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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, poor technology,

and poor educational development contribute to low industrialisation and underperformance in

these countries. An underperforming economy is characterised by low purchasing power, poor

standard of living, and low life expectation index. Nigeria is one such country that suffers from

unemployment and underemployment problems and has been reported as one of the top three

countries with the highest unemployment rate globally. Nigeria’s unemployment rate rose to

33.3% in the last quarter of 2020 from 27.1% in the previous quarter, while the

underemployment rate stood at 22.8 %1. By 2022, 63% of the population, 133 million, were

poor2. This exceeded the World Bank’s post-COVID-19 projection of 95.1 million3.

Industrialisation, in the primitive sense, started when families came together to consolidate

available resources to meet their needs. Fathers, mothers, and children combine human and

material resources to make 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-

Owned Business 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
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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 indirect rights, at least

one family member must be involved in the governing structure of the firm, and one family

member must hold at least 25% shares and should be able to exercise managerial rights4.

FOB is usually acceptable above other businesses in the community where they operate because

they gain customer’s trust through their value system, long-term thinking, and strong

fundamentals. FOB was voted with a 9% margin over publicly owned companies by consumers

on trust ratings5. Some family businesses retain the ownership of all the business equity within

the family. At the same time, some expose a portion of the equity to the public through the

Security and Exchange Commission (SEC) or Franchise. Some typical family businesses are

Uncle Benz, Ford Motors, MacDonald’s, Dangote, Ali Baba, Walmart, etc4.

The contributions of family businesses to the global economy cannot be over-emphasised. The

top 750 FOBs employed over 30.5 million people in 2018 and generated $ 9.1 trillion, which

grew to 33.6 million and a combined revenue of 10.3 trillion in 20195. Their contributions to

economic recovery after the 1998 financial meltdown surpassed those of public-owned

companies because of their agility and quick response to change in a turbulent environment6. 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 20167. A consistent increase in revenue has
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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 business topped

the chart with 298 followed by North America and Asia-Pacific with 188 companies. In 2019,

the top 750 companies were rated as a firm with a $2.6 billion turnover and a minimum of 50%

controlling share for private companies and 30% for public companies6. The African continent

recorded a Gross Domestic Product growth of 4.6% between 2000 and 2018, a figure higher than

that of Latin America and the Caribbean with 2.6% but below Asia at 7.4% within the same

period8. Only two African companies featured among the Top 500 family-owned businesses,

Mansour Group from Egypt and Ackermann from South Africa, with numbers 304 and 362,

respectively, and only seven family businesses from the continent made the top 750 family

businesses6. The perceived growth and development of FOBs in Africa is still a far cry compared

to other regions globally. The Africa to Asia labour productivity ratio decreased from 67% in

2000 to 50% by 2016. Inter-African trade of consumption goods dropped from $ 12.9 billion in

2009 to $11.8billion in 2016, while import of the same goods from other parts of the world grew

from $11.2billion to $19billion within the same period. Fifteen countries in the West African

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

and having a high unemployment rate9.

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,
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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 businesses10. 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 the foreign debt

payment. In 2016, the country went into another economic recession, and from then till date, the

nation's economy has been different. This is reflected in the 2020 budget performance, in which

97.6 per cent was spent on debt servicing, and the country was listed as one of the top three

nations with the highest unemployment rate in the world1. Nigeria needs to borrow a leaf from

the global recovery of the 2008 economic meltdown in which FOB played a vital role. Given this

discussion, this study will examine the effect of entrepreneurial orientation and succession

planning on the performance of family businesses in Lagos state.

1.2 Statement of the Problem

Global economic activities originated from Family-Owned Business (FOB); it has also

contributed to the success of many economies in the world. The World Bank reported that Micro,

Small and Medium Enterprises (MSMEs) account for 90% of business activities, 50% of

employment and generate over 40% of GDP in emerging economy11. Similarly, FOB contributed

more than one-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 economies12. 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 sector13. The PricewaterhouseCoopers
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(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 economies14. 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 Monetary Fund (IMF),

statistics that Nigeria needs to monitor being an oil-producing country. FOB can contribute to

resolving the challenges posed by Nigeria’s different economic problems.

The challenges faced by FOBs in Nigeria are numerous, even though the sector is listed as one

that contributes significantly to the economy. Statistics show they can contribute much more to

the GDP if these challenges are identified and eliminated. Access to finance is a key constraint to

the growth of SMEs11. It was reported that access to finance is the second most cited challenge of

SMEs in emerging markets and developing countries, limiting firm growth by 50%, estimated to

be creating around N617.3 billion credit gap annually to both unserved and underserved FOBs,

and 47% FOBs have limited access to finance12,13,14.

A declining growth (firm growth) rate is one of the challenges confronting FOBs in Nigeria.

PWC survey shows that the FOB growth was below the global average by 16% and stood at 53%,

while the worldwide average was 69%8. At the same time, KPMG reported that 34% of

businesses recorded a declining growth rate within the same period11. 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
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the survival of a firm15,16,17. 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 States19,20,21. Investigations also revealed that succession planning has been very effective

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

businesses supported by succession planning helps resolve the firm growth problem and business

continuity problem in Nigeria?4.

In Nigeria, consumers’ taste for imported goods indicates a need for more innovation and

creativity to meet their needs. As stated earlier, the importation rate of consumer goods among

African countries continues to drop while increasing from outside the African shores. What will

be the influence of innovation if injected alongside other dimensions of entrepreneurship

orientation to Nigerian FOBs concerning customer satisfaction? Will upgrading product quality

and introducing new products and services that innovations bring contribute to regaining the

customer’s trust? Will technology and innovation impact the production process, leading to a

reduction in production cost and an improvement in product quality? Any enterprise that

improves with time will retain the patronage of its competitors and, in some cases, foreign

products that 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 201614,15. 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
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process was 29.6 %; for ten African countries, the average was 30.7%, and that of India was

68.2%19,20,21. Innovations, 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?

Poor succession planning destroys the going concern aspect of business, disrupting business

continuity. Globally documented succession plan is 18%; regionally, it is 17% in South Africa

and Kenya, but in Nigeria, it is only 10%. Strategic planning is 16% below the global average,

with 33% claiming to have a formal mid-term strategic plan compared to the 49% global average;

this is destroying business continuity from one generation to the other14,15. About 67% of FOBs

in Nigeria claim to have a clear sense of company/family value; this is still below the global

average of 79%. 43% have this in written form, below the global average of 49%, and the values

need to be more precise and clearer under scrutiny. Only 10% have a formal succession plan in

place14. Decision-making in FOBs must be designed to influence the fifth and sixth generations;

therefore, business thinking must be transgenerational14. These factors indicate a problem of

business continuity in Nigeria; Empirical studies have shown the role that succession planning

plays in FOB globally. Scholars conducted different studies on succession moderating the role of

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

entrepreneurship legacy and other succession models3,22,23..

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
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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

performance24. An incompetent incumbent family or non-family CEO is another factor that can

fuel conflict or even destroy a business25. 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 was the probable

cause for why the oldest family business is located in Japan4. What intervening effect will

Omoluabi leadership have on the interaction between the independent and dependent variables?

1.3 Aim and Objectives of the Study

This study aims to investigate the effect of Entrepreneurial Orientation Dimensions (competitive

aggressiveness, innovation, risk-taking, pro-activeness, autonomy and adaptiveness), Succession

Planning Dimensions (Bench strength, Talent turnover rate, and time to filling open position) on

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

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

i. determine the effect of Entrepreneurial Orientation on Firm Growth of family-owned

businesses in Lagos state.

ii. investigate the effect of Entrepreneurial Orientation on Customer Satisfaction of

family-owned businesses in Lagos state.

iii. 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 Lagos state.

1.4 Research Questions

For this study, the following are the research questions:

1. how do Entrepreneurial Orientation Dimensions affect the Firm Growth of family-

owned businesses in Lagos state?

2. how do Entrepreneurship Orientation influence Customer Satisfaction in family-

owned businesses in Lagos state?

3. what is the effect of the Succession Planning Dimensions on Business Continuity in

family-owned businesses in Lagos state?

4. what are the effects of entrepreneurial orientation and succession planning on the

performance of family-owned businesses in Lagos state?

5. what 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?
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1.5 Hypotheses

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

H01: Entrepreneurial orientation dimensions have no significant effect on customer satisfaction

of family-owned business in Lagos State, Nigeria.

H02: Entrepreneurial orientation dimensions have no significant effect on firm growth of

family-owned business in Lagos State, Nigeria.

H03: Succession planning dimension has no significant effect on business continuity of family-

owned business in Lagos State, Nigeria.

H04: Entrepreneurial orientation and succession planning have no significant effect on firm

performance of family-owned business in Lagos State, Nigeria.

H05: Omoluabi leadership has no significant moderating effect on the interaction between

entrepreneurial orientation and performance of family-owned business in Lagos State,

Nigeria.

H06: Omoluabi leadership does not significantly mediate the interaction between succession

planning and firm performance of family-owned business in Lagos State, Nigeria

1.6 Significance of the Study

The study 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 systems from

a more prosperous region has contributed tremendously to economic development. This has

enabled the government to invest in creating a conducive environment for the growth of SMEs in

the United States, which has the most successful FOB among the top 7506. This study will help

make FOBs in Lagos state more efficient, and contribute much more to the state’s GDP. Studies

shows that employee engagement establish firm performance26. Nigeria’s unemployment and

underemployment figures and the staggering poverty population figures show that job-creating

policies are needed in the country2,6. Providing business-friendly policies and investments in

family business in terms of education and an enabling environment will significantly benefit the

nation. Nigeria can benefit and become a success story, too, through learning from the Asian

Pacific region, which produced a whopping 13 new entrants in the top 750 family-owned

businesses in the world, and China, which changed its protectionism view and had significant

economic results. This study provides a step in that direction for Nigeria.

1.7 Scope of 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 country, with an

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

study id being conducted.

1.8 Limitations of the Study

The study was delimited to the non-financial performance of family-owned businesses.

Nigeria's data protection law makes government agencies wary of divulging required data

concerning family-owned businesses in Lagos state.

The duration of the study was too short to apply a longitudinal research design that may be

useful for a causal effect of the dependent variable.

The succession planning element was delimited not to include family conflict, which was a

significant source of efficiency in family business.

1.9 Operationalisation of the Variables

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

Variable, Omoluwabi Leadership (Z).

1. Functional Model

Y= f(X, W, Z)

Y = Dependent Variable = Firm Performance FP

X = Independent Variable = Succession Planning SP

W = Independent Variable = Entrepreneurial Orientation EO

Z = Intervening Variable (Moderating and Mediating) = Omoluwabi Leadership OL

i.) The first Independent Variable Entrepreneurial Orientation (EO) W is measured as

W = f (Independent Variable) = f (Entrepreneurial Orientation) = f (RT, I, P, CA, AU,

AD)

W = f (w1, w2 ……….. w6)

w1 = Risk-Taking (RT)

w2 = Innovativeness (I)

w3 = Pro-activeness (P)

w4 = Competitive Aggressiveness (CA)

w5 = Autonomy (AU)

w6 = Adaptiveness (AD)

ii.) The 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)
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x3 = Talent Turnover (TT)

iii.) The Dependent Variable Firm Performance (FP) Y is measured as

Y = f (Dependent Variable) = f (Firm Performance) = f (FG, CS, BC)

Y = f (y1, y2, y3)

Y1 = Firm Growth (FG)

Y2 = Customer Satisfaction (CS)

Y3 = Business Continuity (BC)

The study employs Omoluwabi Leadership (OL) Z as the Moderating and Mediating

Variable

Z = Omoluwabi Leadership (OL)

The operationalisation is that the Dependent, Independent, Moderating and Mediating Variables

are based on the following linear regression equation

Y = f(X, W)

Y = (X, W, Z)

Y = (y1, y2, y3)

X = (x1, x2, x3)

W = (w1, w2, w3, w4, w5, w6)

Z = (Z)

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

Y = Firm Performance = FG + CS + BC

W = Entrepreneurial Orientation = RT + P + I + 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

Y1, = f (w1, w2, w3 w4, w5, w6)

y1 = ß0+ ß1 w1 + ß2 w2 + ß3 w3 + ß4 w4 + ß5 w5 + ß6 w6 + μ ………………………………..... (i)

Hypothesis Two

Y2, = f (w1, w2, w3 w4, w5, w6)

y2 = ß0+ ß1 w1 + ß2 w2 + ß3 w3 + ß4 w4 + ß5 w5 + ß6 w6 + μ …………………….……..... (ii)

Hypothesis Three

y3 = f (x1, x2, x3)

y3 = ß0+ ß1x1 + ß1x2 + ß1x3 + μ …………………………….. (iii)

Hypothesis Four

Y = (X W)

Y = ß0+ ß1 Xi + ß2Wi + μ ……….………………….... (iv)

Hypothèsis five
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Y = (W Z)

Y = ß0+ ß1Wi + ß2Zi + ß3W1* z1 + μ ……….………………….... (v)

Hypothesis six

Y = (X Z)

Y = ß0+ ß1 Xi + ß2Zi + ß3X1* z1 + μ ……….………………….... (vi)

1.9 Operational Definition of Terms

Adaptiveness: This is the ability to re-adjust resources to cope with internal and external

environmental changes, ensuring a competitive advantage over other competitors and meeting

the consumer's need despite the unexpected changes that affect process and procedure. The

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

innovative ability of the organisations' decision-makers.

Autonomy: This has to do with organisational freedom and flexibility in decision-making in

relation to process practice and initiative, leading to the development of entrepreneurial

initiatives among the organisation's staff.

Bench Strength: 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 processes

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

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

have a controlling equity or are involved in the decision-making cadre of the organisation or a

company where family members who are related by blood, adoption, or marriage have a

significant influence over all or major strategic decisions.

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

the resources necessary to take advantage of market possibilities.

Firm Performance: This refers to an organisation's capacity and ability to effectively utilise the

resources at its disposal to achieve goals consistent with those set by the business while also

considering the relevance of those goals to its users.

Firm Size: 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 simultaneously.

Innovativeness: 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
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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 employed.

Succession Planning: This refers to a thorough and organised method of creating a pool of

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

that promotes stability.

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

organisation.

Time-to-Fill: This measures the length of the hiring process from job requests to job acceptance,

whereas time-to-hire measures the length of time from when a candidate first enters the talent

pipeline to when they accept an offer of employment.
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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 conceptual and

empirical review of the independent, dependent, and moderating variables (Omoluabi leadership).

The historical background of the variables with their dimensions was reviewed from the

perspectives of different scholars. Related theories such as the resource-based view, family

systems theory and contingency theory are reflected upon to underscore how entrepreneurial

orientation and succession planning influence the performance of family-owned businesses. The

chapter comprises five main sections: the conceptual review, theoretical review, empirical

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

study.

2.1 Conceptual Review

2.1.1 Entrepreneurial Orientation

2.1.1.1 Risk Taking

2.1.1.2 Pro-activeness

2.1.1.3 Innovativeness

2.1.1.4 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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2.1.2.2 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

2.2 Theoretical Framework

2.2.1 Resource-Based View

2.2.2 Family Systems Theory (FST)

2.2.3 Contingency Theory

2.3 Review of Empirical Studies

2.3.1 Methodological Review

2.3.2 Findings Review

2.3.2.1 Succession Planning and Business Continuity

2.3.2.2 Entrepreneurial Orientation and Firm Growth

2.3.2.3 Entrepreneurial Orientation and Customer Satisfaction

2.3.2.4 Omoluabi Leadership on Succession Planning and Firm Performance and
Entrepreneurial Orientation on Omoluabi Leadership and Firm Performance

2.4 Conceptual 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

In recent years, the literature on entrepreneurship has paid much attention to entrepreneurial

orientation. This concept has been the subject of several empirical studies1,2,3,4. Researchers have

conceptualised Entrepreneurial Orientation (EO) under various names, including entrepreneurial

style, entrepreneurial behaviours, entrepreneurial intensity, corporate entrepreneurship,

entrepreneurial posture, strategic posture, and entrepreneurial proclivity5. This demonstrates

unequivocally that researchers have yet to reach a consensus on a widely accepted definition of

EO in the study of entrepreneurship. Therefore, it is not unexpected that different meanings are

used by scholars depending on the area of interest. EO was defined as the engagement of a firm

in the activities of risk-taking, innovating, and being proactive to outperform competitors, and

this was subsequently improved as the degree to which managers at the strategic level are

inclined to take risks related to the organisation (risk-taking dimension), favour change and

innovation to gain a competitive advantage (innovativeness dimension) and engage in aggressive

competition with other firms6,7. These are all indications of an organisation's effectiveness (pro-

activeness 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 selected8. 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 possibilities9. 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 autonomy10.

The development of the concept was attributed to the previous works of Mintzberg and

Khandwalla,who describe EO as the personality and way of life of entrepreneurs11,12,13. Using the

premise that entrepreneurial behaviour depends on the degree to which company managers

investigate new market possibilities in uncertain and dynamic business settings, the EO concept

proposed by Mintzberg was addressed as a management feature and disposition12. By

highlighting that managers demonstrate EO by making hazardous and audaciously daring

business decisions, Khandwalla supported Mintzberg12,13.

Contrarily, Miller defined EO as a company's behaviour and not the personalities of the

personnel6. The scholar stresses that risk-taking, proactivity, and innovation are characteristics

that exist at the company level. Innovativeness, risk-taking, and pro-activeness, the three

dimensions of EO, were integrated to form a unified construct in Miller's conceptualisation of

EO in 1983. According to the scholar, an entrepreneurially oriented organisation engages in

product market innovation, invests in risky enterprises, and is the first to develop and implement

proactive initiatives 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

together7. 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 markets4. 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 seizing possibilities.

Supporting the view, another scholar described entrepreneurial orientation as embodying several

firm-related behaviours and acts targeted at introducing new procedures and production

techniques, producing new product lines, and investigating recently discovered market prospects3.

Furthermore, the work of a scholar was broadened by stressing 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 components9. For instance, a company that is not proactive but is very inventive or

consistently pursues hazardous ideas may demonstrate EO and thus be described as

entrepreneurial. The entrepreneurial orientation concept, which was examined along three

dimensions: innovativeness, pro-activeness, and risk-taking by earlier studies, was broadened by

scholars to include two more dimensions—autonomy and competitive aggressiveness6,9. The

scholars argued that each of EO's dimensions has various degrees of impact and should be

investigated separately to determine the precise magnitude of impact and prevent shared effect

difficulties. Studies examining the many EO aspects have found different degrees of impact14,15.

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 possibilities16. 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 performance17. Similar to how

many researchers see this perspective, firms may benefit from having it as a management

quality18,19.

2.1.1.1 Risk Taking

The word "risk" is a neologism that developed with the shift from traditional to modern society20.

In the Middle Ages, "the term residuum was used in particular contexts, above all sea trade and

its ensuing legal problems of loss and damage." The words rischio and riezgo were common in

the 16th-century vernacular languages. Arab traders from the Middle East and North Africa

exchanged goods, bringing this to continental Europe. The word "risk" did not first appear in

English until the 17th century and "seems to be imported from continental Europe." When risk

terminology gained traction, it supplanted the previous paradigm that thought "in terms of good

and bad fortune." This change was caused by the old rhetorical uses of Fortuna as an allegory for

religious content and prudent judgement as a (noble) virtue in the newly developing commercial

society losing plausibility20.

Risk-taking is the propensity to engage in potentially harmful or dangerous actions but also

presents the chance for a favourable outcome. The degree to which a corporation can motivate its

desire to take action even when the results are unclear is one of the EO dimensions known as

risk-taking21. According to the EO theory, risk-taking is a quality of entrepreneurs influencing

how long a 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 another21. 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 business22.
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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 debt23. 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, and/or devotes

resources to exploring prospects in hazy situations. Despite the simplicity of this definition, we

agree with other scholars that more precise or focused definitions are more helpful in

determining whether or not family enterprises are risk-averse24,25.

There are three types of risk-taking: borrowing heavily, investing in uncertain territory and

allocating a portion of one's resources26. However, risk-taking is challenging to measure because

it can be financial, social and emotional. First, borrowing heavily, which replicates the risk-

return trade-offs measured in financial analyses, involves investing a sizable portion of resources

or obtaining a sizable loan into ventures that are likely to have better revenues but a high

probability of loss9. A scholar posits that organisations that face significant risks often earn better

returns than those that do not27. By anticipating a high level of exaggerated failure, this decision-

making style concurs that company managers show a significant commitment to success and

anticipate good consequences.

Second, taking risks with significant resources by engaging in a business with an uncertain

outcome28. 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 repercussions29. 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 return28. Businesses with this capability are

ready to adopt novel business practices that deviate from conventional business procedures and

systems currently acknowledged as favourable.

Furthermore, a scholar assumed that risk-taking tendency would fluctuate regarding its effect on

the outcomes or company goals while considering the interaction of variable components in a

business's methods and structure9. They claim that a problem that earlier studies have raised is

that business owners sometimes need to recognise the risks that others have taken. They also

only sometimes consider taking risks outside the boundaries of their industry, which could

impact their performance and jeopardise the existence of their companies. All business activities

require some level of risk-taking; thus, entrepreneurs are often familiar with risk-taking-oriented

behaviours30. In addition, the tendency to take risks has been identified as a trait of entrepreneurs,

prompting researchers and industry experts to continue their investigations into how to use risk-

taking behaviour as a strategy and standard of performance for new market entrants28.

2.1.1.2 Pro-activeness

Danny Miller was the first author to identify pro-activeness as one of the entrepreneurial

orientation dimensions6. It is described as a quality that makes a person capable of influencing

environmental changes while remaining mostly unaffected by external factors31. 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 services32.

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 ahead31. Pro-activeness enables firms to have a forward-looking

approach, the capacity to foresee and be ready for the future, and a willingness to be

trailblazers34.

Pro-activeness, as seen from the perspective of entrepreneurial orientation, refers to the processes

that are used to anticipate and respond to future needs through looking for new opportunities that

may or may not be related to the current line of business, launching new products and brands

before the competition, and strategically closing down operations that are nearing the end of their

useful lives or are in decline35. It is also the propensity of an entrepreneur to foresee and respond

to future needs rather than responding to situations as they arise. Due to its prospective nature,

this can be essential for entrepreneurial endeavours. The conceptual opposite of pro-activeness is

passiveness, which refers to indifference or the incapacity to exploit chances or lead in a

marketplace9,35.

Furthermore, a firm's ability to lead (rather than follow) in creating new procedures and

technologies and launching new goods or services may be used to quantify proactiveness9. In

particular, it may explain nearly all the combined effects of the characteristics of EO on firm

performance in family business14. 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 advantages of pioneers'

vicarious learning for followers.

Developing a higher level of customer trust, identifying and taking part in additional innovative

products and services, staying in touch with a firm's members, setting up effective

communication channels, and including all supply chain participants in a firm's product/service

marketing plans are all examples of pro-activeness dimensions37. When executed correctly, this

results in excellent organisational performance and enables a business to take the initiative to

enter new markets, capitalise on them, and assume 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 entirely focused on managing the business while taking into account

the experiences of the past and the present and projecting what will happen in the future. For

better business performance, the entrepreneur takes chances and sacrifices time, energy, family

time, and other things.

2.1.1.3 Innovativeness

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 of supply for raw

materials or half-manufactured goods; and (v) the implementation of a new organisational

structure for any industry38.

Innovation can be described as the capacity to design a new product, service, organisational

structure, or administrative system39. It also refers to implementing innovative procedures and

producing new goods40. Scholars argue that this approach is extendable to and recommended for

organisations focusing on development. Innovation is a multi-stage process through which firms

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

and differentiate themselves in their markets41,42.

Firms must always produce innovation to obtain better outcomes. Therefore, innovation

orientation has become a subject of considerable importance and is crucial to success. Despite

having a variety of conceptualisations and meanings, the phrase "innovation orientation" has

been used extensively in the literature on innovation43.

Launching new goods, R&D expenditures (on products and processes), and the order of entrance

into the market are the three concepts characterising innovativeness44. 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 indicated by its

innovation orientation, which offers a setting for the execution of proactive growth-based

initiatives45.

A recent definition of innovation orientation by scholars describes it as “a multiple construct with

a focus on driving innovation-based practices and values throughout the organisation primarily

through four core aspects: culture, flexibility in structures, capital and knowledge capabilities

and understanding environmental dynamics to drive positive organisational performance”46.

Focusing on innovation can boost an organisation's productivity and competitiveness, ignite the

entrepreneurial spirit, produce high-quality goods and services that can satisfy changing

consumer demands and expand the market, encourage the rapid development of new

technologies, markets, and formats, and quicken the shift in development momentum47.

Furthermore, scholars in the field hold that innovation orientation represents the market,

governmental and corporate attitudes toward changes in objects and new ideas and the corporate

openness to new technology, new resources, new management methods, and the desire to

innovate. Innovation orientation assists businesses in overcoming challenges and achieving

sustainable development48. Innovation orientation mainly reflects how open a company's culture

is48. This implies that innovation will have significant implications only if an organisation

supports and fosters it at the level of values, this has significant implications49. 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, and are not

just limited to research and development and technological innovation. Accordingly, innovation

orientation is defined in this study as any action that allows a company to conceptualise, develop,

create, and present new goods, services, procedures, or business models50,51,52.

2.1.1.4 Competitive Aggressiveness

Competitive aggressiveness (CA) is a company's approach to handling aggressive issues and

outperforming them through strategic analysis53. CA describes how entrepreneurs aggressively

and actively engage rivals in chasing their target market on various fronts, including price

reductions, the employment of unusual strategies, and inventions54. The significance of

competitive aggressiveness resides in its impact on the firm's capacity to outperform competitors

by adopting a solid offensive stance, forging aggressive and frequent entry into markets

recognised or dominated by competitors, and significantly impacting the market. Promoting new

goods and services is a symptom of competitive aggression; as a result, this dimension is also

directly tied to innovation55. 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 approach56. 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 mentality57,58. 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 expenditures, enhanced

product quality, and increased production capacity are all examples of aggressive initiatives59.

Competitive aggressiveness is the inclination of a corporation to actively and vigorously attack

its competitors to gain entrance or enhance position, that is, to outperform competitors in the

same industry in the marketplace. As previously noted, competitive aggressiveness is defined by

responsiveness, which can take the form of direct conflict, as when a company joins a market

that another competitor has recognised, or reactive, like when a company cuts prices in response

to a competitive threat. Indeed, rather than concentrating exclusively on market development,

competitive, aggressive conduct is highly related to threats made by competitors and conflicts for

current customers. The numerous action repertoires contribute to a comprehensive knowledge of

the activities organisations do while competing with one another and form the foundation of

competitive aggression. Adopting aggressively competitive conduct and fiercely battling rivals is

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

outperforming rivals in a firm's industry60.

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 rivals60.

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 rivals61. 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 researched62,63.

2.1.1.5 Autonomy

Autonomy is related to organisational freedom and flexibility, both of which aim to support the

development of entrepreneurial initiative among organisational members65. People need to be

autonomous to feel that they have options, act on their own decisions, and control their destiny66.

Autonomy is defined as individuals' independent activity of presenting a vision or an idea, which

allows them to exhibit the skills essential for easing the way to a successful enterprise67. Among

the auxiliary members of international organisations, autonomy can facilitate some

entrepreneurial abilities68.

A key component of firm-level entrepreneurial conduct that produces entrepreneurial value has

been identified as entrepreneurial autonomy69. Entrepreneurs who put their funds into a new

business profit financially and enjoy the utility of working independently70. Autonomy

encourages engagement and innovation and has a beneficial effect on team cohesiveness71. When

there is a high level of autonomy, the team's cohesiveness enables businesses to profit from

information exchange72. For strategic advantages and entrepreneurial success, entrepreneurial

autonomy is crucial69. The relationship between units and subunits in terms of decision-making

and goal-setting is referred to as autonomy in the context of an organisation73.
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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 them74.

2.1.1.6 Adaptiveness

Adaptiveness can be traced back to Darwin's evolution theory of how organisms adapt to the

changes in their environment. The ability to fit appropriately into a new environment despite an

unexpected change is a prerequisite to survival75. An agile organisation responds promptly to

environmental changes, such as effecting appropriate changes to customers' demands,

technology developments and repackaging to suit current tastes76. Agile governance is defined as

"organisational culture and collaboration methods to achieve a higher level of adaptiveness"77.

2.1.2 Succession Planning

"Succession planning" originally denoted leadership development at the highest levels, such as

the Chief Executive Officer (CEO). Succession planning is a thorough and organised method of

creating a pool of leadership and expertise to make sure that present and future leadership

demands are met in a way that ensures stability78. 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 sets76. After that, middle

management personnel who may eventually replace senior management are identified79. These

prospective successors are then trained to acquire and perfect the abilities needed to assume

leadership roles when right. So, rather than being a one-time event, succession planning is a

continual process that requires annual updates and re-evaluation in response to developments in

an organisation's internal and external environment80.

A systematic succession planning strategy should offer a company several advantages. Firstly,

when succession is based on open and merit-based criteria, it can be a strong motivational tool

for staff members who can see a clear route to progress within the company. This will encourage

them to work more and can boost job satisfaction81. Secondly, as a purposeful approach to

knowledge and skill transfer that is significantly capable of improving company continuity, a

defined succession plan can also encourage senior members of management to serve as mentors

and instructors to their younger counterparts82. Thirdly, a documented succession plan helps the

company assess the value each person offers accurately, facilitating internal promotions83. Also,

a new generation 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 reality84. 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 away82. 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 costs85.

Succession planning is identifying the critical requirement for intellectual capital and leadership

throughout the business through time and preparing people for the present and future job

responsibilities required by an organisation84. Planning for important leadership changes within

organisations requires various activities that make up succession planning. It is long-term

strategic planning for improved institutional stability, which includes identifying individuals

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

cadres for leadership continuity86. Succession planning has been practised in the corporate sector

because some jobs are essential to businesses and must be fulfilled. Businesses need succession

planning for survival and continuity. Effective succession planning has the benefit of allowing

competent and engaged people to take over as corporate leaders. A successful succession plan

will enable the business to create a remarkable growth strategy built on achieving important

goals.

Because of succession planning, organisations can change their goals in light of their current

demands and requirements. This is because it assists a business in creating a thoughtful strategy

by emphasising the implementation of backup plans to ensure long-term success86. Modern

businesses are built on good leadership, which entails implementing a comprehensive

performance strategy87. Teams should be educated and made to focus on a few key

responsibilities to improve performance and keep the business running smoothly88. 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 implements succession

planning, it may take decisive action in response to internal and external concerns84.

Executives might evaluate their current objectives to find methods of improving their

performance. Goals might be linked with the organisational plan already in place for greater

corporate performance. Furthermore, allowing workers to speak up helps them develop a sense

of responsibility87. This aids management in retaining knowledgeable personnel who can

contribute to attaining a company's primary objectives. Succession planning and career

development go hand in hand. As a component of a successful collaborative approach,

succession planning promotes the development of departmental relationships by creating strong

communication networks that benefit the entire company89.

Despite the paucity of research on defining specific succession planning factors, only some

recommendations have been made. The important period occurs right before and after a recent

executive starts their new job. New performance goals are developed, political and cultural

differences 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 evaluation91.
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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 candidates92. Consequently, the corporation can

meet its expectations in the coming years.

A method or technique for assessing the execution of a succession plan is a succession planning

success metric. Depending on the goal, organisational environment, and support systems present,

a variety of strategies for succession plan effectiveness are employed in theory and commercial

practice. Success indicators are regularly tracked, candidates' degrees of advancement are

identified, and various evaluation techniques are used to expose the reality of succession

planning progress accurately. Success metrics are also relatively reflected in the evaluation of

succession planning. The review process for succession planning at each level should be

continuous and thorough, focusing on assessment tools. This is required to reveal the reality of

succession planning progress93 correctly. Organisations can examine various aspects to evaluate

their results regarding succession planning. The effectiveness of succession planning is

dependent on several variables, including well-planned design, resource allocation, meticulous

execution procedure, credibility of personnel, and commitment of senior management94. 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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money95. 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 opportunities90,96. According to some authors, succession planning must be integrated

into the broader organisational strategy and become a part of the culture to be effective97,98. Past

studies reveal no single metric to assess the effectiveness of succession planning75,97. However,

this study would adopt the variables (bench strength, time-to-fil, and talent turnover) to examine

the implementation of succession planning in family-owned businesses in Lagos state, Nigeria.

2.1.2.1 Bench Strength

Bench strength refers to an organisation's capacity to swiftly identify qualified internal

candidates to fill critical roles right away9. The company should have a successor or plan a

succession if an incumbent leaves a crucial position, whether in leadership, management, or

operations, to prevent an impact on operations. Bench strength can serve as a warning about the

likelihood of risk depending on the score or rate of performance. Department heads and

management should perform talent reviews or talent pools to find people who have potential and

are competent, engaged, understand the ideals and have ingrained beliefs in the organisation's

guiding principles and fundamental values. Additionally, so that the employees are aware of the

management's 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

some99. 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 the case for the

efficacy of a succession plan. A significantly distinct metric from time-to-hire is time-to-fill.

Time-to-fill measures the length of the hiring process from job requests to job acceptance,

whereas time-to-hire measures the length of time from when a candidate first enters the talent

pipeline to when they accept an offer of employment97. The entire number of working days from

when a job request is submitted until official hiring is made is known as the time-to-fill. To

determine the time-to-fill on a team, department, or organisational level, organisations should

add the totals for each job split by roles97.

2.1.2.3 Talent Turnover

Employee retention and succession planning go hand in hand; therefore, if either needs to be

done better, turnover will ensue, making the succession plan ineffective100. Retention is a

significant early sign of contentment and well-being among employees. A firm can implement a

first-rate succession planning procedure, but more is needed to address the problem of employees

quitting. So, 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 jobs100.

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 business field. He

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

state. According to Rothwell, succession planning is an organisation's systematic and deliberate

effort to ensure the continuity of filling its principal leadership positions, retain its intellectual /

knowledge assets, establish and prepare it to keep pace with changing developments and

encourage the advancement and promotion of the organisation's employees103. There are

sequential and procedural professional development programs covering various aspects of

leadership. As a result, Rothwell proposed the Seven-Star Model for management succession

planning in seven consecutive phases.

The first step is to commit. This step entails having the higher board of management and an

organisation's decision-makers acknowledging and getting committed to implementing the

succession plan, and connecting them to the organisation's strategy. It also entails developing

specific programs to anticipate future work requirements by analysing the current workforce. A

written procedural action plan is created to direct and communicate such programs to connected

parties. It includes a description of the plans, validation of the desired results, presentation of the

facts, individual involvement, and the preparation of application104.

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, along with the

qualifications needed for each. In this phase, preparations may be made to get people ready for

their jobs and get them qualified to advance and meet the standards for leadership roles105. This

step demonstrates the necessity of identifying the leadership positions required in each section of

an organisation with an indication of the role of each position. It clarifies the competencies and

skills needed in the applicant who will occupy this role. This enables individuals to prepare for

and acquire them through professional development programs and special directives provided by

those in charge of succession plans.

Evaluation of the individual’s performance is 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 the requirements of their current employment, the degree to which each

individual has mastered his or her work is assessed in this step. The third phase of the model is

one of the crucial elements in managing leadership talent because it makes it easier to determine

each person's expectations 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 performance106.

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 loyalty106.

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 of the future look like?

This stage makes it evident that the people in charge of company succession planning create

future scenarios based on organisational analysis. These scenarios identify the leadership roles

that will be needed in the future, along with the competencies and skills required to fill them.

These competencies and skills are then added to the professional development plans of

candidates for leadership succession107.

The fifth step involves an evaluation of future requirements. The highest-level and most

challenging job in the future is compared with each worker's current specific talents. In this stage,

a process of prediction about people's future skills, job competencies, talents, and how they will

match up with the demands of future work occurs. This stage helps identify a person's suitability

for upcoming duties, but it is not used to evaluate a person's performance immediately because

evaluation methods are different104.

Closing the developmental 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 them104. 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
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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 succession planning

program must undergo a continuous review in each phase93. This process aims to ensure

continuous development and improvement and that decision-makers in the company and those in

charge of succession planning management take the evaluation findings into account.

Additionally, there are no set scales; instead, several scales are used based on the nature of each

firm and its dominant organisational culture.

2.1.3 Firm Performance

The definition of firm performance in the twenty-first century's first decade was primarily

concerned with an organisation's capacity and ability to effectively utilise the resources at its

disposal to achieve goals consistent with those set by the business while also considering the

relevance of those goals to its users107. Performance is a specific outcome of management,

economics, and marketing that offers the organisation and its structural and procedural features

of competitiveness, efficiency, and effectiveness108. Achieving the concept of performance

should involve factors like piloting, assessment, efficiency, effectiveness, and quality109.

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 results110.
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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 members111.

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 Relating111. Being is concerned with the

managerial skills that are essential for performance. It reflects a manager's mental readiness.

Doing focuses on managing tasks with varying degrees of effectiveness at various organisational

levels, which affects how well other jobs that depend on managed output perform overall. The

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

Emphasising the type of interactions with other members of the role network, whether they be

vertical, horizontal, or other linkages111.

Research on performance measurement (PM) has advanced significantly since the 1980s, when it

first appeared in the literature. Small businesses' operations were often straightforward, with cash

flow management being the most crucial PM task. In the 1980s, some academics moved their

focus to the PM of the entire business unit (usually at the divisional and plant levels) and tried to

look into the standards, criteria, and performance measurements. In the early 1990s, Robert

Kaplan and David Norton created the Balanced Scorecard (BSC) model112. It is a technique for

outlining, implementing, 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 BSC107. 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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Financial Perspective

Goals Measures

Internal Business Perspective

Goals MeasuresGoals Measures

Customer Perspective

Innovation/learning
perspective

Goals Measures

illustrates how the success of a business is seen from four different angles: financial, customer,

innovation and learning, and internal procedures.



50

Fig 2.1: Balanced Scorecard (BSC)

Source: 112

Since financial performance metrics are indicators of a company's profitability, performance, and

ability to reduce costs and cash flow, most organisations employ them113,114.

Financial performance metrics ensure the existence of an organisation. Additionally, they offer a

thorough performance evaluation, are comparatively accurate and objective, and have a broad

range of applications. They have, however, also enumerated the objections to using financial

measures, claiming that financial performance metrics are numerical data that represent a certain

period without considering elements that do not result in a transaction or cannot be quantified

precisely and objectively. The valuation of a company's intangible and intellectual assets cannot

be accounted for in financial metrics115. Similarly, it was noted that while most organisations rely

on cost and customer satisfaction to measure their performance, introducing other performance

indicators, such as quality, will help organisations outperform their rivals in the market116. The

insufficiency of financial measurements is also brought on by changes in the corporate

environment, such as heightened competition and technological advancements117. A growing

body of research is being done on the potential value of combining both financial and non-

financial metrics to improve operational performance118. The implementation of a differentiation
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strategy results in the improvement of performance and the acquisition of a competitive

advantage119. A similar positive correlation between strategy and organisational performance was

observed using primarily non-financial measures assessing only organisations following a

differentiation strategy120. Embracing sustainable performance and reaching various performance

goals depend heavily on social and environmental factors121,122.

The personal characteristics of the people running and in charge of an organisation, particularly

in the case of family enterprises, contribute to the business performance in global advancement,

penetration, and expansion111. Performance is considered in the context of family-owned

businesses as the achievement of a family organisation in connection with its stated goals based

on positive activities that are put in place with total respect for the principles of the family's

enterprise. It covers the results attained or completed due to the significant contributions made

by individuals, teams, and family stakeholders to the strategic goals of the corporate organisation.

Specifically, in family-owned enterprises, where non-economic objectives are strong antecedents,

success in organisations is a multifaceted notion that must be considered when assessing

performance124,125. These businesses are concerned with the requirements of the family as well as

financial matters126. Decisions so frequently act to preserve the family's identity, character, and

values, as well as the firm's financial resources, even when doing so may occasionally hurt the

business' performance127.

Performance demonstrates a family-owned business's capacity to achieve economic and non-

economic aims128. Economic objectives relate to a desire to increase a company's financial worth

through cost savings126. 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 businesses129. 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 managers130,131 automatically. Therefore, monitoring

expenses are reduced, and managers exhibit stewardship attitudes, which benefits family

companies, particularly those in the first and second generation, economically130. There is a

higher chance of conflict among cousins with different ideas about operating the business when

third and later generations become involved. Economic performance in this situation depends on

preserving harmonious relationships between family members who belong to various family

factions, allowing businesses to fully capitalise on the expanding and diverse family resources

without bearing the financial and emotional costs of family conflict131,132.

2.1.3.1 Firm Growth

The concept of firm growth is often used in academic research; no consensus definition has yet

been reached133. This is because corporate growth is a complicated and diverse process

incorporating a wide range of strategic concerns and viewpoints134. Firm growth is described in

two ways: (1) as a growth in a certain number, such as sales, production, or exports, and (2) as a

process of expanding in scope or raising standards135. Furthermore, corporate growth is a process

through which businesses coordinate operations to acquire and amass the necessary resources to

utilise market possibilities136. Thus, an increase in the size of factors such as revenue, added

value, assets, and labour may be considered enterprise growth137.

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 century138,139. 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 informally140. 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 the most crucial

factors influencing organisational performance and a crucial aspect of marketing. Customer

satisfaction's status as a predictor of consumer purchasing behaviour accounts for its significance

in marketing141,142.

Customer satisfaction is defined as "the summation of the psychological state that occurs when

the emotion around unfulfilled expectations is mixed with earlier perceptions of the customer’s

experience143. Customer satisfaction was defined as "the consumer's fulfilment reaction." A

product or service feature, or the product or service itself, is judged to offer (or be offering) a

satisfying degree of consumption-related fulfilment, including under- or over-fulfilment144. In a

study, a scholar refers to customer satisfaction as a person's satisfaction or dissatisfaction due to

evaluating how well a product performed, particularly compared with the customer's

anticipation143.

Customer satisfaction is crucial in any trade economy, as was previously established145. This has

been true since 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 theorists146. Customer satisfaction occurs when the

customer's expectations are satisfied147. Customer satisfaction relates to a person's sentiments of

joy or disappointment compared to his or her expectations post-purchase149. 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 item or service

experience across time150. Customer satisfaction determines the expectations of the consumer on

how the businesses are facilitating the goods and services. Therefore, a vital result is actionable

advice on how to increase customer satisfaction151.

Expectations are key to consumer pleasure; earlier encounters mold current buyers’

expectations143. Businesses must meet or surpass the expectations of their clients. Furthermore,

customer satisfaction measures the performance of an organisation's whole product concerning

consumers' expectations. Customers' needs are, therefore, precursors to their satisfaction152.

When customers’ expectations are transferred into an organisation's operational processes and

systems, businesses attain customer satisfaction143.

The concept of disconfirmation of expectations posits that customer satisfaction, in their

paradigm, entails comparing the organisation's performance and the customer's expectations153.

There are three possible results: (1) confirmation, (2) positive disconfirmation, and (3) negative

disconfirmation. 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 predicted153. Customer dissatisfaction originates from negative disconfirmation,

which happens when an organisation's performance is viewed as poorer than predicted154.
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There is a contrast between transaction-specific and cumulative consumer satisfaction in the

literature.154 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 purchase155. Scholars say cumulative

customer satisfaction is a consumer's overall assessment of product purchases and subsequent

usage through time156,157. According to several studies, cumulative customer satisfaction is more

beneficial than transaction-specific satisfaction when predicting consumer purchasing behaviour

and organisational success157. Customer satisfaction, whether transaction-specific or cumulative,

is related to how much consumers care about a business and its brand(s). Customers have a

positive attitude towards a firm when they are satisfied, which grows due to having several

positive experiences155.

A crucial measure of performance for a company is customer satisfaction, which is frequently

included in the balanced scorecard. Making rapid decisions for improving company transactions

is the fundamental goal of assessing customer satisfaction. Customer satisfaction measurement is

crucial when attracting new customers as it is a source of strength for current relationships.

Comparably, gauging consumer satisfaction is crucial for maintaining present customers.

Therefore, a key result is an actionable knowledge on how to increase customer satisfaction. A

company can only sustain its level of market competition if it concentrates its improvement

efforts in the appropriate areas.

2.1.3.3 Firm 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 clients158. 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

impact on stakeholders158. 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 operations159. A measure of

profitability contrasts an organisation's revenue with its outlays. Compared to less efficient firms,

which must spend more to get the same profit, more efficient organisations will generate more

profit as a percentage of their expenditures159. A corporation is said to be profitable if it can use

its resources to generate money that exceeds its costs. In other words, this is a company's ability

to make money off of its operations.

Profitability is one of the four critical components of analysing financial statements and overall

company success. The other three are market prospects, efficiency, and solvency. Investors,

creditors, and managers utilise these fundamental ideas to evaluate how well a company is doing

and what potential it may have if operations were handled efficiently160. The two key

components of profitability are revenues and expenses. The earnings of a firm are its revenue.

This is generated through selling goods or rendering services to customers. To assess how

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

relationship between revenues and costs160.

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 reached161. 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

leadership has increased dramatically during the last two decades161. Individuals who have

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 companies' leadership

largely determines how well personnel are managed161.

The majority of scholars define leadership as the process of social influence in which the leader

solicits the subordinates' receptive cooperation towards the realisation of organisational

objectives. The capacity to exert influence on people and groups while directing their efforts

towards the organisation's purpose is what leadership is said to symbolize161. A leader is

described as someone who is formally selected, elected, or appointed to oversee and organise the

activities of others in a group162. Leadership is the capacity to affect the motivation of others in a

group setting163. It is clear from these criteria that leaders have the most immediate and

significant impact on their subordinates. Leadership is any member of the organisation

exercising influence over topics that are pertinent to the organisation165,166. It is the process of

encouraging followers to comprehend and concur on what has to be done and how it should be

accomplished, as well as assisting group and individual efforts to attain a shared aim or goal. The

definition discusses 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 there168.
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Leadership involves a leader utilising influence to help a group achieve its objectives169.

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 followers169. Leadership is the coordination of the

actions of subordinates and the activation of their drive to achieve goals170. "Leadership is

described as a process through which an individual encourages others to achieve an aim and

guides the organisation in a way that increases its cohesiveness and coherence171." Applying

leadership qualities like values, beliefs, character, knowledge, ethics, and talents is how these are

accomplished.

Leadership is an expected behaviour that frequently necessitates accountability, authority, and

the delegation of power. A leader's primary purpose is to lead, direct, and encourage followers to

achieve personal and organisational goals and objectives172. It is the process through which one

person persuades a group of others to pursue a single objective173. Therefore, a literature review

demonstrates three key elements of every leadership situation: the leader, the follower(s), and the

operational element of their environment. The notion of complex interactions connects these

three elements. An effective leader understands how to make use of the opportunities presented

by his or her personality, the personalities of others under him or her, and the circumstances.

Furthermore, scholars revealed that despite the differences in the definitions, they all have at

least three significant consequences174. 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.

Leadership Style: The leadership style adopted by a leader in an organisation may affect

organisational performance175,176. A leadership style is how managers exercise their leadership

responsibilities177. It is seen as the distinctive behaviour of a leader in a company to enable

employees to accomplish the firm's objectives. Today's corporations place a high value on

leadership style. A director's or a boss's desired behaviour toward their team members or

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

their leadership style178. There are three distinct leadership styles (Autocratic Leadership,

Democratic and Laissez-Faire)179.

An autocratic leader is a strict leader who outlines the work. This leader only sometimes

provides all the information and can occasionally be distant from their employees; there is thus a

sense of unease among the workforce180. The fact that this leader conceals information for their

gain as a kind of authority is quite an intriguing feature180. The employee has limited flexibility,

and the leader 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

unreliable181. An exploitative-authoritative structure, inadequate communication, and a disregard

for cooperation181 characterise management system, autocratic leadership. An autocratic leader

uses power, manipulation, and control to do the work or job at hand182. 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 traits of autocratic

leadership include little to no participation from group members, decision-making by leaders,

dictating all work procedures, and seldom entrusting group members with crucial duties or

choices.

Authoritarian leadership may be beneficial in emergencies and scenarios involving a

homogeneous workforce and in situations where the leader is knowledgeable,, and deeply

understands the followers174. Special measures may be required in certain situations to prevent a

potential accident. Autocratic leadership has several drawbacks, including the inability of the

followers to develop a sense of accomplishment, the denial of personal growth or fulfilment from

self-actualisation, the ability to engage people, and the elimination of enduring loyalty and

cooperation within the organisation. This strategy can provide a clear direction for a company,

but it also risks making managers undervalue or disregard team members' opinions174. In some

circumstances, however, taking an autocratic stance is necessary. The style might be applied to

new, inexperienced personnel who need clarification on what duties to carry out or what

processes to follow and who require specific instructions to be effectively supervised183. 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 away179. 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 prioritises

success and the well-being of others176. Democratic leadership fosters participation from

employees in a business's decision-making process184. A democratic leader facilitates decision-

sharing between the team and the leader. Arguments and compliments are provided critically,

and a feeling of responsibility is developed within the community. The leader talks with

subordinates before providing general or particular directives so they feel accessible to act179.

The supervisor exhorts the subordinates to use their initiative and keep assisting. The leaders

even assist the followers in carrying out their duties. Democratic leadership is based on the

premise that team members may share ideas and opinions while the leader retains the ultimate

decision-making authority. Group members feel more engaged in the process, and innovation is

encouraged and rewarded. The advantages of democratic leadership are many. Encouraging

subordinates to share their experiences can lead to better solutions and more creative thinking185.

Staff members are also more committed to projects because they are involved in them, increasing

their likelihood of concerns about final results. Followers tend to be more productive under a

democratic 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 responsibilities186. 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 employees185,187. 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 presence180. A critical factor in deciding whether a

business initiative will succeed is entrepreneurial leadership188. For family businesses,

entrepreneurial leadership is crucial since entrepreneurs must exhibit strong leadership qualities

to grow their companies successfully. The entrepreneurial leadership attribute is particularly

novel and a burgeoning topic of study that needs attention189. Microbusinesses face several

limitations in terms of their owners' personal qualities and skills that prevent their expansion,

survival, and sustainability190. Deficient principal skills are typically one of the critical causes for

micro and small firms to need help accessing formal markets191. Additionally, it was observed

that individuals are expected to understand fundamental entrepreneurial values, such as

innovation, risk-taking, and leadership, to mention a few, as part of their entrepreneurial

competency192.

2.1.4 Omoluabi Leadership

Omo-ti-Olu (wa)-bi, which translates to 'a-child born-by-God', is how the Yoruba term,

'Omoluabi' is pronounced. Yorubas believe that everything 'Oluwa' (God) accomplishes is

beneficial. Therefore, it is usually accepted that a child from 'Oluwa' (God) must be morally

upright193. Onamusi was the first researcher to combine the concept of ‘Omoluabi’ with

leadership194. 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

employees195,196. 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 appropriately and deal with

issues effectively.

Family-Owned Business (FOB)

The most prevalent type of business entity in the world is the family business, which is

strengthening due to technological advancement and globalisation. Family businesses make up

two-thirds of all businesses worldwide and between 70 and 90 per cent of all business entities in

most countries, making them active participants in the global economy197. In addition, family

firms generate between 70% and 90% of the global GNP and more than half of all jobs in

developed nations198. Thus, family companies are essential to national economies, serving as the

foundation of most economies and a source of entrepreneurialism199,200. Family members

increasingly request participation in market systems as commercial opportunities continue to

grow201. The continuation of family enterprises benefits the community and the family

businesses202.

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 science203. 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 facets204,205.

The second perception stresses the component of transgenerational vision as characterising a

business as a family business206. A family business is defined as a firm that the family primarily

holds with a vision to maintain family control over it207.

Family businesses are companies where family members related to the company by blood,

adoption, or marriage significantly influence all or major strategic decisions208. This affects the

company's performance, productivity, survival, and growth. A scholar claims that family firms

have four characteristics: they are run by a single family, employ people outside the family, and

have an independent board of directors. A particular number of family members work for the

family business. Family ties influence the firm to realise the family's goal through numerous

generations when members of the same family own it209.

Different classification criteria, such as the amount of stock held by the family, the degree of

family participation in the top management team, or whether or not a firm has undergone a

succession process, may combine to produce a combination whose consensus is highly

improbable210. They go on to say that because of variations in ownership structures, what is

deemed an FOB in an Anglo-American context may have a different arrangement in Latin

American or European nations210. However, the owner must be connected to a family or set of

related families, notwithstanding all the structural variations and definitional variety. According

to the Family 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 partnership211. 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

generation212.

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

the same company213. This puts the problem of the disparate ownership mix in family businesses

front and centre. Family businesses are unique; empirical studies have shown, among other

things that family businesses differ in terms of the level of engagement of the family in

ownership and management214. A family business has three or more family members actively

involved in the business, two or more generations of family control, and current family owners

who intend to pass control to another generation of the family, or any combination of these215.

Due to the possibility of many combinations, the FOB ownership structure is more complex to

describe. FOBs differ in size from tiny and medium-sized businesses to massive conglomerates

operating across several industries and nations. The reality of FOBs defies simple

categorisations216. However, family businesses can be categorised into one of three groups: 1)

those in which the senior manager is also the founder; 2) those in which the founding family is

the largest shareholder but not the senior manager; and 3) those in which the senior manager is

also a member of the founding family but not the largest stakeholder. Another way to group

families is when one of the families owns a significant portion of the company and controls more

than 50% of the capital213,217. 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 expanding218.

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 the roles of

innovators and leaders207. This strategy encourages the family firm to allocate all of its resources

to its core business while concentrating on expanding, developing, and safeguarding the

company as an organisation operating in linked industries. Due to its effects on business

development, growth, and profitability, entrepreneurship is also regarded as a crucial approach

for family enterprises219.

The high attrition rate of family businesses has been attributed to several factors, including

insufficient financial flows to sustain development, industry and other macro circumstances,

management, and ineffective cost control220. Many of these businesses have failed due to factors

such as rivalries, entitlement, underperformance, blurring lines between romantic and

professional interests, lack of succession planning, obstacles to family business succession,

cultural barriers, unsuccessful family business succession, structure and relationships in

succession planning, birth order, and life stage221. Others include gender concerns, the founder's

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

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

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

succession process in family businesses, according to a study222. 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 223, 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 involved in

political conflicts225. Other forms of conflict are the inability of family members to accept

proposed changes of a new leader, compensation set for family members, the inclusion of in-

laws in the business, business valuation, Technical skills, inheritance rights, management

aptitudes, business expertise, the absence of contingency preparations, founders' fear of losing

power, and founders' perception of invincible health as causes of the failure of transgenerational

succession225. Undercapitalisation, a lack of understanding of finances, poor business planning,

operational inefficiencies, a weakening market, and dysfunctional management are just a few of

the issues that affect how long a family business lasts. The performance and longevity of a

family company are significantly impacted by the second generation of family leaders' lack of

expertise226.

The necessity of succession planning for FOBs stems from many small and medium-sized

businesses (SMEs), which provide essential employment for family and non-family members,

spur local economic growth and development, and boost GDP through company taxes227. As a

result, measures 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 viability228. 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, unlike in non-FOBs,

those managers or visionaries approaching retirement are more worried about preserving and

transferring authority and enhancing their legacy for future generations229. The extent of the

influence then varies depending on whether the CEO is a member of the controlling family, a

member of a later generation, or is followed by another family member229. Regarding the long-

term fulfilment of family needs and obligations, such as securing the family's lineage and

business sustainability throughout generations, strategic decisions regarding the transfer of

power to the next generation in FOBs are crucial229,230,231. The biological, material, and social

legacies of family businesses provided examples of how family preferences and intents affect

strategic decision-making and the behaviour and well-being of the family company227. The

results of strategic decision-making may impact the generational succession plan, depending on

the legacy orientation. Intra-family succession, family employment, and familial generosity are

examples of biological consequences.

The main material results are wealth expropriation, concentrated ownership, and risk aversion.

Social consequences enable charitable giving, social connections, and civic engagement27.

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

component227.

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, views business

continuity after they pass away and how they choose to carry out their plans determines how an

FOB succession strategy is planned and designed232. Understanding how FOB owners choose the

sort of succession plan they desire is essential for a deeper understanding of the succession

process. Types of succession plans are intra-family succession, out-of-family succession, and no

succession233.

Psychological factors, such as emotions and conflicts, which are a part of family relationships,

need to be considered when creating succession plans because of their long-term orientation and

financial or legal components234. Family harmony is a strong motivation for supporting FOB

succession from the incumbent's perspective, in addition to continuity through generations.

These were cross-tabulated into four groups, each suggesting a different conclusion for

succession planning. 1) Institutionalisation (strong harmony and strong continuity); 2) Implosion

(weak harmony and weak continuity); 3) Imposition (weak harmony and strong continuity); and

4) Individualisation (strong harmony and weak continuity)227. Each result leads to unique tactics

for FOB succession planning.231 However, the question of intra-family succession only

sometimes arises232. 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 history227.
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Anyone who takes over an FOB must cherish emotional bonds of respect and trust235. 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 for a company227.

This is also preferable when minimising or eradicating disputes between shareholders 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 situations where formal rules and

transparency standards are essential, such as stock exchange markets, as it will undoubtedly have

a detrimental effect on businesses' financial success227. Regarding SEW preservation, family

CEOs of publicly traded firms may get additional SEW instrumental benefits that make up for

and justify the financial forfeitures, such as the capacity to offer jobs to present and future family

members227.

There are instances where non-family CEOs perform better when they are under the authority of

numerous shareholders. To prevent executive opportunism, a highly qualified executive is

monitored by numerous owners236. The duration of the successor’s dance, or the level of his/her

readiness and aptitude, determines how well leadership is transferred and how fully power is

transferred to the successor237. 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, respectively238.

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 resolution227. Choosing succession in a family business while balancing family

connections is undoubtedly a problematic issue239. Family enterprises may inevitably 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 the appropriate queries at the

appropriate time. Knowing everyone involved and understanding the rules of ownership,

compensation, and dividends are crucial. These decisions should be made with family consensus

to minimise disputes, which may make it more challenging to continue the business past the first

generation. An organisation will inevitably have disagreements when family members cannot

communicate with one another239. Families are often aware of one another's perspectives. In

situations where there is a lack of open communication, trust and harmony are also affected. The

intense emotional connection between family members makes discussing delicate issues like

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

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

confrontation.

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 impossible239.

Strategic education is another crucial factor in laying the groundwork for a FOB to survive

through the first generation. Education and job experience in fields that might expand the options

of a prospective FOB to improve and provide an efficient and fruitful transfer is essential240.

Education is advantageous, according to a scholar, who also made the case that intelligent and

eloquent FOB leaders are likely to support the expansion and success of the family business241.

This is so they can react in a market with shifting business conditions since educated FOB

leaders are better aware of risk levels and flexibility in the company.

As opposed to a FOB with family members in roles they are not adequately qualified for, one

with educated staff in various positions is likely to prosper and transition more seamlessly. In

contrast to an organisation with non-educated individuals that only focus on the short term, one

with educated employees tends to be more futuristic in conducting business and may consider

becoming global. However, for a positive shift to occur in a complete family business system, a

perfect fusion of formal education and socio-emotional counselling is required242. Whole-person

learning is 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

right242.

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 FOBs243.

Family structures and connections have a crucial role in innovation throughout succession. They

found evidence of a favourable association in the closeness and adaptability of family members

who have a constructive outlook on succession matters and dispute resolution. A history of

centralised decision-making, poor levels of communication and generational authority have all

been associated with negative relationships243. Fewer members of the next generation of families

want to take over a family-owned business, mainly because they lack innovation and need to

understand how they would manage the business differently in a successful way in their

generation227. However, being innovative can also necessitate FOBs securing outside finance.

For FOBs, this may be a point of contention. When family members jointly run a business,

conflict may occur because of disagreements over whether to take on debt and the ultimate

purposes of the accumulated financial resources227. Family businesses may thus be reluctant to

take on innovation due to concerns about potentially causing conflict within the family.

Entrepreneurship is also seen as being fuelled by innovation. It is also thought of as a means of

giving individuals the power to control their personal and economic well-being. Similarly,

entrepreneurship 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 entrepreneurship228.

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. However,

answers will not come through straightforward, linear planning and problem-solving procedures.

It is critical to note that innovation fundamentally entails seeing, appreciating, and resolving

issues in novel ways. The procedure applies to FOBs. If FOBs want to see the continuation of

their businesses past the first generation, they must realise how crucial this process is. A strong

sense of passionate purpose and futurist thinking is essential in terms of analysis. These are

necessary to cope with complex problems and develop successful entrepreneurship-based

solutions. Globally speaking, entrepreneurship is now in its infancy in developing nations like

China and India227. Entrepreneurs have a wide range of customers to serve in the social, women

and youth sectors, and this calls for innovative solutions. Innovative solutions that will improve

people's quality of life and work towards making the world a better, more sustainable place are

needed for FOBs. Globally, central and state governments are now realising that

entrepreneurship is a means of economic success and wealth that various plans and initiatives

may help along.

The emergence 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 education229.

Visionaries of FOBs are now viewed as needing the ability to respond to shifting labour

demographics and trends. As millennials seek greater monetary participation, freedom, and

egalitarianism, they are switching employment at an increasing rate. These elements have had a

significant impact on the employment process. As more recruiters increasingly rely on Internet-

based channels, this is changing. Organisations are placing increasing emphasis on "reputation."

A growing portion of the workforce is working from home and taking responsibility for creating

their riches because of freelance employment and flexible scheduling. Young professionals are

choosing collaborative work settings and co-working spaces, forming networks and working

together to share and advance their knowledge, abilities, and experiences227.

These types of trends are encouraging businesses to consider cutting-edge methods for

improving employee satisfaction at work and for attracting and retaining top talent. Therefore, a

director's capacity to have these talents in their organisation is crucial since it helps the firm

survive through the first generation, especially in the twenty-first century. Another essential trait

for business owners in FOBs is meeting consumer expectations. When implementing change in

organisations, 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 improve, and

they look for assistance to keep expanding their businesses.

Family Traditions

One of the several family customs that might endanger succession planning and, consequently,

the continuity of family-owned businesses is nepotism. Nepotism is the desire to preserve

authority and control within the family, and this is an example of socio-economic wealth

patronage. Several FOBs are allegedly being destroyed through nepotism227. When present in

family businesses, nepotism, cronyism, and paternal altruism result in excessive financial

favouritism and skewed succession and hiring choices. Nepotism may result in deterioration or

even insolvency and, eventually, the FOB's inability to survive past the first generation,

according to research on FOB succession244. Nepotism occurs when strong family links

encourage the FOB leader to assume that family members are more qualified, even though this is

typically not the case. For verification, expertise and training, as well as a workforce audit, are

essential244,245.

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 properly247. 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 habits246. 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 unison248. In such

instances, nepotism and the imposition of inexperienced and incompetent family members in

administrative positions are less likely to occur. To avoid the likely adverse effect of nepotism

and cronyism on the continuity of FOBs beyond the first generation, succeeding FOB leaders

must be educated in top business schools to remove the potential adverse effect of nepotism and

thus promote the professional management of FOBs248. Employing a less qualified male family

member into a FOB is an obvious indication of nepotism. Because capitalist societies like the

United States are meritocratic, nepotism is often frowned upon. However, more collectivist and

family-centred civilisations, such as Asian cultures, may view nepotism as more legitimate249.

Another FOB tradition is the consequence of decreasing family relationships227. Familial bonds

tend to fray when a family grows, and the family tree expands. Family engagement in a business

may differ from the organisation's mission or objective in such circumstances. In these instances,

family members may become motivated to pursue separate interests, and their affiliation with the

FOB may weaken and fade away250. 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 FOB252.

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

of transgenerational orientation as family members' emotional engagement in the FOB grows252.

The family institution includes norms, values, and objectives. These may vary by society. This

explains the legitimacy and authority of families in different countries.

Several family succession traditions place a premium on primogeniture227. Primogeniture is the

state of being the firstborn child of the same parents. This right has an influence on the

succession planning and continuity of FOBs throughout the world. In many cultures, the eldest

son has the exclusive right to inheritance. Within the family, a range of cultural variables may

play a vital role in attracting or distancing the possible successor from the job. The drive for

succession may be influenced by various factors, such as identity, gender, age, nepotism,

primogeniture, firm size, business success (or lack thereof), and the interconnections of family

members.

Leadership succession and the outcome in family enterprises are influenced by the incumbents'

preference for gender when they have children245. The likelihood of intra-family succession has

to do with the family size (i.e., whether there are sons, daughters, or both), whereas the gender

gap limits 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

founder245. 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 Africa227. 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 independent through

education and skill acquisition, the notion of the inferiority of the female child is gradually

disappearing.

Sons have usually been linked to a higher chance of intra-family succession and the introduction

of constraints on succession contests. Despite an increase in female entrepreneurs, males still

tend to take over the family firm when it comes to continuity and succession. Female FOB

successors, on the other hand, seem to have far higher amounts of human capital than male

successors. Literature reveals that female FOB successors record a performance increase (+7%

profitability) after succession on average as 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 suitable heir must be educated about the advantages of equal possibilities in a fair

and unbiased family 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

inheritance. 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 succession245.

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 females227. 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 choice253. 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 invalid. Limiting the

succession contest because of nepotism or primogeniture might damage the family business's

performance and ability to survive257. The tradition of transferring the baton of the family

business to the firstborn male child is still in place today. This has to do with the incumbent's

authority and will, and it disregards the need to protect family unity and equitable succession254.

Female children are perceived as ill-equipped to take over the leadership of the FOBs and are

essentially disregarded as potential successors257,254,253.

However, maintaining primogeniture by imposition is inconsistent with family harmony and

continuity goals. Recent generations have embraced individualism, which contributes to

advancing family connections' negotiability.254 Relationship dynamics between possible

(motivated and qualified) successors and the incumbent, who ultimately makes the decision, are

crucial when considering the rivalry among them for the position of future FOB leader255. The

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

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

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 generation256.

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 family222. 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 capabilities. A founder's

position gives them the freedom to carry out strategic plans at their discretion and to help the

business adapt to the changing needs of the market256.

The continuity of a family business is significant for maintaining the survival of family firms,

according to several family business academics257. However, academics do not agree on the

definition and characteristics of family business continuity. The literature distinguishes between

long-term and post-succession survival using various terms associated with continuity, such as

succession survival, long-term success, long-term survival, longevity, and sustainability259.

It is still being determined if continuity is truly represented by succession, survival, and

longevity. To strike a balance, continuity is defined as the readiness and capacity to go on when

the founder retires and transmits ownership and management to the following generation257. All

family businesses are motivated by the desire to continue managing and/or owning them257. This

indicates that optimism begins with early family participation rather than necessarily during the

succession 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., continuing and

extending the family business's historical successes. In terms of the number of generations that

have managed a family business, continuity is viewed as long-term existence258. Every family

member must be concerned about longevity as it is one of the traits of a family company259,260,261.

For instance, when there are no more men to run a firm, wives, daughters, and other family

members frequently assume leadership roles to grow the enterprise as much as possible263. As a

result, continuity and longevity are synonymous. Longevity refers to 'the continuance of a family

business after the lifetime of its founders'258. Trans-generational succession from the first to the

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

inter-generational succession.

In the second case, family businesses can continue if the founders or owners pass away and the

surviving family members decide to take over263. A firm must 'continue beyond its creator to

succeed264. This concise explanation is comparable to succession survival from the founder's

generation to the second generation, the continuity of a family business beyond the lifetime of its

founder, and the potential for continuing after the founder(s) or owner(s) have passed and the

remaining members take over the firm257,263. 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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renewal265. 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

retires.

The third situation is maintaining the company's existence as a family accomplishment bearing

its name. To identify the firm's origins and history, or at the very least to maintain the family

business's history, the firm's name must be continued263. The firm's name contains the name of

the family or not, the name it retains, provided it is still controlled and influenced by the family,

shows the family firm's continuous existence both legally and in the public's consciousness. If

not, it can carry on but will no longer be a family business but an acquired enterprise. One of the

factors contributing to a company's continuity may include upholding tradition, history, and

identity, which may even influence some strategic decisions and reluctance to change257,266.

The time dimension cannot be ignored when discussing continuity because it reminds us of what

may have happened that may have contributed to the status of the family business. Family

members must continually make decisions to keep the firm alive. Continuity has nothing to do

with the survival of multiple generations but only the survival of a crucial event that necessitates

a choice between 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 motives267.

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 past, present,

and future are all connected by this. The continuity of a family business is seen in terms of its

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

2.2 Theoretical Framework

The fundamental theoretical assumptions for this study are reviewed in this section to establish a

logical relationship between the variables. It focuses on pertinent theories that may be applied to

the concepts and variables. Resource-based view, family systems theory, and contingency theory

are the theories examined in this section.

2.2.1 Resource-Based View

The resource-based perspective was developed in response to Penrose's claims that a firm's

productive processes and resources would aid its expansion and help growth269. The theory posit

that firms can 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 edge270. 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 theory271. The theory's

development involved experts from various academic fields, including economics, marketing,

management, law, and others, making it an interdisciplinary theory. The theory postulated that a

company's performance depends on its available resources and how they are used to their best

advantage to outperform competitors. Scholars have examined this resource to assess the

entrepreneurial behaviour of a firm 126. Also, the academic community has made extensive use of

this idea273. A firm's entrepreneurial behaviour would be impacted by the resources available274.

The term ‘resource’ may be classified into three categories: organisational, human and physical

capital. These affect business performance in various ways271. A business organisation has

resources that are unique to it, which cannot be replaced by other resources and which can help it

maintain a competitive edge over time. The foundation of a firm's competitive edge is made up

of additional tangible and intangible resources. The history, management traits, organisational

process, knowledge, and capabilities are examples of intangible resources that are included in the

theory. In a family business, the asset is tangible, similar to the funds at the company's

disposal126. To access funds, a firm can borrow from banks275. With the appropriate asset, this

would imply 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 so276. 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 duplicate126. 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 them277. Also, employees that are dedicated to the

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

would be more proactive278. 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 resource-based

perspective271. Valuable, uncommon, and hard-to-copy materials are employed to support a

competitive approach. Based on this, resources are spent prudently to improve the company's

performance. Sometimes a corporation would reinvent itself and pursue research and

development since they are the only ones capable of doing126. To improve firm performance, a

corporation would use more innovative products and business strategies. Resource-based

perspective and proactive environmental strategy are close279. A corporation would use its

resources and skills to align with its environmental strategy and performance. To compete in the

marketplace, young businesses need to adopt a resource-based perspective. Resources available

to the company allow it to proactively form strategic partnerships with other companies to

expand in the new market. Aggressiveness in the marketplace is displayed by businesses with

unique marketing skills277.

The resource-based theory is related to entrepreneurial orientation, which holds that the success

of a business depends on its access to entrepreneurial resources like networks and human capital.

A family business'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 efforts126,280. 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 environment281. 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

performance of family businesses through the resource-based view is possible.

2.2.2 Family Systems Theory (FST)

The Family Systems Theory (FST) was developed by Bowen, who sought to investigate the

interdependence of various family systems282. The core principles of the FST in family studies

are membership determination, the existence of subsystems, families' attempts to preserve

equilibrium, the need for resources, adaptability, change, the existence of family rules, and the

presence of distinctive behaviours283. These principles enable clinical psychologists to provide

patients with better care based on their understanding of certain behaviours due to underlying

patterns of familial features284. The complex system of qualities seen among close relatives may

be caused by underlying familial traits in people285.

The FST is a suitable framework for examining distinct interdependent systems282. Like all living

systems, human social systems are complex and adaptive286. The intricate system of

interconnectedness at the family level among immediate family members illustrates how people

grow up in their families285. Family members interact to have mutually reinforcing social

influences on one another. The family is a complex system with subsystems287. Social systems,

such as the family, can greatly impact how members communicate and share resources288. The

nature of the family system directly affects how the family business performs, whether

favourably or unfavourably289. 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

adolescents290. 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

abilities291.

The family is shown as a multifaceted, interacting social system that is open and persistently

pursuing a common objective289, 283. Even though family traits can affect the characteristics of the

families of the next generation, parents with the desire and intention may be able to improve

their children's characteristics by encouraging greater levels of connection, individuation, and

reduction of conflict292. Individual changes in behaviour, repetition of habits, routines, rituals,

and the development of shared realities result from distinct family member behavioural patterns

and relationships289. Over time, particular developments have a complex impact on how family

members interact with one another283.

The complicated complexities involved in family business succession planning were subjected to

the FST. The FST's emphasis on a systems perspective makes it a valuable framework for

analysing group behaviour293. Through longitudinal, whole-family designs, researchers may

pinpoint how parents impart knowledge to subsequent generations, furthering their

understanding of how families change over time283. Further research into developing a shared

cognitive map and its implications is essential because family businesses significantly contribute

to economic growth294. 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



89

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

entrepreneurship295. 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 abilities240. Because of the mindsets of family members that do not value

flexibility, change, and decentralisation, a more rigid and inflexible parenting style encourages

entrepreneurial potential295. The family business is affected by the character of the home

environment as well296.

Family system studies serve as a foundation for comprehending and formulating solutions to the

particular and complicated issues that arise in family businesses296. In-depth family research may

help determine how to handle potential problems in family enterprises. Family company

management methods are influenced by knowledge of various family structures, interactions

among family members, goals, and emotions. These can shed light on the effects of undesirable

behaviours296. When family issues arise, and communication and ties among family members are

strained, succession planning frequently experiences delay297. Knowing the origins of the family

business, how it has developed, imprinting, and learning techniques will help family business

executives better recognise and address any challenges296. Therefore, FST is applied in this study

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

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

leadership298. 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 paradigms299. It says that an effective

leadership style depends on the circumstances of the scenario, the demands of work and how

secure they were300,301. 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, and the degree to

which they were successful. Fiedler and his colleagues could draw empirical generalisations

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

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

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

approach to managing a company, and a leader should recognise which management approach

would help in achieving the objectives of a business in a given circumstance. The approach of

Fred Fiedler, known as the Contingent Approach, served as the foundation for the Contingency

Management Theory. Fiedler thought it was directly related to a leader's qualities and capacity

for success. According to Fiedler, some leadership qualities are advantageous in a particular

crisis; therefore, leadership must adapt to current situations.

The Contingency Model of leadership results from a study on leadership conducted since 1951302.

The most preferred co-worker scale (LPC), which gauges a manager's leadership orientation, is

the core tenet 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 changes and

validation investigations. The LPC score serves as a significant predictor of interpersonal

behaviour and has been employed in several studies on interpersonal relationships, educational

issues, employee satisfaction, and the art of leadership. Contingency theory presents a method of

leadership with a lengthy history in an era when popular news portrayals of "how to be a

successful leader" are common. It has been tested in several researches, and results show that it

is a valid and trustworthy method of illuminating how effective leadership may be attained302.

The approach is based on research that considers how situations impact various leaders.

Additionally, it offers helpful details on the kind of leadership most likely to succeed in specific

situations. This suggests that the theory is beneficial to organisations in creating leadership

profiles and profiles on individuals to ascertain how and where they would best serve an

organisation. The theory seeks to match people with situations that are appropriate for them

based on their leadership styles299. This implies that good leadership can adapt to current

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

extraordinary 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 theory303. 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 management303,304,305,306,307. The theory posits
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that several "contingency" criteria determine the best organisational structure and management

approach308. The right kind of organisation relies on the characteristics of the work environment

inside the company. Hence, there is no one optimum method to it309. 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 forms304.. Neo Contingency theorists include a dynamic

viewpoint on the fit that views adaptation as a dynamic process motivated by both the

management environment and the external environment312,313. To achievehigh performance, it

was suggested that the concept of quasi-fit because continual disequilibrium drives a continuous

quest for strategic and structural change309.

A study on environment strategy and research on resource strategy on contingency fit shows high

performance of strategy-structure-environment matches that are based on executive

judgements314,315,316. Contingency fit was utilised to characterise the internal consistency of

several contingencies (such as size, climate, strategy, environment, and leadership preferences)

and numerous structural attributes317. In a multi-contingent environment-strategy fit referred to

as a strategic fit applied contingency theory, a few factors, such as organisation structure and

knowledge dimensions, aligned with the others, supporting the fit theory313,318.

Contingency fit occurs when a few contextual variables or qualities coincide with other

organisational 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 fit320, 308. 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
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there are several paths to effectiveness (high performance). A few organisational and

environmental elements must align for high performance to occur321,308. 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

variables322.

Contingency theory has a wide range of applications in the organisational world, and it may be

used to address several inquiries regarding how people lead in various kinds of organisations. It

can be used, for instance, to explain why a manager who is diligent, loyal, and hardworking is in

an ineffectual job. Theoretical analysis can also be used to determine whether a person who has

performed well in one position in an organisation will continue to do so in a completely different

role within the same organisation. Additionally, according to contingency theory, top

management may want to adjust to a lower-level role to ensure that a present manager fits a

certain work situation. According to several studies on The Contingency Theory of Leadership,

certain people can be excellent leaders under particular circumstances324. However, the theory

argues that organisations should try to place leaders in optimal situations rather than expecting

them to lead in every situation, which is particularly important from the perspective of the

administration324.

According 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 situation325. This study employs the Contingency Theory to

underscore how the intervening variable (Omoluabi Leadership) moderated and mediated the



94

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

This section focuses on past studies emphasising the methodology and findings in

entrepreneurial orientation dimensions, succession planning and firm performance. This is to

justify the methodology and research design employed to investigate the combined effects of

independent variables on dependent variables in this study. The methodology section will review

the research design and other methodological approaches, while the section on findings will

compare the results of various scholars. The review of findings will be based on the objectives.

2.3.1 Methodological Review

Descriptive and inferential statistics are the common methods used by Entrepreneurial

orientation and succession planning scholars to assess firm performance. The descriptive

research design methods used survey methods to gather data from the respondents. Some

scholars employed the descriptive and explorative design method of one-to-one

interview181,196,231,368; others employed the qualitative analysis of case study7,364; some resorted to

online survey methods229. Paper survey method367 and data collection using questionnaires to

gather data101, 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 examine the

relationship between entrepreneurial orientation and firm performance330. Others employed

Expos facto analysis147, Analytic Hierarchy Process (AHP) method96, multiple linear

regression366, Ordinary least square methods and the Partial Least Square algorithm to101, 166, 180,

377. Partial least square is gaining popularity because of the ability to predict causality over others

that establish an association.

Entrepreneurial orientation sub-variables effect on firm performance revealed a linear

relationship between the two variables. However, the analysis did not focus on the causal effects

of the dependent variables as established by the studies previously reviewed331. Also, the effects

of entrepreneurial orientation on firm performance using only one of the EO dimensions revealed

positive association332,333,334,335,336. These studies did not determine the combined effects of

entrepreneurship orientation on firm performance.

Various studies examined the link between succession planning and firm performance in

Nigeria337,338,339,340,341. 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 scholars178 Multiple regression analysis

methods were employed based on these past methodological reviews. Multiple regression

analysis methods can determine the relative joint effect of more predictor variables on the

dependent variable and identify outliers or anomalies. However, one of the inadequacies of the

multiple regression analysis is its complex data sets, which can lead to false conclusions if not

correctly analysed. Based on the articles reviewed above, the cross-sectional survey research

design with a well-structured questionnaire, probability sampling techniques, multiple regression

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

explanatory variables on dependent variables in the study.

2.3.2 Review of Findings

This section focuses on the findings of the various empirical studies related to entrepreneurial

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

succession planning (time-to-fill, bench strength, talent turnover), and firm performance.

2.3.2.1 Entrepreneurial 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 growth375. 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 Nigeria376,377. 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 performance378. Furthermore,

the investigation of the impact of entrepreneurial orientation and the five dimensions (risk-taking,

proactiveness, innovativeness, competitive aggressiveness, and autonomy) on the performance of

SMEs revealed that risk-taking, competitive aggressiveness and proactiveness significantly

impact small businesses' performance. In contrast, autonomy and innovativeness have no

significant impact on the performance of small business379. The impact of EO on company

performance using data from a sample of 449 Spanish SMEs also supports a direct, substantial,

and positive link between EO and business performance380. Similarly, the impact of EO on the

growth performance of owner-managed businesses revealed that EO contributes to firm growth

while a non-significant relationship between EO and profitability was established381. The risk-

taking element of EO was discovered to have a direct, positive, and large impact on profitability.

The assessment of the effect of EO on Chinese corporate performance shows an immediate

significant and favourable impact on business performance382.

EO has a direct, significant, and positive impact on company performance329. 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 confirmed383. Additionally, EO and company performance are positively and

significantly correlated384.
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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 manufacturing332. 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

found a significant correlation between the two333—Furthermore, the positive effects of risk-

taking on the expansion of the profitability of Tanzanian construction SMEs334. However, the

correlation between risk-taking and performance has been inconsistent, according to several

studies. For instance, the effect of risk-taking on performance in Bangladesh was found to have

no noticeable influence335. In a similar vein, the influence of risk-taking on company

performance discovered no significant effects385,386,387. The growth of a firm's success is

influenced by its social and professional network connections388. The effect of EO on business

performance indicates a direct, substantial, and positive association between EO and firm

performance389.

A researcher analysed the effect of EO and its various dimensions on firm performance. Their

findings support the idea that EO has a direct positive impact on the profitability and

performance of businesses. This supports the findings that EO positively impacts the business

success of SMEs in Nigeria. In the same vein, the performance impact of EO was investigated by

examining data from three contexts (China, Mexico, and Spain)1,4. The outcomes support the

assertion that EO positively impacts company performance in all situations. Conversely, several

other studies investigating how EO has affected performance reported inconsistent, negative, and

inconsequential findings3,11. 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

Germany11. 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 insignificant2. Thus, investigating the

different EO components independently may be more helpful in determining the precise impact

of each of these dimensions on business performance. Some scholars investigated the shared

bilateral effects among the EO components and discovered that only proactiveness positively

influences business performance, while the effects of innovativeness and risk-taking are

negligible40. Their study supports the significant reciprocal relationship between proactiveness

and innovation.

The opportunity-seeking component of EO, known as proactiveness, foresees future demand and

positions a company to profit from shifting market conditions by making necessary adjustments

to accommodate current strategies to outsmart rivals1,4,391,392. Proactive businesses can readily

adapt to shifting client wants by anticipating the volatility in the business environment; this

makes them particularly reactive to market signals. After examining 1020 businesses in

Lithuania, Latvia, and Estonia, conducted a new study on the performance effect of EO and

discovered that 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 performance331.

2.3.2.2 Entrepreneurial Orientation and Customer Satisfaction

Most of the literature supports using innovation as a performance-enhancing tactic395. However,

to conduct business-related research and development (R&D), innovation needs substantial

financial resources. It may be quite expensive to invest in R&D, particularly for smaller

businesses with a limited cash basis. Larger businesses engage in more creative operations to

increase competitive advantage, decrease the likelihood of company collapse, and increase

market share396,397. Businesses that prioritise innovation have 11% greater survival rates than

those that do not. Innovative behaviour fosters an atmosphere where new goods and processes

may be developed, improving long-term corporate performance398. To obtain and keep a

competitive advantage in a challenging and uncertain business climate, innovative-oriented

organisations amass technology-based knowledge1,2,3,4. Inferring insights from the RBV,

innovation as a resource is crucial for improving business performance and entering new markets

to enhance the firm’s market share399. Through innovation, businesses create and add to their

current knowledge base, thereby making long-term investments in intangible assets that raise the

company's market value. Similarly, a study discovered that innovativeness had a direct positive

effect on firm performance400. A recent study evaluated the impact of creative capabilities on

business performance using questionnaire data provided by managers from 148 SMEs (hotels) in

Ghana395. The findings show a clear connection between innovation and improved business

performance. However, another study discovered that innovativeness negatively affects firm

performance393. This was in support of a study examining the effect of entrepreneurial

orientation's innovativeness dimension on the performance of selected enterprises from three
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nations (Lithuania, Latvia, and Estonia)394. 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 firms327. 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 credence to the

argument that entrepreneurial qualities like innovation, autonomy, and competitive

aggressiveness are essential for fostering the growth of SMEs. The results of this study, which

was conducted in Kenya, may not apply to Nigeria. A scholar examined the relationship between

growth nexus and entrepreneurial orientation in South African SMEs402. The study focused on

evaluating the relationship between EO and the expansion of SMEs in South Africa. The study

discovered a substantial positive association between EO and increases in revenue, market share,

and staff growth. It was not indicated whether profitability growth was significantly and

positively associated with EO. A scholar investigated the connection between entrepreneurial

orientation (EO) and export performance using a model in which environmental dynamism,

hostility, and uncertainty played an antecedent role for EO330. They also examined the influence

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

Pakistan. Most SMEs in Punjab had a direct EO level, and there was a notable correlation

between the success 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 performance328. 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 entrepreneurial orientation,

impacted considerably on business performance. However, the study failed to examine the

impact of the other two dimensions of EO (autonomy and competitive aggressiveness) on firm

performance. In the findings, the five dimensions of EO were deployed in investigating the

financial and non-financial performance of the telecommunication industry in Sudan403. The

study revealed that the five EO dimensions (risk-taking, innovativeness, proactiveness,

competitive aggressiveness, and autonomy) significantly affected how well organisations

function in the Sudanese telecommunication sector. The study also revealed that an

entrepreneurial orientation helps businesses perform well. However, this effect would be more

apparent in businesses that are located in urban areas and which have to do with specific

industries93.

2.3.2.3 Succession Planning and Business Continuity

Family-owned 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

external expectations342,343. Planning for succession presents a fantastic chance to change

organisational strategy344. Family members typically hold executive roles in family businesses345.

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 investments346. With a succession plan, a company can find a

new CEO347. Long delays in selecting a replacement might affect how shareholders respond and

how well the company performs once the new CEO is selected347. If successors cannot regain

control over the political and cultural changes that emerge during a leadership transition, they

risk failing when the changeover takes place348. The loss of financial stability or a competitive

edge can also be attributed to successors undermining their organisation's strategic objectives349.

When the transition process is challenging, new leaders may resort to coercive tactics to achieve

some internal legitimacy350. Although family succession planning is critical for family

companies, 47% still need one owing to context, connections, procedure, and governance351.

Failure of successors to comprehend the expectations of their board members and staff may play

a critical part in an organisation’s downfall during succession349. Failure to involve the next

generation may jeopardise the continuity of a family company352.

Planning for succession is essential to the success of family companies and impacts their

financial performance344. Business executives must devise plans to deal with unforeseen events

by having an exit strategy in place353. Though family-owned firms must focus on continuity and

succession planning, experts have highlighted one of the most pressing problems that family

businesses confront due to a need for appropriate awareness of succession planning346. A well-

designed and 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

address the market's changing demands354. It is difficult for the succeeding generation to uphold
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a historical family legacy355. Because of nepotism, internal strife, and unqualified successors,

including family members in family company succession may also result in declining

shareholder value356. 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 substantial357. Finding the right balance between giving children a sense of belonging

and inculcating independence is another challenge faced by family-oriented parents358.

Family company succession can become complicated because there may be a need for more

skills within the family. There may be emotional issues with incumbent-successor ties and other

complex aspects of the family social structure. Therefore, a successful succession plan must

incorporate strategies to effectively balance the expectations of the old and new generations359, 360.

The issue of finances can present yet another obstacle to succession. Issues with succession

funding may make family company succession more challenging and jeopardise the effective

intergenerational transfer of family enterprises361. The survival of a family business depends on

well-planned successions. However, the financial management component of succession

planning in family firms may be challenging, necessitating a thoughtful and well-thought-out

succession strategy362. Financial management in family firms differs from that of other types of

businesses. Family 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 identity363. 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 future361.

Businesses that implement a social planning approach with stakeholder participation may

overcome the difficulty of family company succession364. Family business owners regard their

companies as important investments and assets when passing on ownership365. The focus of the

succession plan must be on uncovering unspoken presumptions, developing a common

understanding of issues, and balancing competing family business interests to agree on the next

course of action. To agree on the next steps, family business interests must be reconciled, hidden

assumptions must be understood, and shared knowledge of the situation must be prioritised364,365.

Business strategies must consider family situations when developing policies, practices,

organisational cultures, and support systems because the evolution of family structures is giving

rise to various structures, including dual-earner families, single-parent families, and families with

only one parent366.

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

and previous performance367. Management is more concerned with selecting the best applicant252.

Leaders of family businesses who use formalised and informal knowledge transfer strategies to

maintain their competitive advantage benefit from this. Similarly, leadership skills such as trust,

hard work, responsibility, mentorship, and leadership development are assessed in the succession planning

process367.

The impact of succession planning techniques on the viability of family companies in Nigeria

was examined by a scholar337. 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 sustainability368. It was

discovered that there is a strong and positive correlation between corporate sustainability on the

one hand and cognitive, structural, and relational links on the other hand. The results also show a

strong and significant relationship between organisational improvisation, strategic adaptability,

succession planning, and business sustainability. As a result, the relationship between succession

planning, strategic pliability and sustainable business is moderated. Similarly, a scholar assessed

the effectiveness of succession planning on family-owned businesses339. The author revealed that

succession planning positively affects profitability, service quality, and survival of family-owned

businesses in Nigeria. This corroborates the findings of that a strong and positive relationship

exists between succession planning and the sustainability of family-owned businesses in

Anambra state, Nigeria. In Makurdi, Benue State, Nigeria, investigated the impact of succession

planning on the survival of businesses341. The authors used manpower training in proxy

succession planning. The study revealed no statistically significant difference in the responses of

male and female business owners regarding the influence of manpower training on the longevity

of small-scale 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

continuity369. 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 Nigeria338.

A scholar revealed that the discontinuity of business or the failure of SMEs after the death or

retirement of the founder is common in Zimbabwe. Factors such as formal training,

entrepreneurial orientation, and the potential of the successor were identified as the factors

affecting succession planning; these led to the closure or death of many businesses in Zimbabwe.

To recommend policies that would benefit family business owners and the state in reducing the

rate of business mortality, a scholar conducted a study in the Southwest and Northwest regions of

Cameroon371. The study aimed to identify factors that support the sustainability of family-owned

businesses. Their findings show that most of the founders of family companies rarely consider

sustainability before passing away and do not, therefore, plan for succession. Furthermore, a

scholar investigated how the founders and owners of family businesses view succession planning

and its significance in guaranteeing the survival and development of firms in the WA

Municipality, Ghana372. The results show that most owners/founders (about 94.1%) consider

business planning a crucial talent and that the capacity to create a business strategy positively

affects succession 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 concerns373. 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 significant impact

on the succession planning process and, subsequently on the sustainability of family businesses

in Cameroon374. 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 introduction of new products, and

employee turnover. The study concludes that training and development, talent management, and

reward management all substantially impact how well a business functions. To establish a sound

succession plan and improve performance, 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 previous studies have covered the impact of diverse leadership methods and styles on

organisational 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 business404. It is one of the most successful leadership

philosophies in promoting constructive in-role and extra-role behaviours405,406. 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 performance407. Leadership has been described as the ability to persuade

individuals to act in ways they may not have considered or felt are feasible408. 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 organisation's success or

failure409,410.

A scholar looked into how leadership style affected performance using a sample of 500 Indian

schools and the OLS estimation method411. The findings imply that autocratic leadership is a

common style among Indian managers. This result supports related research, which linked

managers in Bangladesh with an authoritarian leadership style412. Even though these studies were

conducted in distant nations with distinct cultures and demographics, they are nonetheless

relevant to the current study. In a related study, a scholar examined the relationship between a

leader's personality and their use of transformational leadership behaviours413. After adjusting for

transactional leadership, the study concluded that transformational behaviours strongly explained

subordinate acceptance of the leader, organisational commitment, work motivation, and

supervisory assessments of the leader's effectiveness.

Furthermore, 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 choice411. 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 performance413. The study

discovered that democratic managers explain greater performance variance than autocratic and

laissez-faire managers. According to the study, no leadership style works best in every

circumstance. This implies that leaders must be able to recognise when to adopt a particular style

since different styles are required for various situations.

Previous research has shown a connection between transformational and transactional leadership

styles and the job satisfaction of salespersons. It was established that elements of

transformational leadership, such as inspirational motivation and individualised consideration,

significantly improved employees' job satisfaction. Some scholars have also discovered a

statistically significant correlation between transformational leadership and work satisfaction414.

According to these scholars, factors that contribute to sales personnel's job satisfaction include

inspirational motivation (IM), intellectual stimulation (IS), and individual consideration (IC).

Followers who believe their manager's leadership can effectively represent their interests value

transformational leadership style. This implies that effective management and leadership are

critical to 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 research415.
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Some scholars looked into leadership succession and business sustainability in Southeast

Nigeria416. 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 competitiveness was

determined by a researcher194. The study discovered that the relationship between Omoluabi

leadership and strategic response capabilities contributed to a rise in business competitiveness. It

emphasised the need for businesses to enhance their capacity for strategic reaction. It encouraged

executives to adopt the Omoluabi leadership ethos since such a quality might promote a

company's competitiveness.

2.4 Conceptual Framework

Entrepreneurial Orientation
(EO)

H01

EO/SP Performance
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Figure 2.2: Conceptual Framework for the Study

Source: Researcher Framework, (2023)
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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 following sub-

variables: time-to-fill, bench strength, and talent turnover. The concept of firm performance, the

dependent variable, was examined with sub-variables such as customer satisfaction, firm growth,

and business continuity. Numerous studies were reviewed to explain each 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 resource-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 the theories were critically examined while their strengths

were identified. The review highlighted 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 planning94. 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 entrepreneurial orientation on firm

growth, customer satisfaction and performance of family-owned businesses. The introduction of

adaptiveness in the study as a sub-variable of entrepreneurial orientation is a gap that has not

been considered by any study considering the effects of COVID-19 on firms.

Succession planning has been used in many studies, but the three sub-variables of bench strength,

time to fill and talent turnover to examine succession planning in family businesses in Nigeria

have yet to be common. Furthermore, the moderating and mediating role of Omoluabi leadership

on the performance of family businesses in Nigeria has yet to be conducted. This will add to the

body of knowledge on the impact of leadership style on the performance of family businesses in

Nigeria.
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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 first chapter.

The methodology approaches the study by having a research design for this study, computing 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 reliability are confirmed for

data collection.

3.1 Research Design

This study investigated the effects of entrepreneurial orientation and succession planning on the

firm performance of family-owned businesses in Lagos State, Nigeria. This was done through a

cross-sectional survey design with quantifiable data to examine the effects of the independent

variables on the dependent variables of the sample population within a period. The cross-

sectional survey design enabled the researcher to collect data from significant population

samples with an economic advantage over the longitudinal survey design, and the quantitative

data allowed for more malleable analysis and less researcher bias. This accorded the researcher

both cost and time advantage to meet the time frame allowed for a PhD study1. Relevant studies

accepted the estimations derived from the actual population as appropriate2,3,4.

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 generation5.

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 hub6. Lagos state also has the highest number of family businesses in the

country5. The sample frame consists of employees and owners of the family businesses

from the population (8396) that NASME records as registered family businesses in Lagos

State. This allowed the researcher to determine a sample size that best represents the

population. The justification for picking this category of people is to be able to extract

accurate and reliable information for the study.

3.3 Sample and Sampling Technique

The sample size was drawn from the finite population of eight thousand three hundred and

ninety-six (8396) as given by NASME5. This was computed using the Raosoft online sample size

calculator. 368

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 assistants ensured

that the respondents met the criteria to be classified as family-owned businesses, as stated by the

European Union Commission as follows: Decision-making rights in the hands of shareholders

that are family members like spouses or children; such decision-makers must have direct or

indirect rights, at least one family member must be involved in the governing structure of the

firm and one family member must hold at least a 25% share and be able to exercise managerial

rights.

Purposive sampling is a non-probability technique appropriate when specific criteria must be

considered relevant for the study. Its adoption for this study is consistent with extant

literature8,9,10.

3.4 Description of Research Instrument

A structured questionnaire was adopted as the instrument for the study. The questionnaire is used

for data gathering because of the opportunity to learn through direct interaction with the subject

of the study. 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

independent variables in a study based on the perception and opinion of the respondents2,3,11,12,13.

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 (MH) = 4,

Moderately Low (ML) = 3, Low (L) = 2, Very Low (VL) = 1. and 6 = Very frequently; 5 =

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

The questionnaire has four sections: Section A covers the demographic variables with five (5)

items. Section B covered entrepreneurial orientation with thirty-two (32) items, autonomy has

four (4) items, innovativeness has six (6) items, risk-taking has six (6) items, pro-activeness has

four (4) items, competitive aggressiveness has five (5) items, and adaptiveness has seven (7)

items. Section C covered succession planning with fourteen (14) items, subdivided into three,

representing the indicators of succession planning. Talent turnover has five (5) items, Bench

Strength has four (4) items, and time to fill has five (5) items. Section D covered the firm

performance of family business with sixteen (16) items; firm growth has five (5) items.

Customer satisfaction has five (5) items, and business continuity has six (6) items. Section E

covered Omoluwabi Leadership with eight (8) items.

3.5 Validity of 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 employed14.

The succession planning scale was adopted from the work of Hassan and Siddiqui15. 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 variable16,17. 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 era when most

family businesses went on a force majeure imposed holiday for an extended period. This did

much damage to businesses and rendered most of their employees jobless. For this reason, the

indicators of entrepreneurial orientation post-COVID-19 should be upgraded with an additional

indicator to ameliorate the observed inadequacies. The researcher, therefore, introduced

adaptiveness as the sixth indicator for post-COVID treatment variables for performance

problems. The scale for risk-taking, pro-activeness, innovativeness, autonomy and competitive

aggressiveness were adopted from the work of Hongyun, Zhang, Li, Huang, and Xu18. At the

same time, that adaptiveness was adopted from Audrey and Roussel19. The scale for firm growth

and customer satisfaction performance indicators was adapted from scholars' study20,21. The

Scale for Omoluwabi leadership was adopted from the work of Onamusi22.

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

confirmed the face validity of the instrument. The pilot study provided the opportunity to pre-test

the research 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 Remark
Entrepreneurial
Orientation
Risk-taking 6 0.912 0.591 Reliable
Innovativeness 6 0.912 0.598 Reliable
Pro-activeness 4 0.875 0.638 Reliable
Competitive
Aggressiveness

5 0.803 0.511 Reliable

Autonomy 4 0.841 0.639 Reliable
Adaptiveness 7 0.773 0.537 Reliable
Succession
Planning
Talent turnover 5 0.802 0.504 Reliable
Time to fill 4 0.772 0.532 Reliable
Bench Strength 5 0.874 0.584 Reliable
Firm
Performance
Firm Growth 5 0.933 0.617 Reliable
Customer
satisfaction

5 0.928 0.578 Reliable

Business
Continuity

6 0.951 0.673 Reliable

Omoluwabi
Leadership

8 0.943 0.650 Reliable

Source: computed 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
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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 from Lumpkin

and Dess had complex concepts for the respondents to understand. Therefore, the scale from

Xhang and Xu’s scale, which is easier to understand, was adopted.

A test was done to confirm the reliability of the internal consistency of the data set. A Cronbach

alpha value greater than 0.7 is widely accepted as reliable. The composite reliability is used to

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

entire variable in the study.
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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

Adaptiveness 0.934

Succession Planning

Talent turnover 0.893

Time to fill 0.774

Bench Strength 0.912

Firm Performance

Firm Growth 0.822

Customer satisfaction 0.823

Business Continuity 0.877

Omoluwabi Leadership 0.888

Source: Computed from the Pilot Study 2022

3.7 Administration of Research Instrument and Method of Data Collection

Primary data was collected using a structured questionnaire; this is in line with extant literature

and because of the adequacy in data gathering2,3,11,12,13. The questionnaires were administered to

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

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- 4. This gave

appropriate results in assessing the effect of the independent variable on the dependent variable.

However, the moderating and mediating effect of Omoluwabi leadership on the interaction

between succession planning, entrepreneurial orientation and firm performance of family

businesses (the fifth and sixth hypotheses) was examined through hierarchical multiple

regression. The confidence level for the analysis was at 95% allowing an error margin of 0.05 a

value appropriate for social science analysis. These descriptive and inferential statistics were

carried out using SPSS ans SmartPLS software.
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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 discussion of the

study's implications within extant literature. This research aims to analyse how entrepreneurial

orientation and succession planning can enhance the performance of family-owned businesses in

Lagos State, Nigeria. This research was carried out via a questionnaire to acquire the necessary

information. The study adopted SPSS version 25 for the descriptive statistics and SmartPLS

version 4.0 for the inferential statistics to analyse the data.

4.1 Data Presentation

Four hundred and forty (440) copies of the questionnaire were administered, and three hundred

and ninety-one (391) copies were returned. After sorting the questionnaires, only three hundred

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

questionnaire represented an 84.6% response rate. The response results are presented in Table

4.1.

Table 4.1: Response Rate

Responses 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 54.3%
Female 170 45.7%

Marital status Single 142 38.2%
Married 229 61.6%
Others 1 0.2%

Educational level School cert 51 13.7%
Diploma 65 17.5%
B.Sc. 194 52.2%
Master Degree 47 12.6%
PhD 10 2.7%
Others 5 1.3%

Years of business existence 0-5 years 118 31.7%
6-10 years 166 44.7%
11-15 years 48 12.9%
16-20 years 26 6.9%
21years and above 14 3.8%

Business Type Educational 79 21.2%
Manufacturing 101 27.2%
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 1st generation 194 52.2%
2nd generation 150 40.3%
3rd generation 28 7.5%

Level of involvement in
business

Figurehead 67 18.0%

Manager 228 61.3%
Board member 38 10.2%
Others 39 10.5%

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, marital status, educational level, years

of business existence, business type, respondent's status, years of experience, generational status,

and level of involvement in business. To this effect, the results are presented in Table 4.2.

According to this Table, Profile of age indicated that 83 respondents, representing 22.3%, were

between the ages of 18-28 years, 144 respondents representing 38.7% were 29-39 years, 95

respondents representing 25.5% were 40-49 years, 35 respondents representing 9.4% were 50-59

years, and 15 respondents representing 4.1% were 60 years and above, indicating that most of the

respondents were between 29-39 years. Also, 202 respondents, representing 54.3%, were male,

while 170 respondents, representing 45.7%, were female, indicating that most of the respondents

were male. Furthermore, 142 respondents, representing 38.2%, were single, 229 respondents

representing 61.6%, 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 hospitality. 161

respondents, representing 43.3%, were employees, 39 respondents, representing 10.5%, were

partners, 157 respondents representing 42.2%, were business owners, and 15 respondents

representing 4.0%, were others. Concurrently, 142 respondents, representing 38.2%, had 0-5

years of experience, 164 respondents, representing 12.6%, had 6-10 years, 47 respondents,

representing 12.6% had 11-15 years, 6 respondents representing 1.6% had 16-20 years, and 13

respondents representing 3.5% had 21 years and above. Businesses in their first generation were

194, representing 52.2%; those in their second generation were 150, representing 40.3%; and the

third generation was 28, representing 7.5% of the sample. Meanwhile, 67 respondents,

representing 18.0%, were figureheads, 228 respondents, representing 61.3%, were managers, 38

respondents representing 10.2% were board members, and 39 respondents representing 10.5%

were others.

In Table 4.3, autonomy was presented as one of the components of entrepreneurial orientation of

family-owned 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
individuals/teams to work
independently

163

(43.8%)

141
(37.8%)

48
(13.0%)

12
(3.2%)

2
(0.6%)

6
(1.6%)

5.16

Individuals/teams decide on
business opportunities to
pursue

97
(26.0%)

167
(44.8%)

81
(21.9%)

13
(3.5%)

5
(1.3%)

9
(2.5%)

4.83

Participation in decision-
making

114
(30.5%)

158
(42.5%)

78
(21.0%)

21
(5.7%)

1
(0.3%)

- 4.97

Encourage employee
initiatives in identifying
opportunities.

104
(27.9%)

163
(43.8%)

81
(21.6%)

22
(6.0%)

2
(0.6%)

- 4.92

Delegation of authority 114
(30.5%)

162
(43.5%)

60
(16.2%)

15
(4.1%)

15
(4.1%)

6
(1.6%)

4.87

Decentralisation
78
(21.0%)

142
(38.1%)

87
(23.5%)

39
(10.5%)

13
(3.5%)

13
(3.5%)

4.52

Weighted Mean 4.87
Source: Field Survey Results (2023)

According to the results in Table 4.3. 43.8% of the respondents are rated to a great extent that

they support individuals/teams to work independently, 37.8% high, 13.0% moderately high,

3.2% moderately low, 0.6% low, and 1.6% very low. On average, the respondents indicated that

they support individuals/teams to work independently, with a mean of 5.16 and a median of 5.

Results also indicated 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 30.5% of the

respondents are rated to a very high extent that there is delegation of authority, 43.5% high,

16.2% moderately high, 4.1% moderately low, 4.1% low, and 1.6% very low. On average, the

respondents indicated that there is a delegation of authority, which has a mean of 4.87 and a

median of 5. Results also indicated that 21.0% of the respondents are rated to a very high extent

that they decentralise, 38.1% high, 23.5% moderately high, 10.5% moderately low, 3.5% low,

and 3.5% very low. On average, the respondents indicated that they decentralise has a mean of

4.52.

In Table 4.4, innovativeness was presented as one of the components of entrepreneurial

orientation of family-owned 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).



169

Table 4.4: Descriptive Analysis of Responses on Innovativeness
Innovativeness VH H MH ML L VL Mean

Seeking out new
ways to do things

153
(41.3%)

148
(39.7%)

59
(15.9%)

7 (1.9%) 5
(1.3%)

- 5.17

New product lines
or services are
important

139
(37.5%)

161
(43.2%)

48
(13.0%)

13
(3.5%)

6
(1.6%)

5
(1.3%)

5.08

Changes in
products/service
lines are quite
dramatic

116
(31.1%)

103
(27.6%)

94
(25.4%)

46
(12.4%)

8
(2.2%)

5
(1.3%)

4.69

Commitment to
invest in new
technology,
continuous
improvement
R&D

140
(37.5%)

137
(36.8%)

70
(18.7%)

16
(4.4%)

9
(2.5%)

- 5.02

Actively
introduces
improvements and
innovations

127
(34.3%)

154
(41.3%)

64
(17.1%)

23
(6.3%)

4
(1.0%)

- 5.02

Creativity in its
methods of
operation

125
(33.7%)

145
(39.0%)

69
(18.4%)

18
(4.8%)

6
(1.6%)

9
(2.5%)

4.91

Weighted Mean 5.10

Source: Field Survey Results (2023)

According to the results in Table 4.4. 41.3% of the respondents are rated to a very high extent

that they seek out new ways to do things, 39.7% high, 15.9% moderately high, 1.9% moderately

low, and 1.3% low. On average, the respondents indicated that they seek new ways to do things,

with a mean of 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, 36.8% high,

18.7% moderately high, 4.4% moderately low, and 2.5% low. On average, the respondents

indicated that they are committed to investing in new technology and continuous improvement.

R&D has a mean of 5.02 and a median of 5. Results also indicated that 34.3% of the respondents

are rated to a very high extent that they actively introduce improvements and innovations, 41.3%

high, 17.1% moderately high, 6.3% moderately low, and 1.0% low. On average, the respondents

indicated that they actively introduce improvements and innovations, with a mean of 5.02 and a

median of 5. Results also indicated that 33.7% of the respondents are rated to a very high extent

that there is creativity in their methods of operation, 39.0% high, 18.4% moderately high, 4.8%

moderately low, 1.6% low, and 2.5% very low. On average, the respondents indicated creativity

in their methods of operation, with a mean of 4.9.

In Table 4.5, Risk-taking 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 Moderately High (MH), 3 for

Moderately low extent (ML), 2 for Low (L), and 1 for Very Low (VL).



171

Table 4.5: Descriptive Analysis of Responses to Risk-Taking
Risk Taking VH H MH ML L VL Mean
Investment in high-
risk projects (with
chances of very
high return)

69
(18.4%)

151
(40.6%)

80
(21.6%)

46
(12.4%)

18
(4.8%)

8
(2.2%)

4.49

Bold, wide-ranging
acts necessary to
achieve the firm’s
objectives

97
(26.0%)

143
(38.4%)

101
(27.3%)

18
(4.8%)

13
(3.5%)

- 4.79

Commitment of a
large portion of
resources in order
to grow

104
(27.9%)

150
(40.3%)

77
(20.6%)

26
(7.0%)

15
(4.1%)

- 4.81

Investment in
significant projects
through heavy
borrowing

68
(18.1%)

123
(33.0%)

71
(19.7%)

51
(13.7%)

34
(8.9%)

25
(6.7%)

4.18

Encouragement to
take calculated
risks with new
ideas

93
(25.1%)

136
(36.5%)

102
(27.6%)

25
(6.7%)

11
(2.9%)

5
(1.3%)

4.70

Exploration and
experimentation for
opportunities

115
(30.8%)

126
(34.0%)

89
(23.8%)

23
(6.3%)

13
(3.5%)

6
(1.6%)

4.77

Weighted Mean 4.62

Source: Field Survey Results (2023)

According to the results in Table 4.5. 18.4% of the respondents are rated to a very high extent

that they have 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

to growth, with a mean of 4.81.

Results also indicated that 18.1% of the respondents are rated to a very high extent that they have

investments in major projects through heavy borrowing, 33.0% high, 19.7% moderately high,

13.7% moderately low, 8.9% low, and 6.7% very low. On average, the respondents indicated

they invested in major projects through heavy borrowing, with a mean of 4.18 and a median of 5.

Results also indicated that 25.1% of the respondents are rated to a very high extent that they are

encouraged to take calculated risks with new ideas, 36.5% high, 27.6% moderately high, 6.7%

moderately low, 2.9% low, and 1.3% very low. On average, the respondents indicated that they

are encouraged to take calculated risks with new ideas, with a mean of 4.70 and a median of 5.

Results also indicated that 30.8% of the respondents are rated to a very high extent that they have

exploration and experimentation for opportunities, 34.0% high, 23.8% moderately high, 6.3%

moderately low, 3.5% low, and 1.6% very low. On average, the respondents indicated that they

have explored and 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).



173

Table 4.6: Descriptive Analysis of Responses on Proactiveness
Proactiveness VH H MH ML L VL Mean

Initiating action
which the
competitors
respond to

115
(30.8%)

126
(36.2%)

89
(23.2%)

23
(5.7%)

13
(2.2%)

6
(1.9%)

4.82

Meeting
customer
demands

160
(42.9%)

130
(34.9%)

66
(17.8%)

14
(3.8%)

2
(0.6%)

- 5.16

Monitoring
technological
trends and
identifying future
customer needs

129
(34.6%)

143
(38.4%)

59
(15.9%)

31
(8.3%)

8
(2.2%)

2
(0.6%)

4.93

Excel at
identifying
opportunities

141
(38.4%)

130
(34.9%)

74
(20.0%)

21
(5.7%)

4
(1.0%)

- 5.04

New product
development

144
(38.7%)

118
(31.7%)

74
(20.0%)

26
(7.0%)

5
(1.3%)

5
(1.3%)

4.96

Conducting
market analysis

113
(30.5%)

149
(40.0%)

58
(15.6%)

37
(9.8%)

9
(2.5%)

6
(1.6%)

4.81

Weighted Mean 4.95

Source: Field Survey Results (2023)

According to the results in Table 4.6. 30.8% of the respondents are rated to a very great extent

that they initiate action, which the competitors respond to: 36.2% high, 23.2% moderately high,

5.7% moderately low, 2.2% low, and 1.9% very low. On average, the respondents indicated that

they initiate action, with the competitor's responses having a mean of 4.82 and a median of 5.

Results also indicated that 42.9% of the respondents are rated to a very high extent that they meet

Meeting customer 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 opportunities,

with a mean of 5.04 and a median of 5. Results also indicated that 38.7% of the respondents are

rated to a very high extent that they have new product development, 31.7% high, 20.0%

moderately high, 7.0% moderately low, 1.3% low, and 1.3% very low. On average, the

respondents indicated that they have new product development, which has a mean of 4.96 and a

median of 5. Results also indicated that 30.5% of the respondents are rated to a very high extent

that they conduct market analysis, 40.0% high, 15.6% moderately high, 9.8% moderately low,

2.5% low, and 1.6% very low. On average, the respondents conducted market analysis with a

mean of 4.81.

In Table 4.7, Competitive Aggressiveness 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 4.7: Descriptive Analysis of Responses on Competitive Aggressiveness
Competitive
Aggressiveness

VH H MH ML L VL Mean

Competitive posture (undo
the competitors)

87
(23.5%)

156
(41.9%)

98
(26.3%)

25
(6.7%)

2
(0.6%)

4
(1.0%)

4.78

Aggressiveness and
intense competition 66

(17.8%)
129
(34.6%)

103
(27.6%)

60
(16.2%)

10
(2.9%)

4
(1.0%)

4.45

Price-cutting strategy to
enhance a competitive
position

104
(27.9%)

124
(33.3%)

82
(22.2%)

40
(10.8%)

18
(4.8%)

4
(1.0%)

4.66

Copying
practices/techniques of
successful competitors to
enhance a competitive
position

78
(21.0%)

160
(42.9%)

83
(22.5%)

39
(10.5%)

8
(2.2%)

4
(1.0%)

4.67

Unconventional strategies
to challenge competitors 66

(17.8%)
138
(37.1%)

97
(26.0%)

44
(11.7%)

16
(4.4%)

11
(2.9%)

4.43

Seeking competitive
posture (undo the
competitors)

96
(25.7%)

118
(31.7%)

93
(25.1%)

50
(13.3%)

6
(1.6%)

9
(2.5%)

4.59

Weighted Mean 4.61

Source: Field Survey Results (2023)

According to the results in Table 4.3. 23.5% of the respondents are rated to a great extent that

they engage in competitive posture (undo-the-competitors), 41.9% high, 26.3% moderately high,

6.7% moderately low, 0.6% low, and 1.0% very low. On average, the respondents indicated that

they engage in competitive posture (undo-the-competitors) with a mean of 4.78 and a median of

5. Results also 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 that they copy

practices/techniques of successful competitors to enhance a competitive position, with a mean of

4.67 and a median of 5. Results also indicated that 17.8% of the respondents are rated to a very

high extent that they have unconditional strategies to challenge competitors, 37.1% high, 26.0%

moderately high, 11.7% moderately low, 4.4% low, and 2.9% very low. On average, the

respondents indicated that they have unconditional strategies to challenge competitors, with a

mean of 4.43 and a median of 5. Results also indicated that 25.7% of the respondents are rated to

a very high extent that they seek competitive posture (undo-the-competitors), 31.7% high, 25.1%

moderately high, 13.3% moderately low, 1.6% low, and 2.5% very low. On average, the

respondents indicated that they seek competitive posture (undo-the-competitors), with a mean of

4.59.

In Table 4.8, adaptiveness 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 4.8: Descriptive Analysis of Responses on Adaptiveness
Adaptiveness VH H MH ML L VL Mean

Response to
emergencies, risks or
dangerous situations

116
(31.1%)

150
(40.3%)

81
(21.9%)

16
(4.4%)

4
(1.0%)

5
(1.3%)

4.92

Response to a
demanding or
stressful situation

113
(30.5%)

135
(36.2%)

97
(26.0%)

20
(5.4%)

5
(1.3%)

2
(0.6%)

4.87

Response to ill-
defined work
situations that
appear unexpectedly

119
(32.1%)

174
(46.7%)

60
(16.2%)

13
(3.5%)

4
(1.0%)

2
(0.6%)

5.03

Snappy decision
making to uncertain
and unpredictable
occurrence

116
(31.1%)

132
(35.6%)

94
(25.4%)

28
(7.6%)

- 1
(0.3%)

4.89

Interpersonal
adaptability

109
(29.2%)

145
(39.0%)

79
(21.3%)

32
(8.6%)

7
(1.9%)

- 4.85

Cultural adaptability
(working with other
companies or
nationalities)

112
(30.2%)

149
(40.0%)

79
(21.3%)

22
(6.0%)

5
(1.3%)

5
(1.3%)

4.88

Physical adaptability
(e.g. working
conditions that entail
noise, degree of
risk/danger inherent
in your occupation,
weather hazard.)

132
(35.6%)

116
(31.1%)

77
(20.6%)

29
(7.9%)

7
(1.9%)

11
(2.9%)

4.82

Weighted Mean 4.89 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 median of 5. Results

also indicated that 32.1% of the respondents are rated to a very high extent that they respond to

ill-defined work situations that appear unexpectedly, 46.7% high, 16.2% moderately high, 3.5%

moderately low, 1.0% low, and 0.6% very low. On average, the respondents indicated that they

respond to ill-defined work situations that appear unexpectedly, with a mean of 5.03.

Results also indicated that 31.1% of the respondents are rated to a very high extent that they

make snappy decisions to uncertain and unpredictable occurrences, 35.6% high, 25.4%

moderately high, 7.6% moderately low, and 0.3% very low. On average, the respondents

indicated that they make snappy decisions to uncertain and unpredictable occurrences, with a

mean of 4.89 and a median of 5. Results also indicated that 29.2% of the respondents are rated

highly as having interpersonal adaptability, 39.0% high, 21.3% moderately high, 8.6%

moderately low, and 1.9% low. On average, the respondents indicated that they have

interpersonal adaptability, which has a mean of 4.85.

Results also 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.

In Table 4.9, Firm growth 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).

Table 4.9: Descriptive Analysis of Responses on Firm Growth
Firm Growth VH H MH ML L VL Mean

Firm growth
compared to
direct/indirect
competitors

118
(31.7%)

161
(43.2%)

79
(21.3%)

14
(3.8%)

- - 5.03

Profit growth
compared to
direct/indirect
competitors

75
(20.3%)

175
(47.0%)

99
(26.7%)

18
(4.8%)

- 5
(1.3%)

4.79

Staff growth
compared to
direct/indirect
competitors

71
(19.0%)

158
(42.5%)

111
(29.8%)

21
(5.7%)

6
(1.6%)

4
(1.3%)

4.68

Market share
growth compared
to direct/indirect
competitors

81
(22.2%)

158
(42.5%)

86
(23.2%)

38
(10.5%)

4
(1.0%)

2
(0.6%)

4.73

Supply chain view 76 170 95 21 1 5 4.75
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of the firm product
and services

(20.3%) (45.7%) (25.7%) (6.7%) (0.3%) (1.3%)

Investment appetite
in research and
development

100
(27.0%)

138
(37.1%)

83
(22.2%)

33
(8.9%)

11
(2.9%)

7
(1.9%)

4.71

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 great extent that

the firm's growth is compared to direct/indirect competitors, 43.2% high, 21.3% moderately high,

and 3.8% moderately low. On average, the respondents indicated that the firm, compared to

direct/indirect competitors, has a mean of 5.03 and a median of 5. Results also indicated that

20.3% of the respondents are rated to a very high extent that there is profit compared to

direct/indirect competitors, 47.0% high, 26.7% moderately high, 4.8% moderately low, and 1.3%

very low. On average, the respondents indicated that there is profit compared to direct/indirect

competitors, with a mean of 4.79 and a median of 5. Results also indicated that 19.0% of the

respondents are rated to a very great extent that staff growth is compared to direct/indirect

competitors, 42.5% high, 29.8% moderately high, 5.7% moderately low, 1.6% low, and 1.3%

very low. On average, the respondents indicated that staff growth compared to direct/indirect

competitors has a mean of 4.68.

Results also indicated that 22.2% of the respondents are rated to a very high extent that there is

market share 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 development, with a mean

of 4.71.

Relating results in tables 4.3, 4.4, 4.5, 4.6, 4.7, 4.8, and 4.9 together, the entrepreneurial

orientation measures, including autonomy, innovativeness, risk-taking, Competitive

Aggressiveness, proactiveness, and adaptiveness have varying patterns of increase with firm

growth 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 competitors, Price-cutting

strategy to enhance a competitive position, Monitoring technological trends and identifying

future customer needs, investment in high-risk projects (with chances of very high return),

Seeking out new ways to do things, and the commitment to invest in new technology, and

continuous improvement R&D for the family-owned business in Lagos State, Nigeria. Also,

there is evidence of Profit growth compared to direct/indirect competitors, Staff growth

compared to 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

(VL).

Table 4.10: Descriptive Analysis of Responses to Customer Satisfaction

Customer
Satisfaction

VH H MH ML L VL Mean

Attitude to address
customers' feedback
or complain

136
(36.5%)

154
(41.3%)

60
(16.2%)

13
(3.5%)

- 9.3
(2.5%)

5.03

Efforts to ensure
customer satisfaction

147
(39.4%)

164
(44.1%)

43
(11.4%)

15
(4.1%)

1
(0.3%)

2
(0.6%)

5.16

Complementary
services

125
(33.7%)

153
(41.0%)

73
(19.7%)

16
(4.4%)

5
(1.3%)

- 5.01

Impact on the general
well-being of
customers

145
(39.4%)

151
(40.6%)

49
(13.3%)

23
(6.3%)

- 4
(0.3%)

5.12

Promptness in
rendering services

133
(35.9%)

151
(40.6%)

56
(17.8%)

6
(1.9%)

8
(2.5%)

4
(1.3%)

5.02

Smooth route to
accomplish
customers' need

151
(40.6%)

144
(38.7%)

44
(11.7%)

13
(3.5%)

16
(4.4%)

4
(1.0%)

5.05

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, which has a mean of

5.16 and a median of 5. Results also indicated that 33.7% of the respondents are rated to a very

high extent that they have complementary services, 41.0% high, 19.7% moderately high, 4.4%

moderately low, and 1.3% low. On average, the respondents indicated that they have

complementary services, which have a mean of 5.01.

Results also indicated that 39.4% of the respondents are rated to a very high extent that they have

an impact on the general well-being of customers, 40.6% high, 13.3% moderately high, 6.3%

moderately low, and 0.3% low. On average, the respondents indicated that they have of the

general well-being of customers has a mean of 5.12 and a median of 5. Results also indicated

that 35.9% of the respondents are rated to a very high extent that they are prompt in rendering

services, 40.6% high, 17.8% moderately high, 1.9% moderately low, 2.5% low, and 1.3% very

low. On average, the respondents indicated that they are prompt in rendering services, with a

mean of 5.02 and a median of 5. Results also indicated that 40.6% of the respondents rated to a

very high extent 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 competitors, Price-

cutting strategy to enhance a competitive position, Monitoring technological trends and

identifying future customer needs, investment in high-risk projects (with chances of very high

return), Seeking out new ways to do things, and the commitment to invest in new technology,

and continuous improvement R&D for the family-owned business in Lagos State, Nigeria. Also,

attitude to address customers' feedback or complaints, Effort to ensure customer satisfaction, and

Promptness in rendering services are all to a great extent for the family-owned business in Lagos

State, Nigeria. Consequent to these findings, entrepreneurial orientation dimensions may

influence customer satisfaction for Lagos State, Nigeria, family-owned businesses. This response

to research question two has enabled the researcher to achieve the second objective of this study.

In Table 4.11, Talent turnover is presented as one of the components of succession planning as it

relates to 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 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
based on merit.

119
(37.8%)

123
(39.0%)

47
(14.9%)

16
(5.1%)

8
(2.5%)

2
(0.6%)

5.03
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Willingness to retain
employees

141
(36.2%)

145
(37.8%)

56
(21.3%)

19
(4.1%)

2
(0.6%)

- 5.05

Job satisfaction 122
(32.7%)

144
(38.7%)

69
(18.4%)

26
(7.0%)

9
(2.5%)

2
(0.6%)

4.90

Retain job due to the
management
encouragement.

122
(32.7%)

151
(40.6%)

60
(16.2%)

30
(7.9%0

7
(1.9%)

2
(0.6%)

4.92

key positions
available in total
talent turnover

89
(23.8%0

151
(40.6%)

83
(22.2%)

42
(11.4%)

4
(1.3%)

2
(0.6%)

4.72

Employee
motivation to work
till retirement age.

123
(33.0%)

125
(33.7%)

69
(18.4%)

29
(7.9%)

12
(3.2%)

14
(3.8%)

4.74

Weighted 4.89
Source: Field Survey Results (2023)
According to the results in Table 4.11. 37.8% of the respondents are rated to a very high extent

that there is promotion within based on merit, 39.0% high, 14.9% moderately high, 5.1%

moderately low, 2.5% low, and 0.6% very low. On average, the respondents indicated that there

is promotion based on merit, which has a mean of 5.03 and a median of 5. Results also indicated

that 36.2% of the respondents are rated to a very high extent that they are willing to retain

employees, 37.8% high, 21.3% moderately high, 4.1% moderately low, and 0.6% low. On

average, the respondents indicated that they are willing to retain employees, which has a mean of

5.05 and a median of 5. Results also indicated that 32.7% of the respondents are rated to a very

high extent that 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. Results also indicated

that 33.0% of the respondents are rated to a very high extent that they motivate employees to

work till retirement age, 33.7% high, 18.4% moderately high, 7.9% moderately low, 3.2% low,

and 3.8% very low. On average, the respondents indicated that they motivated employees to

work till retirement age, with a mean of 4.74.

In Table 4.12, Bench strength is presented as one of the components of succession planning as it

relates to 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).

Table 4.12: Descriptive Analysis of Responses on Bench Strength
Bench Strength VH H MH ML L VL Mean

Formal training to enhance
skills for job performance

132
(35.6%)

151
(40.6%)

71
(19.0%)

6
(1.6%)

12
(3.2%)

- 5.04

My promotion is a product of
the induction of the training
program.

82
(21.9%)

156
(41.9%)

92
(24.8%)

22
(6.0%)

11
(2.9%)

9
(2.5%)

4.66

Targets and objectives are
attained and identified
through training Programs.

92
(24.8%)

156
(41.9%)

92
(24.8%)

15
(4.1%)

12
(3.2%)

5
(1.3%)

4.77

Career paths are shaped by 79 173 79 28 8 5 4.73
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participation in training
Programs.

(21.3%) (46.3%) (21.3%) (7.6%) (2.2%) (1.3%)

Performance of successors
used to fill vacant positions
from within

103
(27.6%)

162
(43.5%)

72
(19.4%)

26
(7.0%)

9
(2.5%)

- 4.87

Future security within the
firm

110
(29.5%)

157
(42.2%)

73
(19.7%)

14
(3.8%)

18
(4.8%)

- 4.88

Weighted Mean 4.83
Source: Field Survey Results (2023)

According to the results in Table 4.12. 35.6% of the respondents are rated to a very high extent

that they engage in formal training to enhance skills for job performance, 40.6% high, 19.0%

moderately high, 1.6% moderately low, and 3.2% low. On average, the respondents indicated

that they engage in formal training to enhance skills for job performance, with a mean of 5.04

and a median of 5. Results also indicated that 21.9% of the respondents rated to a very high

extent that their promotion is a product of induction of the training program, 41.9% high, 24.8%

moderately high, 6.0% moderately low, 2.9% low, and 2.5% very low. On average, the

respondents indicated that their promotion is a product of induction of the training program,

which has a mean of 4.66 and a median of 5. Results also indicated that 24.8% of the

respondents are rated to a very high extent that their targets and objectives are attained and

identified through training Programs, 41.9%high, 24.8% moderately high, 4.1% moderately low,

3.2% low, and 1.3% very low. On average, the respondents indicated that their targets and

objectives are 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 low, and 4.8%

low. On average, the respondents indicated that they have future security within the 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 components of succession planning as it

relates to 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).

Table 4.13: Descriptive Analysis of Responses on Time to Fill
Time to Fill VH H MH ML L VL Mean

Effectiveness of recruitment
when talent needed is not
available within

92
(24.8%)

147
(39.4%)

81
(21.9%)

34
(9.2%)

11
(2.9%)

7
(1.8%)

4.72

Propensity to fill a vacant
position by promoting within

99
(26.6%)

150
(40.3%)

81
(21.9%)

31
(8.3%)

6
(1.6%)

5
(1.3%)

4.78

Availability of successors for a
vacant position within the firm

97
(26.0%)

144
(38.7%)

85
(22.9%)

34
(9.2%)

7
(1.9%)

5
(1.3%)

4.74

Propensity to fill key positions
quickly

98
(26.4%)

156
(41.9%)

77
(20.6%)

29
(7.9%)

5
(1.3%)

7
(1.9%)

4.78

Performance of successors
used to fill vacant positions
from outside

115
(30.8%)

138
(37.1%)

73
(19.7%)

31
(8.3%)

7
(1.9%)

8
(2.2%)

4.80
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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 low. On average,

the respondents indicated that they have the effectiveness of recruitment when talent needed is

unavailable within has a mean of 4.72 and a median of 5. Results also indicated that 26.7% of the

respondents are rated to a very high extent that they have a propensity to fill a vacant position by

promoting within 40.3% high, 21.9% moderately high, 8.3% moderately low, 1.6% low, 1.3%

very low. On average, the respondents indicated a propensity to fill a vacant position by

promoting within has a mean of 4.78.

Results also indicated that 26.0% of the respondents are rated to a very high extent that

successors are available for a vacant position within the firm, 38.7% high, 22.9% moderately

high, 9.2% moderately low, 1.9% low, and 1.3% very low. On average, the respondents indicated

that successors are available for a vacant position within the firm, which has a mean of 4.74 and

a median of 5. Results also indicated that 26.3% of the respondents are rated to a very high

extent that there is a propensity to fill key positions quickly, 41.9% high, 20.6% moderately high,

7.9% moderately low, 1.3% low, and 1.9% very low. On average, the respondents indicated a

propensity to 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).

Table 4.14: Descriptive Analysis of Responses on Business Continuity
Business Continuity VH H MH ML L VL Mean

Operational risk
assessment and
protection against such.

116
(31.1%)

149
(40%)

75
(20.3%)

18
(4.8%)

7
(1.9%)

7
(1.9%)

4.90

Identification of essential
activities to deliver the
products, services

110
(29.5%)

140
(37.5%)

87
(23.5%)

27
(7.3%)

6
(1.6%)

2
(0.6%)

4.84

Updating the Business
Continuity plan for the
products, services

111
(29.8%)

145
(39.0%)

91
(24.5%)

17
(4.8%)

5
(1.3%)

2
(0.6%)

4.90

Staff awareness of the
BC Procedures and their
roles and responsibilities

110
(29.5%)

140
(37.5%)

91
(24.4%)

20
(5.5%)

9
(2.5%)

2
(0.6%)

4.84

Effectiveness of the firm
IT Continuity Plan?

118
(31.7%)

110
(29.5%)

103
(27.7%)

23
(6.3%)

11
(2.9%)

7
(1.9%)

4.75

Effectiveness of critical
data backed data and
availability offsite.

115
(30.8%)

136
(36.5%)

73
(19.7%)

28
(7.6%)

16
(4.4%)

4
(1.0%)

4.79

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 that 29.8% of the

respondents are rated to a very high extent that they update the Business Continuity plan for their

products and services, 39.0% high, 24.4% moderately high, 4.8% moderately low, 1.3% low, and

0.6% very low. On average, the respondents indicated that they update the Business Continuity

plan for their products and services, which has a mean of 4.90.

Results also indicated that 29.5% of the respondents are rated to a very high extent that there is

staff awareness of the BC Procedures and their roles and responsibilities, 37.5% high, 24.4%

moderately high, 5.4% moderately low, 2.5% low, and 0.6% very low. On average, the

respondents indicated that there is staff awareness of the BC Procedures and their roles and

responsibilities, which has a mean of 4.84 and a median of 5. Results also indicated that 31.7%

of the respondents rated the effectiveness of the firm IT Continuity Plan to a very high extent,

29.5% high, 27.6% moderately high, 6.3% moderately low, 2.9% low, and 1.9% very low. On

average, the respondents indicated that the effectiveness of the firm's IT Continuity Plan has a

mean of 4.75 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 skills for job

performance. Also, Updating the Business Continuity plan for your products and services and

ensuring operational risk assessment and protection are suggested to be of high level. The

abovementioned findings suggest that success planning dimensions influence business continuity

for family-owned businesses in Lagos State, Nigeria. This response to research question three

has enabled the researcher to achieve the third objective of this study.

In Table 4.15, Omoluabi leadership was presented as the intervening variable for 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).

Table 4.15: Descriptive Analysis of Responses on Omoluabi Leadership
Omoluabi Leadership VH H MH ML L VL Mean

Respect for all employees 172
(46.3%)

135
(36.3%)

56
(14.9%)

5
(1.3%)

2
(0.6%)

2
(0.6%)

5.24

Ability to handle challenges
with sound character and
wisdom in judgment

150
(40.3%)

152
(41.0%)

57
(15.2%)

5
(1.3%)

4
(1.0%)

4
(1.2%)

5.15

Willingness to assist
employee in their various
engagements

133
(35.9%)

150
(40.3%)

70
(18.7%)

12
(3.2%)

5
(1.3%)

2
(0.6%)

5.04
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Truthful and reliability in
carrying out their duties

147
(39.4%)

150
(40.3%)

59
(15.9%)

16
(4.4%)

- - 5.15

Skillfulness in carrying out
their various responsibilities

129
(34.6%)

155
(41.9%)

66
(17.7%)

12
(3.2%)

5
(1.3%)

5
(1.3%)

5.02

Skillfulness in handling
arising problems

140
(37.8%)

135
(36.2%)

72
(19.3%)

12
(3.2%)

12
(3.2%)

1
(0.3%)

5.01

Ethical and high-standard
compliance

137
(36.8%)

141
(37.8%)

68
(18.4%)

20
(5.4%)

2
(0.6%)

4
(1.0%)

5.02

Dignity and socially approved
language in addressing
employees

143
(38.4%)

147
(39.6%)

58
(15.6%)

18
(4.8%)

5
(1.3%)

1
(0.3%)

5.08

Weighted 5.09
Source: Field Survey Results (2023)

According to the results in Table 4.15. 46.3% of the respondents are rated to a very high extent

that they have respect for all employees, 36.2% high, 14.9% moderately high, 1.3% moderately

low, 0.6% low, and 0.6% very low. On average, the respondents indicated respect for all

employees, with a mean of 5.24 and a median of 5. Results also indicated that 40.3% of the

respondents are rated to a very high extent that they can handle challenges with sound character

and wisdom in judgment, 41.0% high, 15.2% moderately high, 1.3% moderately low, 1.0% low,

1.3% very low. On average, the respondents indicated that they can handle challenges with

sound character and wisdom in judgment, having a mean of 5.15 and a median of 5. Results also

indicated that 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 carrying out their

various responsibilities, with a mean of 5.02 and a median of 5. Results also indicated that 37.8%

of the respondents are rated to a very high extent that they are skilled in handling arising

problems, 36.2% high, 19.4% moderately high, 3.2% moderately low, 3.2% low, and 0.3% very

low. On average, the respondents indicated that they are skilled in handling arising problems

with a mean of 5.01 and a median of 5. Results also indicated that 36.8% of the respondents are

rated to a very high extent that they have ethical and high standard compliance, 37.8% high,

18.4% moderately high, 5.4% moderately low, 0.6% low, and 1.0% very low. On average, the

respondents indicated ethical and high standard compliance, with a mean of 5.02 and a median of

5. Results also indicated that 38.4% of the respondents are rated to a very high extent that they

have dignity and socially approved language in addressing employees, 39.7% high, 15.6%

moderately high, 4.8% moderately low, 1.3% low, and 0.3% very low. On average, the

respondents indicated that they have dignity and socially approved language in addressing

employees, which has a mean of 5.08.

Relating results 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 increase with

entrepreneurial orientation, succession planning, and performance of family-owned business in

Lagos State, Nigeria, this finding suggests that Omoluabi's leadership may act as an intervening

variable which can influence the interaction between entrepreneurial orientation, succession

planning, and performance of family-owned business in Lagos State, Nigeria.

4.2 Test of Hypotheses

Ho1: Entrepreneurial orientation dimensions have no significant effect on customer satisfaction

of family-owned businesses in Lagos State, Nigeria.

Figure 4.1: Path Analysis for Hypotheses One
Source: Researcher’s Computation via SmartPLS V4.0
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Figure 4.2 Structural Model (T-Statistics) for Hypothesis One
Source: Researcher’s Computation via SmartPLS V4.0

Figure 4.3: Q2 Statistics (model’s predictive relevance) for Hypothesis 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
Sample(O)

T-
Statistics

P-Values F2

Adaptiveness → Customer satisfaction -0.006 0.063 0.950 0.000

Autonomy→ Customer satisfaction 0.171 1.777 0.076 0.032

Competitive Aggressiveness→ Customer satisfaction 0.084 0.829 0.408 0.007

Innovativeness→ Customer satisfaction 0.245 2.667 0.008 0.061

Pro-activeness → Customer satisfaction 0.299 3.070 0.002 0.081

Risk Taking→ Sale growth -0.023 0.269 0.788 0.001

R Square (outcome variable) R2 Adj R2 Q2

Model 1

Customer satisfaction 0.359 0.316 0.182

Source: Researcher’s Results via SmartPLS V4.0 (2022)

Table 4.16 presents the results of PLS-SEM analysis for the effect of entrepreneurial orientation

dimension (Autonomy, innovativeness, risk-taking, competitive aggressiveness, pro-activeness

and adaptiveness) on customer satisfaction in Lagos State, Nigeria. PLS-Structural Equation

Modelling (PLS-SEM) was adopted using the SmartPLS statistical platform version 4.0 to test

the null hypothesis one. The study used the PLS algorithm's command, which is appropriate for

predicting effect 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 SPSS1.

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-two owners

and managers of family-owned businesses in Lagos State, Nigeria, were collated for the analysis.

The result of the PLS-SEM is presented in three models (see Figure 4.1, 4.2, 4.3) and a table (see

Table 4.16). Figure one shows the path analysis, figure two shows the t values, which confirm

the significance of the path analysis, and figure three shows Q2, which confirms the predictive

relevance of the structural model (t value above 1.96 and Q2 above zero confirm a statistically

significant effect and that the structural model specified is relevance). Each model comprised of

the 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 (entrepreneurial orientation) variable(s) and the dependent

(customer satisfaction) variable in a study. Table 4.16 provides a tabular representation of the

information in Figures 4.1, 4.2, and 4.3.

The Adjusted R2 was used to establish the predictive power of the study’s model. From the

results, the adjusted coefficient of determination (Adj R2) of 0.316 showed that the

entrepreneurial 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 (β), which shows the relative effect of each entrepreneurial

orientation dimension on customer satisfaction of family-owned business in Lagos State,

Nigeria.PLS-SEM results in Table 4.10 revealed that of all entrepreneurial orientation

dimensions examined, only innovativeness and pro-activeness positively and significantly affect

customer satisfaction. In contrast, autonomy, risk-taking, competitive aggressiveness, and

adaptiveness have an insignificant relative effect on customer satisfaction. Specifically, the

results revealed that at 95% confidence, level innovativeness (β = 0.245, t= 2.667) and pro-

activeness (β = 0.299, t= 3.070) 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:

CS = 0.000 + 0.245INV + 0.299PRV------------------- (i)

CS= Customer satisfaction

INV = Innovativeness

PRV = Proactiveness

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
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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 satisfaction) using the

F-Square (f2) statistic. Scholars provided thresholds for f2 Values of 0.02, 0.15, and 0.35,

representing small, medium, and large effects, respectively2,3. Table 4.10 represents the effect

size of all entrepreneurial orientation dimensions on customer satisfaction of family-owned

businesses in Lagos State, Nigeria. The effect size of innovativeness and pro-activeness were

0.061 and 0.081, respectively. Regarding Cohen's f2 criterion, all the dimensions of

entrepreneurial competency examined have a small effect size on customer satisfaction of

family-owned businesses in Lagos State, Nigeria.

Further analysis was conducted to establish the predictive relevance of the model using the

Stone-Gleisser Q2 value. Scholars posit that Q2 values of 0.02, 0.15 and 0.35 represent small,

medium, and large predictive relevance. Q2 above zero confirms that the structural model

specified is relevant 1,4. According to Table 4.16, the Q2 value of customer satisfaction of family-

owned businesses in Lagos State, Nigeria, is 0.182. Hence, the entrepreneurial orientation

dimension 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 (Adj R2 =0.316, p=0.000, Q2 =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 (H01) 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.

To test the null hypothesis, two PLS-Structural Equation Modelling (PLS-SEM) was adopted

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

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 analysis using SPSS5. In addition, the SmartPLS statistical

platform offers stricter and more robust analysis compared with the outcomes of SPSS1.

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 firm growth. Data from three hundred and seventy-two owners and

managers of family-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 Q2, which confirms the predictive

relevance of the structural model (t value above 1.96 and Q2 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.

Figure 4.4 Path Analysis for Hypothesis Two
Source: Researcher’s Computation via SmartPLS V4.0
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Figure4.5 Structural Model (T-Statistics) for Hypothesis Two
Source: Researcher’s Computation via SmartPLS V4.0

Figure 4.6: Q2 Statistics (model’s predictive relevance) for Hypothesis Two
Source: Researcher’s Computation via SmartPLS V4.0

Table 4.17: Summary of PLS-SEM Analysis for the Relative Effect of Entrepreneurial
Orientation on Firm Growth

Path Description Original
Sample(O)

T-
Statistics

P-Values F2

Adaptiveness →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) R2 Adj R2 Q2

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, pro-activeness

and adaptiveness) on firm growth in Lagos State, Nigeria. The Adjusted R2was used to establish

the predictive power of the study’s model. From the results, the adjusted coefficient of

determination (Adj R2) of 0.499 showed that the entrepreneurial orientation dimension predicted

49.9% of the changes in firm growth for the family business under study. In comparison, the

remaining 50.1% changes in firm growth are explained by another exogenous variable 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 orientation dimension influences 49.9% of the firm growth 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 (β), which shows the relative effect of each entrepreneurial

orientation dimension 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 (β = 0.338, t= 3.923),

competitive aggressiveness (β = 0.189, t= 1.987), innovativeness (β = 0.213, t= 2.350) and pro-

activeness (β = 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------------------- (i)

FG= Firm growth

AUM = Autonomy

CMA = Competitive Aggressiveness

INV = Innovativeness

PRV = Proactiveness

Further analysis indicates that taking all other independent variables at zero, a unit change in

autonomy holds a potential increase of 0.338 in firm growth 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 competitive aggressiveness will lead to a 0.189 increase in firm growth for the

family-owned business in Lagos State, Nigeria, given that all other factors are held constant.

Also, the analysis indicates that taking all other independent variables at zero, a unit change in

innovativeness 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 predictor variables

(entrepreneurial orientation dimension) on the outcome variable (firm growth) using the F-

Square (f2) statistic. Scholars provided thresholds for f2 Values of 0.02, 0.15, and 0.35,

representing small, medium, and large effects, respectively2,3. Table 4.10 represents the effect

size of all entrepreneurial orientation dimensions on firm growth of family-owned businesses in

Lagos State, Nigeria. The effect size of innovativeness and pro-activeness were 0.061 and 0.081,

respectively. Regarding Cohen's f2 criterion, it is safe to say that autonomy has a medium effect

size, while other dimensions, including competitive aggressiveness, innovativeness, and pro-

activeness examined, have a small effect size on the firm growth of family-owned businesses in

Lagos State, Nigeria.

Further analysis was conducted to establish the predictive relevance of the model using the

Stone-Gleisser Q2 value. Scholars posit that Q2 values of 0.02, 0.15 and 0.35 represent small,

medium, and large predictive relevance. Q2 above zero confirms that the structural model

specified is relevant. According to Table 4.17, the Q2 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 (Adj R2 =0.499, p=0.000, Q2 =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 (H02)

which states that the effect of entrepreneurial orientation dimension on firm growth of family-

owned business in Lagos State, Nigeria, Nigeria, is not significant.

H03: Succession planning dimension has no significant effect on business continuity of family-

owned businesses in Lagos State, Nigeria.

To test the null hypothesis, three PLS-Structural Equation Modelling (PLS-SEM) were adopted

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

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 analysis using SPSS. In addition, the SmartPLS statistical

platform offers stricter and more robust analysis compared with the outcomes of SPSS1.

The independent variable succession planning includes sub-measures such as bench strength,

talent turnover, and time to fill, while the dependent variable is business continuity. Data from

three hundred and seventy-two owners and managers of family-owned businesses in Lagos State,

Nigeria, were collated for the analysis. The result of the PLS-SEM is presented in three models

(see Figure 4.7, 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 Q2, which confirms the predictive relevance of the structural model (t value above
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1.96 and Q2 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.

Table 4.18 provides a tabular representation of the information in Figures 4.7, 4.8, and 4.9.

Figure 4.7 Path Analysis for Hypothesis Three
Source: Researcher’s Computation via SmartPLS V4.0
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Figure 4.8 Structural Model (T-Statistics) for Hypothesis Three
Source: Researcher’s Computation via SmartPLS V4.0

Figure 4.9: Q2 Statistics (model’s predictive relevance) for Hypothesis Three
Source: Researcher’s Computation via SmartPLS V4.0

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 of Succession Planning
dimension to business continuity

Original
Sample(O)

T-
Statistics

P-Values F2
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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) R2 Adj R2 Q2

Model 1

Business continuity 0.324 0.302 0.125

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 family business continuity in

Lagos State, Nigeria.

The Adjusted R2 was used to establish the predictive power of the study’s model. From the

results, the adjusted coefficient of determination (Adj R2) of 302 showed that the succession

planning dimension predicts 30.2% of the changes in business continuity for the family business

under study. In comparison, the remaining 69.8% of changes in business continuity are explained

by another exogenous variable different from the succession planning 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 succession planning dimension influences 30.2% of the

business continuity of family-owned businesses in Lagos State, Nigeria, and Nigeria.

The path coefficient of each succession planning dimension (Bench strength, talent turnover, and

time to fill) represents the coefficient of determination (β), 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 (β =

0.437, t= 2.934) and talent turnover (β = 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------------------- (i)

BC= Business continuity

BNS= Bench Strength

TAT = Talent Turnover

Further analysis indicates that 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 family-owned

business in Lagos State, Nigeria, given that all other factors are constant. Similarly, the result

shows that a unit change in talent turnover will lead to a 0.241 increase in business continuity for

the family-owned business in Lagos State, Nigeria, given that all other factors are constant.

Overall, from the results, bench strength had the highest relative effect on business continuity of

family-owned businesses in Lagos State, Nigeria, with a coefficient of 0.437and t value of t=

2.934, followed by Talent Turnover with a coefficient of 0.241and t value of t= 2.052.

The PLS-SEM 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 (f2) statistic. Scholars provided thresholds for f2 Values of 0.02, 0.15, and 0.35,

representing small, medium, and large effects, respectively2,3. 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 Q2 value. Scholars posit that Q2 values of 0.02, 0.15 and 0.35 represent small,

medium, and large predictive relevance. Q2 above zero confirms that the structural model

specified is relevant. According to Table 4.18, the Q2 value of business continuity of family-

owned businesses in Lagos State, Nigeria, is 0.125. Hence, the succession planning dimension

has a medium degree of predictive relevance concerning the business continuity of family-owned

businesses in Lagos State, 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

4.18 for hypothesis three (Adj R2 =302, p=0.000, Q2 =0.125), this study can conclude that

succession planning significantly affects business continuity of family-owned business in Lagos

State, Nigeria, Nigeria hence, the study rejects the null hypothesis three (H03) which states that the

effect of succession planning dimension on business continuity of family-owned business in

Lagos State, Nigeria, Nigeria, is not significant.

H04: Entrepreneurial orientation and succession planning have no significant effect on the firm

performance of 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 SPSS1.

The independent variables include entrepreneurial orientation and succession planning, 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, were collated for the analysis. The

result of the PLS-SEM is presented in three models (see Figure 4.10, 4.11, 4.12) and a table (see

Table 4.19). Figure one shows the path analysis, figure two shows the t values, which confirm

the significance of the path analysis and figure three shows Q2, which confirms the predictive

relevance of the structural model (t value above 1.96 and Q2 above zero confirm a statistically

significant effect and that the structural model specified is relevance). Each model comprised 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 (entrepreneurial orientation and succession planning)

variable(s) and the dependent (firm performance) variable in a study. Table 4.19 provides a

tabular representation of the information in Figures 4.10, 4.11, and 4.12.
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Figure 4.10: Path Analysis for Hypothesis Four
Source: Researcher’s Computation via SmartPLS V4.0

Figure 4.11: Structural Model (T-Statistics) for Hypothesis Four
Source: Researcher’s Computation via SmartPLS V4.0
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Figure 4.12: Q2 Statistics (model’s predictive relevance) for Hypothesis Four
Source: Researcher’s Computation via SmartPLS V4.0

Table 4.19: Summary of PLS-SEM Analysis for the Relative Effect of Entrepreneurial
Orientation Dimension on Profitability, Sales Growth, Customer Satisfaction and
Competitiveness

Path Description of Entrepreneurial Orientation
and Succession Planning Dimension to Firm
Performance

Original
Sample(O)

T-
Statistics

P-Values F2

Entrepreneurial orientation →Performance 0.553 5.978 0.001 0.132
Succession planning →Performance 0.203 1.961 0.050 0.041

R Square (outcome variable) R2 Adj R2 Q2

Family business 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 R2 was used to establish the predictive power of the study’s model. From the results,

the adjusted coefficient of determination (Adj R2) 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 performance of

family-owned businesses in Lagos State, Nigeria, and Nigeria.

The path coefficient of each entrepreneurial orientation and succession planning represents the

coefficient of determination (β), which shows the relative effect of entrepreneurial orientation

and succession planning on the firm performance of family-owned businesses in Lagos State,

Nigeria.PLS-SEM results in Table 4.19 revealed that entrepreneurial orientation and succession

planning examined have positive and significant effects on firm performance. Specifically, the

results revealed that at a 95% confidence level, entrepreneurial orientation (β = 0.0.553, t= 5.978)

and succession planning (β = 0.203, t= 1.961) 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:

PFB = 0.000 + 0.553EO + 0.203SP------------------- (i)

PFB = Performance 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 coefficient of 0.203 and t

value of t= 1.961.

The PLS-SEM offers the opportunity to detect the effect size of the predictor variables

(entrepreneurial orientation and succession planning) on the outcome variable (firm performance)

using the F-Square (f2) statistic. Scholars provided thresholds for f2 Values of 0.02, 0.15, and

0.35, representing small, medium, and large effects, respectively2,3. Table 4.10 represents the

effect size of entrepreneurial orientation and succession planning on the firm performance of

family-owned businesses in Lagos State, Nigeria. The effect sizes were 0.132 and 0.041,

respectively. Regarding Cohen's f2 criterion, it is safe to say that entrepreneurial orientation and

succession planning examined have a small effect size on the firm performance of family-owned

businesses in Lagos State, Nigeria.

Further analysis was conducted to establish the predictive relevance of the model using the

Stone-Gleisser Q2 value. Scholars posit that Q2 values of 0.02, 0.15 and 0.35 represent small,

medium, and large predictive relevance. Q2 above zero confirms that the structural model

specified is relevant. According to Table 4.19, the Q2 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 (Adj R2 =0.478, p=0.000, Q2

=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 (H04) which states that entrepreneurial

orientation and succession planning has no significant effect on performance of family-owned

business in Lagos State, Nigeria.

Hypotheses Five-Six

Moderating-Mediating effect of Omoluabi leadership on the interaction between succession

planning, entrepreneurial orientation, and performance of family

Model One: Moderation

To test the null hypothesis five, which involves a moderation analysis, PLS-Structural Equation

Modelling (PLS-SEM) was adopted using the SmartPLS statistical platform version 4.0. The

independent variable is entrepreneurial orientation, performance constitutes the dependent

variable, and Omoluabi leadership is the moderating variable.
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Figure 4.13: Path Analysis for Hypotheses 5-6
Source: Researcher’s Computation via SmartPLS V4.0

Figure 4.14: Structural Model (T-Statistics) for Hypotheses Five - Six
Source: Researcher’s Computation via SmartPLS V4.0
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Figure 4.15: Q2 Statistics (model’s predictive relevance) for Hypotheses Five - Six
Source: Researcher’s Computation via SmartPLS V4.0

Table 4.20: Summary of PLS-SEM Analysis for the Moderation-Mediation Effect of
Omoluabi Leadership on the Interaction between Entrepreneurial Orientation, Succession
Planning, and Performance of Family-owned Business in Lagos State, Nigeria

Path Coefficient Original
Sample(O)

T-
Statistics

P-Values

Model 1- moderation
Entrepreneurial orientation→Performance 0.344 3.056 0.002
Entrepreneurial orientation*Omoluabi
leadership→Performance

0.125 2.244 0.025

Model 2- mediation
Succession Planning→Performance 0.138 1.244 0.214
Succession Planning→Omoluabi leadership 0.578 7.441 0.000
Omoluabi leadership→Performance 0.208 2.037 0.042

Specific Indirect Effect
Succession Planning → Omoluabi Leadership →
Performance

0.120 1.960 0.050

R Square (outcome variable)
R2 Adj R2 Q2

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 coefficient of interaction

term has a p-value less than or equal to 0.05. Notably, in moderation PLS-SEM analysis,

emphasis is on the moderating path result and with less attention to Adj R2 or the R2 coefficient

change found in SPSS output for moderation analysis. From the results in Figures 4.4, 4.5, and

4.6, it is observed that the interaction term of entrepreneurial orientation*Omoluabi leadership

has a path coefficient of determination value of 0.125. This suggests that the introduction of

Omoluabi's leadership has enhanced entrepreneurial orientation and has an effect on the family

business's performance in Lagos state, Nigeria, by 0.125. This moderating effect is positive and

statistically significant at p-value = 0.025. It is on the strength of the moderated analysis result in

Table 4.20(β =0.125; p< 0.025) that this study conclude 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, Nigeria Hence, the study rejects the fifth

null hypothesis (H05) which states that Omoluabi leadership has no significant moderating effect

on the interaction 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 planning and

performance of the family-owned business in Lagos State, Nigeria. To establish the mediating

effect in PLS-SEM, the study followed the preconditions full mediation occurs when the direct

interaction between an independent variable (succession planning) and the dependent variable

(firm performance) becomes insignificant at the introduction of a third variable (Omoluabi

leadership) considered a mediator. In addition to Baron and Kenny, PLS-SEM via the SmartPLS

offers the result for the specific indirect effect examined6. The specific indirect effects from

'Succession planning' → 'Omoluabi leadership' → 'Firm performance' must be statistically

significant. If the impact is a full mediation, then the direct impact of succession planning on the

firm performance of the Family business in Lagos State, Nigeria, from the path analysis, will be

statistically insignificant. However, if the indirect and direct effects are significant from the path

analysis, then a partial mediation is established.

Given the above precondition, the PLS-SEM result in Figures 4.13, 4.14, 4.15 and in Table 4.20

shows that the direct path (influence) from Succession planning to performance of family

business is statistically insignificant (β= 0.138, t= 1.244, p=0.214). The path from Succession

planning to Omoluabi leadership is statistically significant (β= 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 (β= 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 impact3.

More specifically, because 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, a full mediating effect is established.

In other words, the result posits that the impact succession planning has on firm performance is a

result of Omoluabi leadership. More specifically, the effect succession planning has on the

performance of family business in Lagos state, Nigeria, is explained through taking advantage of

the unique characteristics of the Omoluabi leadership. In addition, the PLS-SEM provides the

result of the specific indirect effect to reinforce the mediation analysis threshold positioned4.

According to Table 4.20, the result of the specific indirect effect shows a path analysis from

Succession planning → Omoluabi leadership → firm performance (β=0.120, t= 1.96, p= 0.050)

proves that, as a whole, the indirect path is significant. On the strength of the specific indirect

impact (β=0.120, t= 1.96, p= 0.050) and Q2 value (0.197; 0.250), this study can conclude that

Omoluabi leadership significantly and fully mediate the interaction between succession planning

and firm performance of family business in Lagos State, Nigeria hence, the study reject the null

hypothesis six (H06) which states that Omoluabi leadership does not significantly mediate the

interaction 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

performance7,8,9,10. This disagrees with the school of thought that innovativeness did not enhance

performance6. The result also shows that a unit change in pro-activeness will lead to a 0.299

increase in customer satisfaction in the study, all other factors being constant. This also agrees

with the school of thought on the role played by pro-activeness as a sub-variable of

entrepreneurial orientation enhancing performnce11,12,13,14. 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 study, therefore, disagrees

with scholars that feel Risk-taking contributed together with Innovativeness and Pro-activeness

as a dimension of EO to influence performance15.

The resultant equation from hypothesis 2 [FG = 0.000 + 0.338AUM + 0.189CMA + 0.213INV +

0.172PRV------- (ii)] revealed 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

studies16,17,18. A unit change in innovativeness holds a potential increase of 0.213 in firm growth

for FOB19. A unit change in competitive aggressiveness will lead to a 0.189 increase in firm

growth FOB, contrary to other studies20,21,22. A unit change in pro-activeness will lead to a 0.172

increase in firm growth for FOB in agreement with19.
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The resultant equation from hypothesis 3 [BC = 0.000 + 0.437BNS + 0.241TAT------ (i)] 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

R2) 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 with the previous

study22,23,24.

The resultant equation from hypothesis 4 [PFB = 0.000 + 0.553EO + 0.203SP---------------- (i)] a

unit change in Entrepreneurial Orientation holds a potential increase of 0.553 in firm

performance of FOB given that all other factors are held constant. Similarly, the result shows

that a unit change in Success Planning will lead to a 0.203 increase in firm performance of FOB,

given that all other factors are constant. Overall, from the results, Entrepreneurial Orientation

had the highest relative effect on the firm performance of the family-owned business in Lagos

State, Nigeria, with a coefficient of 0.553and t value of t= 5.978, followed by Succession

Planning with a coefficient of 0.203 and t value of t= 1.961. Unlike many cross-sectional

designed studies that did not use multiple regression, the study confirmed the relationship

between EO, SO and the performance of FOB. The adjusted coefficient of determination (Adj R2)

of 0.478 showed that entrepreneurial orientation and succession planning predict 47.8% of firm

performance changes for the study's family business of the study24,25,26,27.

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 mediating effect

is established. In other words, the result posits that the impact succession planning has on firm

performance is a result of the Omoluabi leadership. More specifically, succession planning has

effect on family business performance in Lagos state, Nigeria, is explained through taking

advantage of the unique characteristics of the Omoluabi leadership.
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Resultant Framework

EO/SP Performance

Entrepreneurial Orientation
(EO)

Succession Planning
(SP)

Innovativeness

Risk Taking

Pro-activeness

Talent Turnover

Bench Strength

Time to Fill

Customer
Satisfaction

(CS)

Firm Growth
(FG)

Business
Continuity (BC)

H02 (Adj R2 =0.499,
p=0.000, Q2 =0.246)

H01 (Adj R2 =0.316,
p=0.000, Q2 =0.182)

H05 (β =0.125; p< 0.025)

H03 (Adj R2 =302,
p=0.000, Q2 =0.125)

Omoluabi
Leadership H06 (β=0.120, p= 0.050)

Autonomy

Adaptiveness

Competitive
Aggressiveness

H04 (Adj R2 =0.478,
p=0.000, Q2 =0.211)
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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, three, four, five

and six were not accepted, and this suggested that entrepreneurial orientation, succession

planning, and Omoluabi leadership are critical success factors in the performance of family-

owned businesses in Lagos State, Nigeria. This result has implications for management and

external stakeholders of the family-owned businesses in Lagos State, Nigeria.
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Chapter Five

Conclusion

This chapter discusses the summary of the findings, conclusions, recommendations of findings

and contribution to knowledge. It further recommends suggested areas of further research

prospects. The findings of this study summarise the contribution to knowledge via the

development of some management concepts to take into consideration the weaknesses observed

in such concepts in the COVID-19 era and facilitate an improvement on research-based theory

for family-owned businesses. The study further emphasises the implications of the findings to

management, establishes the study's limitations and suggests some areas of further study.

5.1 Summary of Findings

The study evaluated the effect of entrepreneurial orientation dimensions (risk-taking,

proactiveness, innovativeness, competitive aggressiveness, autonomy and adaptiveness) and

succession planning 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 leadership on

succession planning 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.

The study was structured into five chapters. Chapter One detailed the funnel approach to the

performance of family-owned businesses globally (United States, Germany, Asian Pacific, etc.),

regionally (North America, Europe, Asia, Africa etc.) and locally (Egypt, South Africa etc.)

through the survey of family capital data of the seven hundred and fifty best-performing family

owned business globally. Only seven African countries feature among the seven hundred and

fifty family-owned businesses. Nigeria did not feature among the first seven hundred and fifty

family businesses, showing the poor performance of the family-owned businesses in the country.

Also, the OECD record shows the dwindling growth of product transactions within African

countries, a market that Nigeria used to dominate, being replaced by product importation from

outside Africa, 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 businesses live

longer than they have been living. This led to the discovery of Omoluabi leadership as the

moderating variable for the study.

Chapter two was a review of past literature that involved the central concepts used in the study,

and these comprise entrepreneurial orientation, succession planning, Omoluabi leadership, and

performance of family-owned businesses were reviewed looking at several definitions by the

past authors, the development of the concepts and the different measuring scales for the concepts.

The theoretical review considered three theories: the resource-based theory, the family system

theory and the contingency theory of fit. The resource-based theory was the common theory that

entrepreneurial orientation scholars used more than any other theories in related studies.

Succession planning scholars also used RBT; the aspect that could have featured is the issues of

family relationship that is crucial to family businesses; hence, the family system theory was

introduced. The contingency theory binds the intervening variable of Omoluabi leadership with

the independent 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 scholars find it

appropriate for the study. The sample size of 268 was adopted using the Cochran formula to

represent the population adequately. A purposive sampling technique was adopted to satisfy the

criteria for the study. An adopted and adapted structured questionnaire was administered to the

staff of managers and supervisors cadre who form the study's unit of analysis. The questionnaires

were certified valid and reliable by the pilot study conducted with 10% of the sample size in

Ibadan southwest local government.

In Chapter Four, descriptive and inferential statistics were used to analyse the data, descriptive

statistics were used to answer the study's research questions, and inferential statistics were used

to test the six hypotheses of the study. Hypotheses I – 4 were analysed using multiple regression

analysis relative-effect analysis, and hypotheses five and six were analysed through hierarchical

multiple regression analysis moderating and mediating effect analysis. Six research questions,

six hypotheses and objectives were formulated and tested. Consequent to the data analysis results,

interpretations and conclusions were drawn. The descriptive analysis was used to investigate the

respondents' 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-taking, competitive

aggressiveness, proactiveness and adaptiveness) have a significant effect on customer

satisfaction of family-owned business in Lagos state Nigeria (Adj R2 =0.316, p=0.000, Q2 =0.182),

the study rejects the null hypothesis one (H01) which states that the effect of entrepreneurial

orientation dimension on customer satisfaction of family-owned business in Lagos State, Nigeria,

Nigeria, is not significant.

Entrepreneurial orientation dimensions (Autonomy, innovativeness, risk-taking, competitive

aggressiveness, proactiveness and adaptiveness) significantly affect the firm growth of family-

owned businesses in Lagos state, Nigeria (Adj R2 =0.499, p=0.000, Q2 =0.246). Hence, the study

rejects the null hypothesis two (H02), which states that the effect of the entrepreneurial orientation

dimension on firm growth of family-owned businesses in Lagos State, Nigeria, and Nigeria is not

significant.

Succession planning includes sub-measures (bench strength, talent turnover, and time to fill) that

significantly affects business continuity of family-owned business in Lagos State, Nigeria (Adj

R2 =302, p=0.000, Q2 =0.125); the study rejects the null hypothesis three (H03) 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. (Adj R2 =0.478, p=0.000, Q2 =0.211),

the study rejects null hypothesis four (H04), which states that entrepreneurial orientation and

succession planning has no significant effect on the performance of family-owned business in

Lagos State, Nigeria.

Omoluabi leadership has a significant moderating effect on the interactions between

Entrepreneurial orientation dimensions (Autonomy, innovativeness, risk-taking, competitive

aggressiveness, proactiveness and adaptiveness) and performance Dimensions (customer

satisfaction, firm growth and business continuity) of family-owned businesses in Lagos state

Nigeria. Adj R2 or the R2 coefficient change found in SPSS output for moderation analysis shows

that the introduction of Omoluabi leadership has enhanced the effect entrepreneurial orientation

has on the 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. Hence, the study rejects the fifth

null hypothesis (H05), which states that Omoluabi leadership has no significant moderating

effect on the interaction between entrepreneurial orientation and the performance of family-

owned business in Lagos State, Nigeria

Omoluabi 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 (β= 0.138, t= 1.244,

p=0.214). The path from Succession planning to Omoluabi leadership is statistically significant
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(β= 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 (β= 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

table 4.20), then the study provides evidence to establish a mediating impact.

5.2 Conclusion

The empirical findings of this study established statistically a significant effect of entrepreneurial

orientation dimensions (Autonomy, innovativeness, risk-taking, competitive aggressiveness,

proactiveness and adaptiveness) and Succession planning includes sub-measures (bench strength,

talent turnover, and time to fill) and performance sub-measures (customer satisfaction, firm

growth and business continuity) of the family-owned business in Lagos state Nigeria. Overall,

the study shows that individually and combined 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 performance sub-measures (customer satisfaction,

firm growth and 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 intangible resource

that the firm possesses through which some specific capabilities concerning the sub-measures of

entrepreneurial orientations (Autonomy, innovativeness, risk-taking, competitive aggressiveness,

proactiveness and adaptiveness) and succession planning sub-measure (bench strength, talent

turnover, and time to fill)were developed. The family system theory complement Research-based

theory with family relationship and contingency theory, bind omoluabi leadership as a

moderating variable with entrepreneurial orientation and performance of family-owned business,

as well as binding Omoluabi leadership as a mediating variable between succession planning and

performance of family-owned business

5.3 Recommendations

The recommendations are made from the findings of the study

1. This study suggests that the entrepreneurial orientation dimension influences 31.6% of

the customer satisfaction of family-owned businesses in Lagos State, Nigeria. It further

suggests that of all the entrepreneurial orientation dimensions examined, only

innovativeness and proactiveness have a positive and significant effect on customer

satisfaction (β = 0.245, t= 2.667) and proactiveness (β = 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 (β = 0.338, t=

3.923), competitive aggressiveness (β = 0.189, t= 1.987), innovativeness (β = 0.213, t=

2.350) and proactiveness (β = 0.172, t= 2.189) have significant effect on the firm growth

of the family business in Lagos state. This suggests additional attention should be given

to risk-taking and adaptiveness, which have insignificant effects that will further boost

the firm growth of the family businesses in the state.

3. This result suggests that the succession planning dimension influences 30.2% of the

business continuity of family-owned businesses in Lagos State, Nigeria. Bench strength

(β = 0.437, t= 2.934) and talent turnover (β = 0.241, t= 2.052). Improvement in time to

fill vacant positions will contribute significantly to maintaining the competitive

advantage of the business over the competition, which will further boost business

continuity in the state.

4. The results showed that entrepreneurial orientation and succession planning predict

47.8%. Entrepreneurial orientation (β = 0. 0.553, t= 5.978) and succession planning (β =

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 family business in

Lagos State, therefore recommending succession planning introduction as the missing

gap in succession planning literature to influence the performance of family-owned

businesses.

5.4 Contribution Knowledge

The findings of the study contribute to knowledge in four distinct ways. It contributes

conceptually, methodically (via the measurement of the variable), theoretically and empirically:

1. Conceptually, Gaps were identified on interaction surrounding entrepreneurial orientation,

succession planning, omoluabi leadership and performance of family-owned business.

The conceptual faramework that provided a pictorial explanation of the aim of this study

was designed, 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 theory, family

system theory and contingency theory to address family-owned businesses, considering

the arrears where one theory is weak, consolidating those areas with the strength of other

theories. Resource-based view theory is robust in addressing tangible and intangible

resources like the entrepreneurial orientation of the businesses. However, it could not

address the family relationship and the succession planning concept of the family

business which plays a significant role in the success or failure of the business. The

family system theory contributes to addressing this weakness. The contingency theory

also binds the concepts and the moderating and mediating variable of Omoluabi

leadership.

4. Empirically, the study evaluated the effects of entrepreneurial orientations on the

customer satisfaction family-owned businesses in Lagos state affirming that

entrepreneurial orientation dimension explained 31.6% of the variation in customer

Satisfaction 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 (β =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 direct effect on

performance following the indirect path of omoluabi leadership shows a significant effect

establishing a mediating effect. The empirical analysis produces the resultant conceptual

framework.

5.4.1. Implications for Researchers

The study provides additional information to the empirical literature on entrepreneurial

orientation measures (Autonomy, innovativeness, risk-taking, competitive aggressiveness,

proactiveness and adaptiveness), succession Planning measures (Bench strength, talent turnover

and time to fill) and performance measures (customer satisfaction,, firm growth and business

continuity) of family-owned businesses. Furthermore, the study addressed some gaps in the

literature concerning entrepreneurial orientation, succession planning and performance of family-

owned businesses, contributing to current research for using management scholars locally and

internationally. 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 FOBs reclaiming

lost market both in Nigeria and Africa. It will also help provide foreign exchange to the

government by exporting quality products and services from the industry.

5.5 Suggested Areas for Further Research/Further Prospects

The limitations of the study provide the following areas as suggestions for further study

A longitudinal research design to investigate entrepreneurial orientation succession planning and

family-owned business performance to establish a causal relationship.

A multi-industry study of entrepreneurial orientation, succession planning and performance in

the various industries to establish the efficacy of the concepts in general management of the

industries

Future studies may introduce the financial aspect of the performance of family-owned businesses

as it relates 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.
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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 topic. The study is
purely an academic exercise and we will need your help to understand 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 family business and also provide a
basis for organisations and institutions for the strategic development of family businessesin
Lagos State and Nigeria. Be assured that the information provided will be strictly used for
academic purposes. Whatever information provided by you will be held in confidence and will
not be linked directly or indirectly to you or another party.

Section A: Demographic Data

Kindly mark [√] in the space(s) provided:

1. Age: [ ] 18-28yrs [ ] 29-39yrs [ ] 40-49yrs [ ] 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 [ ] PhD [ ] Others (please specify)
5. Years of Business existence: [ ] 0- 5yrs [ ] 6–10 [ ] 11–15yrs [ ] 16-20yrs

[ ] 21yrs and 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 [ ] 1stGeneration [ ] 2ndGeneration [ ] 3rdGeneration [ ]

Others Specify
10. Level of involvement in the business as owner [ ] Figurehead [ ] 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 VL

1. Rate your firm as an entity that encourages
promotion from within based on merit.

6 5 4 3 2 1

2. Rate your firm based on management’s willingness
to retain employees intentionally by practice

6 5 4 3 2 1

3. Rate your firm in terms of your job satisfaction 6 5 4 3 2 1

4. Rate your willingness to stay on the job due to the
management’s encouragement.

6 5 4 3 2 1

5. Rate your firm on how you believe employees are
motivated to consider working until retirement age.

6 5 4 3 2 1

Bench Strength :

6. There are formal training programmes in this firm
to teach employees the skills they need to perform
their jobs

6 5 4 3 2 1

7. I believe my promotion is a result of the induction
of the training program.

6 5 4 3 2 1

8. I believe that my set targets and objectives are
attained and identified by the firm through training
programmes

6 5 4 3 2 1

9. My career path is more in shape due to my
participation in training programmes.

6 5 4 3 2 1

10. How do you rate the performance of successors
used to fill vacant positions from within?

6 5 4 3 2 1

Time to Fill:

11. When the talent needed to fill a vacant position is
not available within, how fast will you rate the
effectiveness of the firm to fill the position?

6 5 4 3 2 1

12. How do you rate the propensity to fill a vacant
position by promoting within the firm?

6 5 4 3 2 1

13. How do you rate the availability of successors for a
vacant position within the firm?

6 5 4 3 2 1
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14. How do you rate the performance of successors
used to fill vacant positions from outside?

6 5 4 3 2 1

Section C

Entrepreneurial Orientation (Adaptiveness, Autonomy, Competitive aggressiveness,

Innovativeness, Pro-activeness, Risk-taking,)

Autonomy: VH H MH ML L VL

1. Our firm supports the efforts of individuals
and/or teams that work independently

6 5 4 3 2 1

2. In our firm, the best results occur when
individuals and/or teams decide for themselves
what business opportunities to pursue

6 5 4 3 2 1

3. In our firm, individuals and/or teams pursuing
business opportunities are permitted to make
decisions for the best course of actions

6 5 4 3 2 1

4. In our firm, employee initiatives and input play
a major role in identifying opportunities

6 5 4 3 2 1

2Innovativeness:

5. Our firm seeks out new ways to do things 6 5 4 3 2 1

6. In our firm, very many new product lines or
services are important

6 5 4 3 2 1

7. In our firm, changes in product or service lines
have been mostly quite dramatic

6 5 4 3 2 1

8. In our firm, there is a long-term commitment to
invest in new technology, R&D, and continuous
improvement

6 5 4 3 2 1

9. Our firm actively introduces improvements and
innovations

6 5 4 3 2 1

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
chances of very high returns)

6 5 4 3 2 1

12. Our firm adopts a bold, wide-ranging act
necessary to achieve its objectives

6 5 4 3 2 1

13. Our firm commits a large portion of its
resources to growth

6 5 4 3 2 1

14. Our firm invests in major projects through
heavy borrowing

6 5 4 3 2 1

15. Our firm, people in our business are encouraged
to take calculated risks with new ideas

6 5 4 3 2 1

16. 1
6
.

Our firm emphasises both exploration and
experimentation for opportunities

6 5 4 3 2 1

DPro-activeness

17. Our firm typically initiates actions which the
competition then responds to

6 5 4 3 2 1

18. Our firm is very often the first business to
introduce new products/services, operating
technologies, etc.

6 5 4 3 2 1

19. Our firm is closely monitoring technological
trends and identifying the future needs of
customers

6 5 4 3 2 1

20. Our firm excels at identifying opportunities 6 5 4 3 2 1

Competitive Aggressiveness:
21. Our firm typically seeks to project a

competitive “undo-the-competitors” posture
6 5 4 3 2 1

22. Our firm is very aggressive and intensely
competitive

6 5 4 3 2 1

23. Our firm adopts a price-cutting strategy to
enhance a competitive position

6 5 4 3 2 1

24. Our firm copies the business practices or
techniques of successful competitors to enhance
a competitive position

6 5 4 3 2 1

25. Our firm makes use of unconventional
strategies to challenge competitors

6 5 4 3 2 1

Adaptiveness
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26. How will you rate your firm’s response to
emergencies, risks or dangerous situations?

6 5 4 3 2 1

27. How will your firm respond to a demanding or
stressful situation?

6 5 4 3 2 1

28. How will you rate your firm’s response to ill-
defined work situations that appear
unexpectedly?

6 5 4 3 2 1

29. How will you rate your firm’s snap decision-
making to uncertain and unpredictable
occurrences at work?

6 5 4 3 2 1

30. How will you rate interpersonal adaptability in
your firm?

6 5 4 3 2 1

31. How will you rate cultural adaptability
(working with people or teams from other
companies, or other nationalities) in your firm?

6 5 4 3 2 1

32. How will you rate physical adaptability (e.g.
working conditions that entail noise, degree of
risk/danger inherent in your occupation,
weather hazard..) in your firm?

6 5 4 3 2 1

Section D

Firm Performance (Firm Growth, Customer Satisfaction, Business Continuity)

FirmGrowth: VH H MH ML L VL

1. How do you rate thegrowth of the firm compared to
that of your(direct/indirect) competitors?

6 5 4 3 2 1

2. How do you rate your firm’s profit growth
compared to that of your (direct/indirect)
competitors?

6 5 4 3 2 1

3. How do you rate your staff growth compared to that
of your (direct/indirect) competitors

6 5 4 3 2 1

4. How do you rate your firm’s growth in market
share compared to that of your (direct/indirect)
competitors?

6 5 4 3 2 1

5. How do you rate your investment appetite in 6 5 4 3 2 1
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research and development to develop new ways to
increase your impact or to serve your customers?

CustomerSatisfaction:

6. How often can you say your firm comes up with
new ideas to address customers’ feedback or
complaints?

6 5 4 3 2 1

7. How do you rate your customer’s satisfaction with
your services?

6 5 4 3 2 1

8. How do you rate your complementary services and
your customer’s view of them?

6 5 4 3 2 1

9. How do you rate the output provided by your firm
about the impact on the general well-being of your
customers?

6 5 4 3 2 1

10. How do you rate your firm’s propensity for
achieving a smooth route to accomplish the mission
of meeting the customer’s need?

6 5 4 3 2 1

BusinessContinuity:

11. Rate your firm’s assessment of risks to your
operations and the necessary actions taken to
protect the business against such.

6 5 4 3 2 1

12. How do you rate the firm’s identification of the
activities that are essential for the delivery of the
full range of your products, services and works?

6 5 4 3 2 1

13. Rate theregularity at which the firm updates the
Business Continuity plan that includes your incident
management process, notification procedures,
recovery strategy/procedures and the estimated
recovery time for your products, services and
works.

6 5 4 3 2 1

14. Rate the staff’s awareness of the BC Procedures and
their roles and responsibilities within them.

6 5 4 3 2 1

15. Rate the effectiveness of the firm’s IT Continuity
Plan.

6 5 4 3 2 1

16. Rate the effectiveness of the firm’s critical data
backup and how readily the data are available
offsite.

6 5 4 3 2 1
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Section E

MODERATOR (Omoluwabi Leadership)

OmoluwabiLeadership: VH H MH ML L VL

1. They have respect for all employees 6 5 4 3 2 1

2. They possess the ability to handle challenges with sound
character and wisdom in judgment

6 5 4 3 2 1

3. They are always willing to assist employees in their
various engagements

6 5 4 3 2 1

4. They are truthful and reliable in carrying out their duties 6 5 4 3 2 1

5. They are skilful in carrying out their various
responsibilities

6 5 4 3 2 1

6. They are skilful in handling problems as they arise in the
course of their duties

6 5 4 3 2 1

7. They set a high standard of ethical compliance 6 5 4 3 2 1

8. They address employees with dignity and socially
approved language

6 5 4 3 2 1

Thank you for your co-operation
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Bio-data

A. Personal Data

1. Full Names: Stephen Olajiire OLUWATUKESI

2. Email: oluwatukesis@gmail.com

3. Phone No: 08023743440

4. Address: Plot 15, Block 7, Omololu Olunloyo GRA, Ibadan

5. Date and Place of Birth: 04/07/69 Ibokun (Obokun LGA Osun State)

6. Nationality: Nigerian

7. Name and Address of Next of Kin: Temituope Esimajemite OLUWATUKESI
Plot 15, Block 7, Omololu Olunloyo GRA, Ibadan

B. Educational Background with Dates

1. Educational Institutions Attended with Dates and Qualifications

GTTC Nursery and Primary School 1973 - 1975

Salvation Army Primary School 1976 - 1979

African Church Grammar school 1979 - 1984

Lagelu Grammar School 1988

National Open University 2011 – 2014

National Open University 2014 – 2016

2. Academic Qualifications Obtained (with dates):

Secondary School Certificate Dec 1988 & June 1990

Bachelor of Science 6th of January 2015

Certificate of Service Year Waiver 7th of July 2015

Master of Science 16th of January 2017
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3. Professional Qualifications with Dates: Nil

C. 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 date

D. Award and Fellowship (if any)

CBN Entrepreneurship Awards 1st Runner-up Best Micro Entrepreneur 2007

Growing Business Foundation Best Micro Entrepreneur 2008

CBN Entrepreneurship Awards Best Micro Entrepreneur 2008

E. Member of Academic Professional Bodies: Nil

F. Publication (s): Nil

G. Major Conferences Attended with Dates

CBNInternational Conference and Annual MicroEntrepreneurship Promotion 2007

CBN International Conference and Annual Micro Entrepreneurship Promotion 2009

Training in Research Methods and Academic Writing 2021

Academic and Industry Edge 2022

Training in Research Methods and Academic Writing 2022

Academic and IndustryEdge 2023
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