

Given the a ondition, the PLS-SEM result in Figures 4.13, 4.14, 4.15 and in Table 4.20
shows @e direct path (influence) from Succession planning to performance of family
business is statistically insignificant (B= 0.138, t= 1.244, p=0.214). The path from Succession
planning to Omoluabi leadership is statistically significant (= 0.578, t= 7.441, p=0.000). Lastly,
the path from Omoluabi leadership to the family business performance in Lagos state, Nigeria, is
statistically significant (B= 0.208, t= 2.037, p=0.042). The implication of this result (concerning

the preconditions for the presence of a mediation as postulated by scholars suggests that since the
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specific indirect effect (Succession planning — Omoluabi leadership — family business
performance) is significant across all the paths (see table 4.20), then the study provides evidence

to establish a mediating impact®.

More specifically, because the direct impact of Succession planning on family business
performance is insignificant while the specific indirect path 'Succession planning ’—>\ oluabi
leadership — family business performance' is significant, a full mediating efft stablished.
In other words, the result posits that the impact succession planning has o‘\% performance is a
result of Omoluabi leadership. More specifically, the effect sue%’ ”planning has on the
performance of family business in Lagos state, Nigeria, is expl@@through taking advantage of
the unique characteristics of the Omoluabi leadership. @ition, the PLS-SEM provides the
result of the specific indirect effect to reinforce the“mediation analysis threshold positioned*.
According to Table 4.20, the result of theep.)-e) %ndirect effect shows a path analysis from
Succession planning — Omoluabi lea% ip — firm performance (f=0.120, t= 1.96, p= 0.050)
proves that, as a whole, the ind&%h is significant. On the strength of the specific indirect
impact (=0.120, t= 1.96, —*%)5\0) and Q? value (0.197; 0.250), this study can conclude that
Omoluabi leadership(significantly and fully mediate the interaction between succession planning
and firm perfo @‘of family business in Lagos State, Nigeria hence, the study reject the null
hypothesis@ 06) which states that Omoluabi leadership does not significantly mediate the

interactiow’ between succession planning and firm performance of family-owned business in

Lagos State, Nigeria.

4.3  Discussion of Findings
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The resultant equation from hypothesis 1 [CS = 0.000 + 0.245INV + 0.299PRV------
(i)]indicates that taking all other independent variables at zero, a unit change in innovativeness
holds a potential increase of 0.245 in customer satisfaction for the family-owned business given
that all other factors are held constant. This resonates with other scholars' findings in the
empirical review that affirm the positive correlation of innovativeness with firm
performance’®1°, This disagrees with the school of thought that innovativeness d@t enhance
performance®. The result also shows that a unit change in pro-activeness . d to a 0.299
increase in customer satisfaction in the study, all other factors being ggxtant. This also agrees
with the school of thought on the role played by pro-acti ss as a sub-variable of
entrepreneurial orientation enhancing performncelUz,l“i&%@erall, from the results, Pro-
activeness had the highest relative effect on custom&@%etion of family-owned businesses in
Lagos State, Nigeria, with a coefficient of 0.%@?d t value of t= 3.070. In second place is
innovativeness with a coefficient of 0.24%1'§k{ralue of t=2.667. The study, therefore, disagrees
with scholars that feel Risk-taking c%(bduted together with Innovativeness and Pro-activeness

0\

as a dimension of EO to inﬂuegce}r)formance”.

The resultant equatioQ) ’%pothesis 2 [FG=0.000 + 0.338AUM + 0.189CMA + 0.213INV +
0.172PRV------ my\cevealed that taking all other independent variables at zero: a unit change in
autonomy holds a potential increase of 0.338 in firm growth of FOB contrary to other
studie@g. A unit change in innovativeness holds a potential increase of 0.213 in firm growth
for FOB'. A unit change in competitive aggressiveness will lead to a 0.189 increase in firm
growth FOB, contrary to other studies?*?!?2, A unit change in pro-activeness will lead to a 0.172

increase in firm growth for FOB in agreement with'’.
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The resultant equation from hypothesis 3 [BC = 0.000 + 0.437BNS + 0.241TAT------ (1)] taking
all other independent variables at zero: a unit change in bench strength holds a potential increase
of 0.437 in business continuity for the FOB and a unit change in talent turnover will lead to a
0.241 increase in business continuity for the FOB. The adjusted coefficient of determination (Adj
R?) of 302 showed that the succession planning dimension predicts 30.2% of the changes in

business continuity for the family business under the study, agreeing wit&f@previous

study?>2324, E‘\QO

The resultant equation from hypothesis 4 [PFB = 0.000 + 0.553EQ J;Q%)S‘SP ———————————————— ()] a
unit change in Entrepreneurial Orientation holds a pote%ﬁg\ncrease of 0.553 in firm
performance of FOB given that all other factors are he .@stant. Similarly, the result shows
that a unit change in Success Planning will lead to a increase in firm performance of FOB,
given that all other factors are constant. .r%'fr m the results, Entrepreneurial Orientation
had the highest relative effect on the ﬁ\@erformance of the family-owned business in Lagos
State, Nigeria, with a coeffici ofi0.553and t value of t= 5.978, followed by Succession
Planning with a coefﬁcient&%@ﬁ% and t value of t= 1.961. Unlike many cross-sectional
designed studies tha@@% use multiple regression, the study confirmed the relationship
between EO, S e performance of FOB. The adjusted coefficient of determination (4dj R?)
S

of 0.478 sh@

perfor e changes for the study's family business of the study

hat entrepreneurial orientation and succession planning predict 47.8% of firm

24,25,26,27

Hypothesis 5 of the study revealed that the introduction of Omoluabi leadership has enhanced
the effect entrepreneurial orientation has on performance of family business in Lagos state,
Nigeria by 0.125 and this moderating effect is positive and statistically significant at p-value =

0.025. The study therefore, conclude that Omoluabi leadership has a positive and significant
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moderating effect on the interaction between entrepreneurial orientation and the performance of

family-owned business in Lagos State, Nigeria

Hypothesis 6 of the study revealed that the direct impact of Succession planning on family
business performance is insignificant while the specific indirect path 'Succession planning —
Omoluabi leadership — family business performance' is significant; hence a full mediqt&g effect
is established. In other words, the result posits that the impact succession pla 1@ as on firm
performance is a result of the Omoluabi leadership. More specifically, %planmng has

effect on family business performance in Lagos state, Nigeria, K Tained through taking

advantage of the unique characteristics of the Omoluabi leader %
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Resultant Framework
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Figure 4.16: Research Resultant Framework

Source: Researcher’s Resultant Model, (2023)

Figure 4.16 summarises the result of the six null hypotheses tested concerning the selected

family-owned business in Lagos State, Nigeria. The null hypotheses one, two, t@four, five

and six were not accepted, and this suggested that entreprenecurial % i0n, succession
planning, and Omoluabi leadership are critical success factors in ‘t\b%)g{ orm

owned businesses in Lagos State, Nigeria. This result has in@ions for management and

ance of family-
external stakeholders of the family-owned businesses in L‘a@ ate, Nigeria.

S
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Chapter Five Q:&{b

Conclusion E‘\QO

This chapter discusses the summary of the findings, conclusions, r mendations of findings
and contribution to knowledge. It further recommends su%g&%areas of further research
prospects. The findings of this study summarise t}@tribution to knowledge via the
development of some management concepts to take 1hto/consideration the weaknesses observed
in such concepts in the COVID-19 era andcjszl}at an improvement on research-based theory
for family-owned businesses. The stu% her emphasises the implications of the findings to

management, establishes the stu@tations and suggests some areas of further study.

5.1 Summary of Findi %"
R

The study evalu ege effect of entrepreneurial orientation dimensions (risk-taking,
proactivene:%%ativeness, competitive aggressiveness, autonomy and adaptiveness) and
succenning dimensions (Bench strength, talent turnover and time to fill) on performance
measures (customer satisfaction, firm growth and business continuity) of family-owned
businesses in Lagos state, Nigeria. It directly assesses the effects of entrepreneurial orientation
dimensions (risk-taking, proactiveness, innovativeness, competitive aggressiveness, autonomy
and adaptiveness) on customer satisfaction and firm growth and the effects of the succession

planning dimension (Bench strength, talent turnover and time to fill) on business continuity.
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Further analysis was conducted on the intervening effects of Omoluabi leadership on the
performance of the family-owned business in Lagos state by accessing the moderating effects of
Omoluabi leadership on the interaction between entrepreneurial orientation dimensions (risk-
taking, proactiveness, innovativeness, competitive aggressiveness, autonomy and adaptiveness)
on performance measures (customer satisfaction, firm growth and business continuity) of family-
owned businesses in Lagos state: and the mediating effects of Omoluabi @}trship on
succession planning dimensions (Bench strength, talent turnover and time to y performance

measures (customer satisfaction, firm growth and business conj'%ﬁ%y of family-owned

The study was structured into five chapters. Chapter O @tailed the funnel approach to the

businesses in Lagos state.

performance of family-owned businesses globally ited States, Germany, Asian Pacific, etc.),
regionally (North America, Europe, Asia, .A)éu .) and locally (Egypt, South Africa etc.)
through the survey of family capital dat%the seven hundred and fifty best-performing family
owned business globally. Only @frican countries feature among the seven hundred and
fifty family-owned business rgeria did not feature among the first seven hundred and fifty
family businesses, sh@@%poor performance of the family-owned businesses in the country.
Also, the OE Dé&ord shows the dwindling growth of product transactions within African
countries, a_masket that Nigeria used to dominate, being replaced by product importation from
outsid@ca, data that establish the dwindling productivity of the manufacturing industry in the
country. The chapter further looks into the statement of the problems using SMEDAN, KPMG
and PWC surveys to arrive at performance problems comprising customer satisfaction, firm
growth and business continuity as the study's dependent variable. The study's objectives take into

cognisance the data extracted from Chapter Two to pick the independent variables, seeing that
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family-owned businesses in the United States have been the most successful family businesses
globally. The common traits of the businesses were strong entrepreneurial orientation and
succession planning; hence, the two concepts were adopted as the independent variables for the
study. Also, Japan was discovered to have the oldest family businesses globally, the traits that
can be causal being Japan's Localised leadership culture encouraging the researcher to see if
Nigeria have any form of localised leadership content that can help sustain the @}tsses live
longer than they have been living. This led to the discovery of Omolua.f\k?@rship as the

.@w

Chapter two was a review of past literature that involved the (@% concepts used in the study,

moderating variable for the study.

and these comprise entrepreneurial orientation, success@nning, Omoluabi leadership, and
performance of family-owned businesses were revi looking at several definitions by the
past authors, the development of the concep, y h‘éth different measuring scales for the concepts.
The theoretical review considered three%ories: the resource-based theory, the family system
theory and the contingency theovj@ﬂ. The resource-based theory was the common theory that
entrepreneurial orientation sc%lqrs used more than any other theories in related studies.
Succession planning @)@s&so used RBT; the aspect that could have featured is the issues of
family relatio h%hat is crucial to family businesses; hence, the family system theory was
introduced. Theycontingency theory binds the intervening variable of Omoluabi leadership with
the indent variables of entrepreneurial orientation, succession planning and the dependent

variable of the family-owned business's performance.

The empirical review was conducted using the study's hypotheses concerning past literature; the
methodologies adopted by different scholars were reviewed to understand the different methods

used and the justifications for such approaches. Most scholars were discovered to have used the
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cross-sectional survey method, using structured questionnaires to obtain quantitative data. The
popular analysis methods are multiple regression structured equation modelling and the partial

least square method.

In Chapter Three, the study adopted a cross-sectional survey design, is appropriate for the length

of the study and the fact that entrepreneurial orientation and succession planning schotars find it

appropriate for the study. The sample size of 268 was adopted using the Coc &})rmula to
represent the population adequately. A purposive sampling technique w %0 satisty the
criteria for the study. An adopted and adapted structured questionnaiteswas administered to the
staff of managers and supervisors cadre who form the study's u&l}%}nalysis. The questionnaires
were certified valid and reliable by the pilot study conﬁ&% with 10% of the sample size in

Ibadan southwest local government.

In Chapter Four, descriptive and inferentia@&ics were used to analyse the data, descriptive
statistics were used to answer the study‘&%search questions, and inferential statistics were used
to test the six hypotheses of the wqﬁlypotheses I — 4 were analysed using multiple regression
analysis relative-effect ana %}aﬁd hypotheses five and six were analysed through hierarchical
multiple regression a@yls moderating and mediating effect analysis. Six research questions,
six hypotheses @bj ectives were formulated and tested. Consequent to the data analysis results,
interpre ti@ and conclusions were drawn. The descriptive analysis was used to investigate the
respor&' opinions. Frequency distribution tables and percentage presentation approaches
were used using statistical product and service solution (SPSS) version 25 for the descriptive

statistics and SmartPLS version 4.0 for the inferential statistics to analyse the data.

The data retrieved from the field were coded, analysed and imputed into the functional

relationship equations to obtain the regression models and establish the statistical significance of
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entrepreneurial orientation dimensions and succession planning dimensions on family-owned
businesses in Lagos state, Nigeria. The final acceptance and rejection of the hypotheses were
made. The following empirical findings were summaries of the interpretation of the analysed

data.

Entrepreneurial orientation dimensions (Autonomy, innovativeness, risk- takmg,. et1t1ve
aggressiveness, proactiveness and adaptiveness) have a significant eff @r customer
satisfaction of family-owned business in Lagos state Nigeria (4dj R = N 0, Q*>70.182),
the study rejects the null hypothesis one (Hol) which states that, t féct of entrepreneurial
orientation dimension on customer satisfaction of family- owne&&%ness in Lagos State, Nigeria,

Nigeria, is not significant.

Entrepreneurial orientation dimensions (Autono %novatlveness risk-taking, competitive
aggressiveness, proactiveness and adaptlve@s-s}\slgmﬁcantly affect the firm growth of family-
owned businesses in Lagos state, NigerianAdj R =0.499, p=0.000, Q? ~0.246). Hence, the study
rejects the null hypothesis two (Ho ich states that the effect of the entrepreneurial orientation

dimension on firm growth 1?! owned businesses in Lagos State, Nigeria, and Nigeria is not

significant. ( Q)

Succession pﬁ%@ includes sub-measures (bench strength, talent turnover, and time to fill) that
signifi %\\ ffects business continuity of family-owned business in Lagos State, Nigeria (4dj
R? =302, p=0.000, Q?~0.125); the study rejects the null hypothesis three (Ho3) which states that the
effect of succession planning dimension on business continuity of family-owned business in

Lagos State, Nigeria, Nigeria, is not significant.
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Entrepreneurial orientation dimensions (Autonomy, innovativeness, risk-taking, competitive
aggressiveness, proactiveness and adaptiveness) and Succession planning, including sub-
measures (bench strength, talent turnover, and time to fill), have a significant effect on firm
growth of family-owned businesses in Lagos state Nigeria. (4dj R’ =0.478, p=0.000, Q>~0.211),
the study rejects null hypothesis four (Ho4), which states that entrepreneurial orientation and

succession planning has no significant effect on the performance of family-ow.@tsiness in
Lagos State, Nigeria. E‘\QO

Omoluabi leadership has a significant moderating effect Qﬂ)ﬁ'interactions between
Entrepreneurial orientation dimensions (Autonomy, innova%%!}, risk-taking, competitive
aggressiveness, proactiveness and adaptiveness) and. %ormance Dimensions (customer
satisfaction, firm growth and business continuity) ofifdmily-owned businesses in Lagos state
Nigeria. Adj R? or the R? coefficient change .@n PSS output for moderation analysis shows
that the introduction of Omoluabi leadership has enhanced the effect entrepreneurial orientation
has on the performance of family{busiaess in Lagos state, Nigeria by 0.125, and this moderating
effect is positive and statistic significant at p-value = 0.025. Hence, the study rejects the fifth
null hypothesis (Hﬁ@%ﬁtates that Omoluabi leadership has no significant moderating
effect on the i t@ﬁon between entrepreneurial orientation and the performance of family-

owned bustées in Lagos State, Nigeria

Omoluab?” leadership significantly mediates the interactions between Succession planning,
including sub-measures (bench strength, talent turnover, and time to fill) and family-owned
business performance in Lagos state, Nigeria. The direct path (influence) from Succession
planning to the family business's performance is statistically insignificant (B= 0.138, t= 1.244,

p=0.214). The path from Succession planning to Omoluabi leadership is statistically significant
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(B= 0.578, t= 7.441, p=0.000). Lastly, the path from Omoluabi leadership to the family business
performance in Lagos State, Nigeria is statistically significant (B= 0.208, t=2.037, p=0.042). The
implication of this result (concerning the preconditions for the presence of mediation as
postulated by scholars suggests that since the specific indirect effect (Succession planning —
Omoluabi leadership — family business performance) is significant across all the paths (see

X,

table 4.20), then the study provides evidence to establish a mediating impact. Q’)&\

i
5.2 Conclusion @W

The empirical findings of this study established statistically Q%ﬂlﬁcan‘[ effect of entrepreneurial
orientation dimensions (Autonomy, innovativenesQ}%aking, competitive aggressiveness,
proactiveness and adaptiveness) and Successicm)@sning includes sub-measures (bench strength,
talent turnover, and time to fill) and erﬁu)}lce sub-measures (customer satisfaction, firm
growth and business continuity) of ily-owned business in Lagos state Nigeria. Overall,
the study shows that individm and combined entrepreneurial orientation dimensions
(Autonomy, innovative@ 2k-taking, competitive aggressiveness, proactiveness and
adaptiveness) and Suc@ession planning, including sub-measures (bench strength, talent turnover,

and time to %Qe a significant effect on performance sub-measures (customer satisfaction,

firm d business continuity) of family-owned.

Further analysis established that Omoluabi leadership moderated the functional relationship
between entrepreneurial orientation dimensions (Autonomy, innovativeness, risk-taking,
competitive aggressiveness, proactiveness and adaptiveness) and performance sub-measures

(customer satisfaction, firm growth and business continuity) as well as the fact that omoluabi
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leadership mediate the functional relationship between succession planning sub-measures (bench
strength, talent turnover, and time to fill) and performance sub-measures (customer satisfaction,

firm growth and business continuity) of family own business in Lagos state.

Theoretically, the outcome of the study is in line with Resource-Based theory by providing the
theoretical underpinning for the study taking entrepreneurial orientation as an intangib esource
that the firm possesses through which some specific capabilities concermng the @'}wasures of
entrepreneurial orientations (Autonomy, innovativeness, risk-taking, co 6%gressweness

proactiveness and adaptiveness) and succession planning sub-mge (bench strength, talent
turnover, and time to fill)were developed. The family system tl@omplement Research-based
theory with family relationship and contingency th y Qbind omoluabi leadership as a
moderating variable with entrepreneurial orientatior®performance of family-owned business,

as well as binding Omoluabi leadership as ac.e;%‘eﬂ variable between succession planning and

performance of family-owned business 5

5.3 Recommendations \g)
The recommendations are@om the findings of the study

1. This stud@gests that the entrepreneurial orientation dimension influences 31.6% of
the customer satisfaction of family-owned businesses in Lagos State, Nigeria. It further
@ests that of all the entrepreneurial orientation dimensions examined, only
innovativeness and proactiveness have a positive and significant effect on customer
satisfaction (B = 0.245, t= 2.667) and proactiveness (B = 0.299, t= 3.070), while
autonomy, risk-taking, competitive aggressiveness, adaptiveness has an insignificant

relative effect on customer satisfaction. A specific focus on autonomy, risk-taking,
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competitive aggressiveness and adaptiveness features will provide an additional result on
customer satisfaction.

2. The study suggest that the entrepreneurial orientation dimension predict49.9% of the
changes in firm growth for the family business under study while the remaining 50.1% of
changes in firm growth is explained by other exogenous variable different from the
entrepreneurial orientation dimension it further shows that autonomy %\0.338, t=
3.923), competitive aggressiveness (fp = 0.189, t= 1.987), innovati . =0.213, t=
2.350) and proactiveness (f = 0.172, t= 2.189) have signiﬁ.can ff%c on the firm growth
of the family business in Lagos state. This suggests additi \at ention should be given
to risk-taking and adaptiveness, which have insig@g& effects that will further boost
the firm growth of the family businesses in t\{\}}%

3. This result suggests that the succes io\ nning dimension influences 30.2% of the
business continuity of family-ow'&' inesses in Lagos State, Nigeria. Bench strength
(B =10.437, t= 2.934) and tal%%rnover (B = 0.241, t= 2.052). Improvement in time to
fill vacant positions will “contribute significantly to maintaining the competitive

»

advantage of i;&

continuity i thestate.

ss over the competition, which will further boost business

4. The ‘r%s showed that entrepreneurial orientation and succession planning predict

@ Entrepreneurial orientation ( = 0. 0.553, t= 5.978) and succession planning (f =

0.203, t= 1.961), paying more attention to succession planning will improve the
performance because the t-value is just above the 1.96 margin.

5. The study showed that introducing Omoluabi leadership has enhanced entrepreneurial

orientation and affected the family business performance in Lagos state, Nigeria, by
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0.125. This moderating effect is positive and statistically significant at p-value = 0.025. It
is on the strength of the moderated analysis that this study recommended that Omoluabi
leadership should be introduced to family-owned businesses in Lagos State as the form
of leadership required for better performance

6. The study concludes that Omoluabi leadership significantly and fully mediate the
interaction between succession planning and firm performance of fam%&ness in
Lagos State, therefore recommending succession planning introdu .fog@ the missing

gap in succession planning literature to influence the perfi a‘glce of family-owned
S

&
S

5.4 Contribution Knowledge C.')\‘\%

businesses.

The findings of the study contribQ knowledge in four distinct ways. It contributes

conceptually, methodically (via the\measurement of the variable), theoretically and empirically:

.\
1. Conceptually, &e identified on interaction surrounding entrepreneurial orientation,

successim@qpning, omoluabi leadership and performance of family-owned business.
The conceptual faramework that provided a pictorial explanation of the aim of this study
@?esigned, showing the dual relevance of omoluwabi leadership as a moderating
variable and mediating variable compared to the previous usage of the concept as an
independent variable. Also, the study gave more depth to entrepreneurial orientations and
succession planning concepts by assessing their contribution to the performance of

family-owned businesses.
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2. Methodically, a new measure, adaptiveness, was introduced to the measurement of
entrepreneurial orientation, after discovering that the old sub-measures were not capable
of confronting the force majeure imposed on global organisations by COVID-19 and the
consequent lockdown implications on businesses. Adaptiveness was introduced as a sub-
dimension of entrepreneurial orientation

3. Theoretically, the study combined the three theories of resource-based ﬁ'o\? family
system theory and contingency theory to address family-owned bu i %, considering
the arrears where one theory is weak, consolidating those areas 4vith the strength of other

. !

theories. Resource-based view theory is robust in add ﬁg\g angible and intangible
resources like the entrepreneurial orientation of I@gﬁnesses. However, it could not
address the family relationship and the sﬁ%&n planning concept of the family
business which plays a significant r(ﬂe‘)\\‘&?e success or failure of the business. The
family system theory contribute%'cédressing this weakness. The contingency theory
also binds the concepts an%%é moderating and mediating variable of Omoluabi
leadership.

0\

4. Empirically, &;&ﬁvalumed the effects of entrepreneurial orientations on the
is

customer !Q
QO

entref)%lrial orientation dimension explained 31.6% of the variation in customer

ction family-owned businesses in Lagos state affirming that

@ction of the family business under study: furthermore the study evaluated the
effects of entrepreneurial orientations on the firm growth family-owned businesses in
Lagos state, affirming that entrepreneurial orientation dimension predicted 49.9% of the
changes in firm growth for the family business under study: as well as showed that the

succession planning dimension predicts 30.2% of the changes in business continuity for
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the family business under study: the study also showed that entrepreneurial orientation
and succession planning predict 47.8% of the changes in firm performance for the family
business under study: The moderating analysis result (B =0.125; p< 0.025) shows that
Omoluabi leadership has a positive and significant moderating effect on the interaction
between entrepreneurial orientation and performance of family-owned business in Lagos
State, and tthat eventhough succession planning has an insignificant d%gt\(gfect on

performance following the indirect path of omoluabi leadership sho ﬁs@iﬁcant effect

framework. \
&
5.4.1. Implications for Researchers Q@

The study provides additional information, ‘&e empirical literature on entrepreneurial

establishing a mediating effect. The empirical analysis produc&l& resultant conceptual

orientation measures (Autonomy, in V&Qﬁﬁ}ess, risk-taking, competitive aggressiveness,
proactiveness and adaptiveness), suc%%on Planning measures (Bench strength, talent turnover
and time to fill) and performanNasures (customer satisfaction,, firm growth and business
continuity) of family-ow@?nesses. Furthermore, the study addressed some gaps in the
literature concerniq{ed preneurial orientation, succession planning and performance of family-
owned busin%QOntributing to current research for using management scholars locally and
intern . The study further allowed students to learn and recommended arrears of further

studies for scholars and students.
5.4.2. Implication for Practitioner

The study provided recommendations to family business practitioners on the specific areas to
focus on for better outcomes on entrepreneurial orientation dimensions, improving customer
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satisfaction with their products and services, and improving the firm's growth. It further provided
additional information on succession planning dimensions and how this can contribute to
business continuity from one generation to the other. This study also provided SMEDAN (the
regulator of small and medium enterprises in Nigeria) additional information with which to set
the standard for the family business in the country to become Transgenerational and more
productive to the economy by providing adequate competition to international F%@tclaiming
lost market both in Nigeria and Africa. It will also help provide forel. %@wnge to the

government by exporting quality products and services from the infhiz%'3
5.5 Suggested Areas for Further Research/Further PI&S%&
The limitations of the study provide the following ar@ '\ggestions for further study

A longitudinal research design to investigat .r%%neurial orientation succession planning and

family-owned business performance to e%)ish a causal relationship.

P

A multi-industry study of entrepr rial orientation, succession planning and performance in

o : ") :
the various industries to e@xh h the efficacy of the concepts in general management of the

industries \'C)
Future studies ‘may introduce the financial aspect of the performance of family-owned businesses

as it re@ to the contribution of entrepreneurial orientations and succession planning.

Future studies may consider other measures of succession planning incorporated into the study
and use the three sub-measures or the five sub-measures of entrepreneurial orientation to

investigate the study.

244



Future studies may investigate the same study in a different geographical location in Nigeria to

confirm the national application of the concepts.

Further study may investigate conflict management in succession planning and performance of

family-owned business.
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Appendix I
Questionnaire
Lead City University
Entrepreneurial Orientation, Succession Planning and Family-Owned Businesses in Lagos
State

Dear respondent,

I am a postgraduate student at Lead City University, researching the above topie- The study is
purely an academic exercise and we will need your help to understafid=the”family business
experience between 2018 till date by filling out the questionnaire. This questionnaire is designed
to collect data from you on the above subject matter for purely~academic purposes, the
information you supply will contribute to the knowledge of familyNobsiness and also provide a
basis for organisations and institutions for the strategic developmient of family businessesin
Lagos State and Nigeria. Be assured that the informatjon “ptovided will be strictly used for
academic purposes. Whatever information provided by you Wwill be held in confidence and will
not be linked directly or indirectly to you or another partys

Section A: Demographic Data
Kindly mark [V] in the space(s) provided:
1. Age: [ ] 18-28yrs | 1298%9yrs [ 140-49yrs [ ] 50-59yrs [ ] 60yrs and

above

2. Gender: [ ]Male [ ]Female

3. Marital Status: <\ ]'Single [ ] Married [ ] Others
(please specify)

4. Highest Educational Level: [ ] School Cert [ ] Diploma [ ] BSc Degree [ ] Master
Degree [ | RhD ] Others (please specify)

5. Years of Business existence: [ ]0-5yrs [ ]6-10 [ ]11-15yrs [ ] 16-20yrs
[ ]21§rssand above

6. Business Type [ ] Educational [ ] Manufacturing [ ] Services [ ]
Hospitality [ ] Others specify

7. Respondent Status [ | Employee [ ]Partner [ ] Business Owner | ]
Others specify

8. Years of experience in the business [ ]0-5yrs [ ]6-10 [ ]11-15yrs [ ]
16-20yrs [ ]21yrs and above

9. Generational Status [ ] 1%Generation [ ] 2" Generation [ ] 3"Generation [ ]

Others Specity
10. Level of involvement in the business as owner [ | Figurechead [ ] Manager [ |
Board member [ ] Others specify
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Please tick appropriate box according to the following keys: VH = Very High, H = High, MH =
Moderately High, ML = Moderately Low, L = Low, VL = Very Low

Section B

Succession Planning (Talent turnover, Bench Strength, Time to Fill)

SP Talent Turnover: VH H MH |ML |L
* (
A

1. | Rate your firm as an entity that encourages | 6 5 4 Qy Y2

promotion from within based on merit. . @J
AN D

2. | Rate your firm based on management’s willingness | 6 5 a3 2

to retain employees intentionally by practice Q
N
3. | Rate your firm in terms of your job satisfaction 6 Q 4 3 2
AT

4. | Rate your willingness to stay on the job due to the | 6 @\“5 4 3 2
management’s encouragement. ° Q

5. | Rate your firm on how you believe employe ) i 5 4 3 2
motivated to consider working until retirement

Ve

Bench Strength : (\' @

6. | There are formal training programmeSsin/this firm | 6 5 4 3 2
to teach employees the skills the to perform
their jobs 0.l

7. | I believe my promotion is@ﬂ of the induction | 6 5 4 3 2
of the training program. .

8. | I believe that my s ots and objectives are | 6 5 4 3 2
attained and identi e firm through training
programmes

9. | My care r& is more in shape due to my | 6 5 4 3 2
participati training programmes.

10. you rate the performance of successors | 6 5 4 3 2

o fill vacant positions from within?

Time to Fill:

11. | When the talent needed to fill a vacant position is | 6 5 4 3 2
not available within, how fast will you rate the
effectiveness of the firm to fill the position?

12. | How do you rate the propensity to fill a vacant | 6 5 4 3 2
position by promoting within the firm?

13. | How do you rate the availability of successors fora | 6 5 4 3 2
vacant position within the firm?
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14. | How do you rate the performance of successors | 6 5 4 3 2 1
used to fill vacant positions from outside?
Section C
Entrepreneurial Orientation (Adaptiveness, Autonomy, Competitive aggressiveness,
Innovativeness, Pro-activeness, Risk-taking,)
Autonomy: VH |H |MH |MLV]L VL
Rz 6)
1. | Our firm supports the efforts of individuals | 6 5 4 '\\‘-@ 2 1
and/or teams that work independently
2. |In our firm, the best results occur when | 6 5 < * 3 2 1
individuals and/or teams decide for themselves \0
what business opportunities to pursue O&%
4 )
3. | In our firm, individuals and/or teams pursuing | 6° ’*"’5 4 3 2 1
business opportunities are permitted to make« ®
decisions for the best course of actions \>
4. | In our firm, employee initiatives and inpm“gkg 6 5 4 3 2 1
a major role in identifying opportuniti<s: \
Innovativeness: N
QY
5. | Our firm seeks out new waW) things 6 5 4 3 2 1
6. | In our firm, very ma ew product lines or | 6 5 4 3 2 1
services are importa
2
7. | In our firm, changes in product or service lines | 6 5 4 3 2 1
have been mdﬁ(ly quite dramatic
A Q\
8. |In ourﬂ?‘fffere is a long-term commitment to | 6 5 4 3 2 1
invest<in new technology, R&D, and continuous
i@&nent
9. | Our firm actively introduces improvements and | 6 5 4 3 2 1
innovations
10{ Our firm is creative in its methods of operation | 6 5 4 3 2 1
Risk Taking:
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11} Our firm invests in high-risk projects (with | 6 5 4 3 2
chances of very high returns)

12} Our firm adopts a bold, wide-ranging act | 6 5 4 3 2
necessary to achieve its objectives

13/ Our firm commits a large portion of its |6 5 4 3 2
resources to growth

14] Our firm invests in major projects through | 6 5 4 3 2
heavy borrowing

o— N

15} Our firm, people in our business are encouraged | 6 5 4 3 \ "2

to take calculated risks with new ideas é&
RN
\\?o

16/ Our firm emphasises both exploration and | 6 5 4? 3 2
experimentation for opportunities ‘\ -
Pro-activeness &%\' °

17{ Our firm typically initiates actions which the | 6. 4 5 4 3 2
competition then responds to 4 \

18] Our firm is very often the first business N}Y 5 4 3 2
introduce new products/services, operating
technologies, etc. (\. e‘\&

19/ Our firm is closely monitoring techhelogical | 6 5 4 3 2
trends and identifying the fu eeds of
customers

S

20{ Our firm excels at identifzing\vﬁportunities 6 5 4 3 2
Competitive Aggres@segz

21} Our firm 'é@y‘seeks to project a| 6 5 4 3 2
competitive “unde=the-competitors” posture

22| Our fi Q‘\'fery aggressive and intensely | 6 5 4 3 2
competitiy

N

23 ‘fien adopts a price-cutting strategy to | 6 5 4 3 2
enhance a competitive position

24/ Our firm copies the business practices or | 6 5 4 3 2
techniques of successful competitors to enhance
a competitive position

25/ Our firm makes use of wunconventional | 6 5 4 3 2

strategies to challenge competitors

Adaptiveness
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26/ How will you rate your firm’s response to | 6 4 3 2
emergencies, risks or dangerous situations?
27| How will your firm respond to a demanding or | 6 4 3 2
stressful situation?
28| How will you rate your firm’s response to ill- | 6 4 3 2
defined  work  situations that appear
unexpectedly?
G
29|/ How will you rate your firm’s snap decision- | 6 4 3 \0'2
making to uncertain and unpredictable @'&
occurrences at work? N ;S?O
30/ How will you rate interpersonal adaptability in | 6 cf‘%‘ 3 2
your firm? 4\03
31/ How will you rate cultural adaptability | 6 | 4 3 2
(working with people or teams from other (2
companies, or other nationalities) in your firm? ¢ 4
PIINaN
32/ How will you rate physical adaptability (eg}j\y 4 3 2
working conditions that entail noise, degree«o
risk/danger inherent in your oc u;&
weather hazard..) in your firm? < )
S
Section D %
Firm Performance (Firm Gr@bﬂ Customer Satisfaction, Business Continuity)
~
FirmGrowth: ‘Q ‘ VH |H MH | ML VL
CO
1. | How do you )&teﬁfegromh of the firm compared to | 6 5 4 3 1
that of @ect/indirect) competitors?
2. | How o\ryou rate your firm’s profit growth | 6 5 4 3 1
d to that of your (direct/indirect)
competitors?
3. | How do you rate your staff growth compared to that | 6 5 4 3 1
of your (direct/indirect) competitors
4. | How do you rate your firm’s growth in market | 6 5 4 3 1
share compared to that of your (direct/indirect)
competitors?
5. | How do you rate your investment appetite in | 6 5 4 3 1
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research and development to develop new ways to
increase your impact or to serve your customers?

CustomerSatisfaction:

How often can you say your firm comes up with
new ideas to address customers’ feedback or
complaints?

How do you rate your customer’s satisfaction with
your services?

How do you rate your complementary services and
your customer’s view of them?

How do you rate the output provided by your firm
about the impact on the general well-being of your
customers?

10.

How do you rate your firm’s propensity for
achieving a smooth route to accomplish the missio

of meeting the customer’s need? &KQ

BusinessContinuity:

11.

Q
Rate your firm’s assessment of @0 our
s

operations and the necessary acti aken to

protect the business against such.
ON

12.

How do you rate the firm’s @gﬁt'iﬁcation of the
activities that are essenti;&()the delivery of the
full range of your produ% s\ervices and works?

Na N

13.

Rate theregulari QWi%h the firm updates the
Business Contifwity plan that includes your incident
managemené\grocess, notification procedures,
recove egy/procedures and the estimated
recovery\time for your products, services and

14.

Rate the staff’s awareness of the BC Procedures and
their roles and responsibilities within them.

15.

Rate the effectiveness of the firm’s IT Continuity
Plan.

16.

Rate the effectiveness of the firm’s critical data
backup and how readily the data are available
offsite.
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Section E
MODERATOR (Omoluwabi Leadership)

OmoluwabiLeadership: VH | H | MH | ML VL
They have respect for all employees 6 5 |4 3 1
They possess the ability to handle challenges with sound | 6 5 |4 3 1
character and wisdom in judgment
They are always willing to assist employees in their | 6 5 |4 { 3% 1
various engagements A \
They are truthful and reliable in carrying out their duties | 6 5 .4 GQ )3 1
They are skilful in carrying out their various | 6 %&\@ 3 1
responsibilities N
A
They are skilful in handling problems as they arise in the | 6 ‘\A‘%'\ 4 3 1
course of their duties %\ g
.

They set a high standard of ethical compliance )3 5 |4 3 1

6 5 |4 3 1

approved language

They address employees with dignity ar%s@ﬂy

A

Thank you for your co-operation . \ﬁ
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A. Personal Data

1.

2.

Full Names: Stephen Olajiire OLUWATUKESI

Email: oluwatukesis@gmail.com

Phone No: 08023743440 .

Address: Plot 15, Block 7, Omololu Olunloyo %&adan
Date and Place of Birth: 04/07/69 Ibokun (Obokun LG .Osg%tate)
Nationality: Nigerian

Name and Address of Next of Kin: Temituope Esimaje
Plot 15, Block 7,

Educational Background with Dates
N

Educational Institutions Attended with Datg

GTTC Nursery and Primary School ‘ )\\'
Salvation Army Primary Schoo@

African Church Grammar«&h%f

Lagelu Grammar Sc ‘%"

National Ope@rszlty
Nationékl C@'University
¢

Ac Qualifications Obtained (with dates):
ondary School Certificate
Bachelor of Science

Certificate of Service Year Waiver

Master of Science
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1979 - 1984
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Professional Qualifications with Dates: Nil

Working Experience with Dates

C-SOKA Nigeria Limited (SOKA Studio) Managing Partner 1994 - 1998
Victory International church Pastor 1998 -2005

Newspring Nursery and Primary School Proprietor 2005 to date

Newspring College Proprietor 2019 to@&

Award and Fellowship (if any) ‘\QO

CBN Entrepreneurship Awards 1* Runner-up Best Micm‘%[rﬂepreneur
Growing Business Foundation Best Micro Entreprg@r

CBN Entrepreneurship Awards Best Micro E@Qeur

Member of Academic Professional Bodies:\Ni Q

Publication (s): Nil

Major Conferences Attended gt)es

CBNiInternational Conference@‘b'Annual MicroEntrepreneurship Promotion

"

CBN International Coﬁfn e and Annual Micro Entrepreneurship Promotion
ethods and Academic Writing

Training in Re a@

Academic and [fidustry Edge

Train‘ﬁ%%esearch Methods and Academic Writing
@gnic and IndustryEdge
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