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ABSTRACT 

Since family-owned businesses employ 38% of the labour force and 50% of the private sector, 

they remain the primary drivers of economic growth and employment, which has attracted 

significant interest from around the world. Nonetheless, there is a high rate of family business 

failure during succession, which results in sluggish economic expansion and few job 

opportunities. In order to gain a better understanding of the aspects that may contribute to 

successful succession and the planning strategies currently employed by family business 

owners, this study set out to explore these areas. This investigation was built upon an 

ethnographic research method following an inductive approach. Forty-two family business 

owners with a track record of successful successions were purposefully recruited and 

interviewed. The data were analysed thematically. 

From the research findings, the primary influencing variables for effective succession were 

found to be, among other things, the successor's desire to take over the business, their 

grooming, their possession of the necessary skills, and proper planning of the succession 

process. Key planning practices in operation were emphasised, along with obstacles to 

successful succession. The study emphasised how important it is to develop a succession plan 

for family-owned businesses, as well as the need for all family members to collaborate in 

order to ensure the plan is successful. Also, the study demonstrated the significance of 

eliminating cultural practices that impede non-family members or female family members 

from inheriting family-owned businesses. Apart from its methodological contributions, this 

study provided a noteworthy theoretical advancement by providing empirical backing for the 

principles of game theory, which was crucial in creating an all-encompassing conceptual 

framework to guide family 
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Chapter One: Introduction 

1. 1 Introduction 

This chapter introduces the outline of the research by describing the background of the study, 

the problem statement, the research rationale, the research aims and objectives, and the 

research question.  

1.2 Background to the study 

There were over 4.8 million family-owned businesses in the UK in 2017, comprising 85% of all 

the private sector firms in the UK (IFB, 2019). Although the coronavirus pandemic and the 

measures put in place to contain its spread had impacted family businesses in the same way 

they had affected non-family firms (IFB, 2020), Between 2016 and 2019, 24% of family-owned 

businesses delivered new and upgraded products and services to market, and 21.0% 

considerably improved their own production or supply processes, accounting for 50% of 

private-sector employment and 38 percent of all labour force in the UK (IFB 2019; IFB 2020; 

Cater et al. 2016; BEIS 2016). 

According to a report by the Department for Business, Energy, and Industrial Strategy, family-

run firms are counted as businesses with their majority possessed by one or more members 

of the same family (BEIS, 2016). A family-run SME has up to 249 employees and is usually 

bound to a single owner (BEIS, 2016). A family-owned business entails at least two 

generations of a family whose impact on the company is similar to its policy, interests, and 

objectives (Cater et al., 2016; BEIS, 2016). Around the globe, a family business remains the 

source of economic growth and employment (Poza, 2010; Prior, 2012; Lussier and Sonfield, 

2012; Kumar, 2018). In the same line of thought, Zahrani et al. (2014) believe that family 

businesses are the engines that create and employ technology to improve people’s standard 

of living. However, the rate of family business failure during succession is tremendous; this 

depicts a drop in skill and transfer of wealth, which leads to an economic slowdown (De 

Massis and Kotlar 2014; Poza 2010; Prior 2012; Lussier and Sonfield 2012; Kumar, 2018).  

1.3 Problem Statement 

Dalpiaz et al. (2014) stated that family-owned businesses face a variety of difficult issues, 

including managing intergenerational succession in addition to making financial and business 
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decisions. Many academics (e.g., Cesarani and Sentuti, 2017; Vakilbashi et al., 2017) think that 

the succession process—which doesn't always occur in family firms—is one of the most 

important aspects of managing family businesses. For family-owned businesses, it might be 

difficult to find a successor who is both interested in and capable of joining during the 

succession process (Ahmadi et al., 2014). The lack of established protocols for managing 

succession in a diverse range of family-owned businesses may be the primary cause of the 

high rate of failed successions observed in family businesses (Fang et al., 2015). Walsh (2011) 

indicated that just 10% of family-owned businesses survive to the third generation, and only 

3% survive to the fourth. This suggests that the transition rate of family-owned businesses 

decreases with each generation. Just 30% of family-owned businesses survive to the second 

generation. Therefore, the main issue facing family-owned businesses is that most family 

business owners are unaware of the key elements of successful transgenerational transition 

tactics. As a result, if this problem is left unattended, it will signify a loss of expertise and a 

transfer of wealth that will slow down the economy. 

1.4 Rationale and motivation for undertaking the research.  

Literature has long established that family-owned businesses, which employ 38% of the 

labour force and account for 50% of private sector employment, represent a great way for 

wealth and skills to be passed down from one generation to the next in both developed and 

developing nations. They are also a major source of economic growth. But if this issue is not 

addressed, family business closures would result in a decline in expertise and wealth transfer, 

which would cause the economy to slow down (Björnberg and Nicholson, 2012; Aderonke, 

2014; Aloya et al., 2016; Fahed and Maalouf, 2016; Kumar, 2018; Bkiewicz, 2020). Given this, 

there is an increasing need to comprehend how family firms can more successfully navigate 

the challenges posed by transgenerational ownership. 

Numerous studies worldwide have investigated the factors that impact succession 

effectiveness, including those conducted by (e.g., Morris et al., 1996; Mustakallio, 2002; 

Venter et al., 2005; Prior, 2012; Hania, 2012; Dyck et al., 2002; Bathija and Priyadarshini, 2018; 

Aloya et al., 2016; Fahed and Maalouf, 2016; Kumar, 2018; and Aderonke, 2014), but the 

investigation was conducted from a cultural perspective. Several studies (Odhiambo et al., 

2014; Mokhber et al., 2017; Otika et al., 2019) have looked at the governance system and 
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performance perspectives when examining the factors that influence effective succession. 

Additionally, very few studies have looked into family business innovation and succession 

planning, as well as solutions for intergenerational succession (Austin 2018; Baltazar et al., 

2023). The degree to which these variables accurately represent the elements affecting 

successful succession in London, United Kingdom, is still up for debate (Bąkiewicz 2020; Klein 

et al. 2022; Astrachan 2022; Smyrnios et al., 2023). Given the high frequency of family-owned 

businesses in the area, it is crucial to determine whether the results of these studies on 

succession effectiveness in family-owned firms, done in other countries, apply to London (IFB, 

2019). 

When conducting research of this kind, it may be necessary to abandon the case study 

research strategy in favour of a naturalist approach that engages study participants in their 

real-life setting or environment, according to recent evidence (Yin 2014; Klein et al. 2022; 

Astrachan 2022; Smyrnios et al. 2023). The authors argued that case studies, which provide a 

weak foundation for generalisation, have been overused in the social sciences. Additionally, 

an increasing amount of research is emphasising the necessity of creating a comprehensive 

conceptual framework to assist family business owners in comprehending how family 

businesses can more successfully navigate challenges related to transgenerational ownership 

(Donthu et al., 2021; Toska et al., 2021; Yang et al., 2022). Accordingly, the research strategy 

used in this study is ethnography, which is used to investigate the phenomenon of interest. 

In accordance with the growing corpus of literature (e.g., Donthu et al., 2021; Toska et al., 

2021; Yang et al., 2022), the researcher will create a comprehensive conceptual framework 

to assist family business owners in comprehending how family businesses can more 

effectively weather issues related to transgenerational ownership. It is anticipated that this 

research will contribute to the body of knowledge already in existence and enhance the 

understanding of family business owners. 
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1.5 Scope of the Study 

In the context of family-owned firms in London, UK, this study focuses on the determining 

elements of efficient succession with the goal of improving business operations. The selection 

of London was based on the region's high concentration and wide range of family-owned 

enterprises. According to the IFB Research Foundation (2020), London is one of the two 

regions in the UK with the highest concentration of family-owned businesses. The results of 

this study will contribute to the body of knowledge that family-owned businesses, both 

current and prospective, need to effectively manage intergenerational transition. 

1. Research Aims and Objectives  

1.6.1. Research Aim 

This study aims to investigate the influencing elements of effective succession within the 

context of small family-owned firms in an effort to offer guidance to current and future family-

owned businesses on how to manage intergenerational succession. 

1.6.2. The objectives 

• To review existing literature on small family-owned business succession in London, UK 

• Based on the gap(s) identified, conduct, analyse, and synthesise evidence through 

qualitative inquiry on succession effectiveness in small family-owned businesses. 

• To examine succession planning practices currently in use within the context of small 

family-owned businesses operating in London. 

• To critically review the factors that influence effective succession in small family-

owned businesses in London, UK, and the difference between theory and practice, if 

any. 

• To develop a holistic conceptual framework and make recommendations for 

practitioners for effective succession in small family-owned businesses. 

1.7 Research Question 

Below is the research question (RQ) that needs to be addressed as part of the empirical study. 

What are the contributing factors to effective succession in small-owned family businesses in 

London? 
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1.8 Research Synopsis: Structure for the Thesis 

Figure 1.1: Thesis Structure 
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Chapter 1: Introduction  

This chapter provides background information about the study and an overall description of 

the nature and purpose of the research problem. It addresses the rationale for this study, 

followed by the research aim and objectives, as well as the research question to be 

considered. Also, the first chapter shows the three perspectives of family business succession 

and process. 

Chapter 2: Literature Background  

This chapter introduces the definition of succession and its concept, process, benefits, and 

barriers in the context of family-owned business building based on the existing literature. 

Followed by theories and models that describe family-owned business systems to 

contextualise the study. Finally, it reviews the appropriate literature to identify gaps as well 

as the direction of arguments, which have been the primary basis for this study. 

Chapter 3: Conceptual Framework  

Chapter three discusses and justifies the framework that helps understand how family 

businesses can better survive trans-generational ownership issues based on the growing 

impulsion. 
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Chapter 4: Research Methodology  

Chapter four explains the methodological approaches for this research, comprising the 

instruments and techniques employed with respect to study design, research area of interest, 

research population, methods of sampling, selection criteria, gathering of data, and analysis. 

It examines the ethical considerations adopted in designing and conducting the research. 

Chapter 5: Data analysis and presentation of the research findings  

Chapter five shows the data analysis and research findings for this study. It begins by showing 

respondents’ demographic information, followed by the formation of emerging themes. A 

thematic analytical approach was applied for identifying, analysing, and reporting themes 

within interview data. This research considers the main findings in clear terms, leading to the 

identification of qualitative themes. 

Chapter 6: Research Discussion  

Chapter six discusses the findings of the study through a comparison and dissimilarity 

between the present findings and the existing literature. 

Chapter 7: Research Conclusion  

Chapter seven demonstrates the key conclusion of this research by outlining the theoretical 

implications, research limitations, and research contribution and offering recommendations 

for future study. The next chapter, which is chapter two, presents and discusses the literature 

review of this research. 
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Chapter Two: Literature Review  

2.1   Introduction  

Building on the body of previous research, this chapter clarifies what succession means and 

discusses its concept, procedure, advantages, and disadvantages in relation to family-owned 

businesses. In order to contextualise the study, it presents the definition, concepts, principles, 

advantages, and difficulties of family-owned businesses. It also looks at the theories and 

models that characterise family-owned company systems. The factors that are thought to be 

responsible for successful succession in family-owned businesses are finally reviewed. This is 

followed by an analysis of the research gap, which served as the main inspiration for this 

study.  

2.2 Succession: concept, definition, and practices in use. 

2.2.1 succession concept  

According to recent research, the concept of succession in family-owned firms is not new; 

rather, it dates back to a time when the staff in these businesses operated at a subsistence 

percentage, just like the human species (Baltazar et al., 2022). As stated by Gomez-Mejia et 

al. (2009), the idea of succession originated in human resource management, which stands 

for the practices the company has selected to guarantee that it has the right kind of people 

with the right qualifications to provide a certain level of service or product. However, based 

on Grusky's (1960) research, succession officially and significantly began in the 1950s. This 

was due to growing interest in human resources, as evidenced by Zaich's (1986) study, which 

emerged in 1980 and considered a wider perspective of succession beyond CEOs level. 

Nonetheless, it is claimed that the idea of a family business evolved as a result of the life circle 

(Churchill and Lewis, 1983; Morris et al., 1996). On the contrary, Rothwell and Kazanas (2003) 

argued that in most conceptions of a company's life cycle, a business eventually separates 

ownership from management and gains more administrative power than its initial owner. 

Conversely, these models typically fail to take into account the conditions surrounding 

succession and do not tackle the unique distinctions that exist between family-owned and 

managed enterprises (Churchill and Lewis, 1983; Morris et al., 1996). If the business is viewed 

from a "total system" point of view, a family business may assert that it consisted of numerical 

subsystems that made up the family as a unit, the firm as a unit, and the founding industrialist 
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as a unit (Dyer and Handler, 1994; Morris Williams et al., 1999). Every entity has distinct 

cultures that are recognised. Every creature experiences its own life cycle and its own unique 

subsystems. The aforementioned subsystems are also extremely interconnected. As a result, 

there are plenty of opportunities for subsystems to interact and become competitive. In the 

opinion of Kepner (1983), family firms are claimed to have benefited from rather robust 

processes when the original owner is operating.  

This "triggering event" would eventually weaken them due to the decision to include a family 

member in an executive position or the founder's decision to step down. This may cause 

conflict, disarray, and animosity between family members and the professionals employed by 

the company. The subsequent adjustment process is frequently incomplete, disorganised, 

and poorly managed. According to Dyer (1983), cited in Morris et al. (1996), family 

dynamics—such as closeness within the family, dependences among family members, sibling 

rivalry, and financial standing of family members—as well as business circumstances—such 

as maturity level and financial standing—have an impact on effective adjustment. 

Kepner (1983) asserted that pressure increases when family changes occur at the same time 

as firm changes when analysing dependencies regarding family life cycles and business cycles, 

adding that every system is linked to maintaining itself and exhibiting strong resilience 

towards differentiation and disconnection. It's important to distinguish between 

administrative and functional changes to the firm. The firm grows on the basis of several 

institutional framework categories, incentive programmes, and expansion initiatives, among 

other things. According to Hershon (1976), who was cited by Morris et al. (1996), changes in 

family leadership can have a positive impact when they conflict with changes in the business; 

on the other hand, changes can also involve bilateral adaptation processes between the 

family and business subsystems. 

2.2.2 Succession definition  

Succession has no traditional definition. Many academics and researchers have attempted to 

describe succession from a process perspective. Armstrong (2012), for instance, described 

succession as the process of identifying heirs. According to Avanesh (2011), succession 

planning involves selecting a capable, qualified, and skilled candidate to take over the role of 
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manager when needed. In line with the opinions of scholars (e.g., German and Glawe 2004; 

Wolfe 1996; Tropiano, 2004; Gersick et al. 1999; Collins 2009; Hirsh 2000; Guinn 2000; Sharma 

et al. 2003; Steiner and Miller 2010; Michel and Kammerlander 2015), succession refers to 

the process of giving the next generation of business owners and leadership roles. However, 

scholars (e.g., Sharma et al., 2001; De Massis et al., 2008) contended that the process of 

selecting a successor through a planned procedure is not the only factor that contributes to 

the effectiveness of succession; other factors include the disposition of the incumbent and 

the successor, family members, and business considerations. 

As expressed by German and Glawe (2004), the succession and identification of the potential 

successor to take on various roles within the company constitute a planned process. However, 

this definition is flawed because it does not incorporate fresh insight. The description 

provided by Wole (1999) is regarded as excellent because it describes succession as a unique 

firm-specific plan that supports key role sustainability in management through a planned 

advancement programme that can develop employees' capacity for it. According to Tropiano 

(2004), succession planning is a tactically structured and cautious process aimed at 

developing the potential successors' abilities without bias through planned educational 

training and learning opportunities in order to occupy leadership roles.  

Subtly, a cultural perspective has been applied to the concept of succession. Gilding et al. 

(2015), for instance, hold that succession includes aspects of both social and cultural 

accomplishments. Norms, values, and other family conventions are among the variables that 

make up social and cultural perspectives, according to Chua et al. (1999). In order to facilitate 

social contact, Galvin et al. (2015) emphasised the importance of consistently communicating 

the same values, norms, and meanings within the family and the workplace. According to 

Mussoline and Calabro (2014), effective succession can be achieved if there is consistency in 

the succession process in line with family values, as opposed to believing that this is the sole 

practical means of ensuring successful succession. Consistent with Dyer's (1988) assertion 

that family business owners ought to acknowledge the impact of corporate culture, as it has 

the potential to either impede or facilitate seamless succession planning within family-owned 

enterprises, Based on the view of Kidwell et al. (2018), family businesses should take 

advantage of the chance to evaluate the family business culture and determine which 
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elements are the source of weaknesses and power during succession. They also stressed the 

importance of identifying these elements in conjunction with family cultural values. 

However, scholars have defined succession from an illustrative standpoint. As articulated by 

Michelson (2006), succession management involves removing inappropriate people from the 

bus, adding suitable people, and making sure the correct people are seated in the right places. 

Conger and Fulmer's (2003) assertion that succession planning entails placing the right people 

in the right places at the right times supports this point of view. According to Rothwell (2001), 

succession is not defined as any process that aims to maintain a team, division, or company's 

effective performance over time through tactical advancement and the gradual replacement 

of key personnel. Nevertheless, Rothwell's (2001) formulation was unable to specify who 

should evolve and be replaced in succession. As stated by Charan et al. (2001), succession 

planning gives businesses the means to accomplish their objectives by placing the right people 

in the right positions to guarantee value generation and sustainability. However, Baldwin's 

(2000) work has attempted to dispel this myth by emphasising that succession refers to all 

significant roles in a company, not only leaders. Scharmer (2007) argued that the process of 

succession planning involves putting together a new stage for leadership to anticipate and 

organise. As accentuated by Tayler (2002), succession planning is a technique that focuses on 

strategic workforce initiatives to prepare people for leadership roles. 

After giving scholars' definitions of succession careful thought, this research adopts those of 

Sharma et al. (1997) and Hania (2012) because they are well-suited for this kind of research, 

as they are not restricted to a specific type of succession situation. Instead, they have taken 

a comprehensive approach, characterising the succession process as the actions, occurrences, 

and modifications that affect the transfer of leadership power from one generation to the 

next. 
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Table 2.1 Summary of the three perspectives of Succession definitions.     

No Definitions Succession References 

1. First 

perspective       

Succession is defined as a 

process through which 

potential successors are 

identified.  

(Armstrong 2012; Avanesh 

2011; Tropiano 2004; Carter 

2016; Lui Eubank and Chater 

2015; Miller 2010; Gersick et al. 

1999; Astrachan 1994; Kim 

2003; McDonald 2006; Gronn 

1996; Collins 2009; Collins 

2009; Hirsh 2000; Guinn 2000; 

German and Glawe 2004; 

Wolfe’s 1996). 

2. Second 

perspective 

Succession is described from 

socio-cultural point of view.  It 

is believed that succession 

comprises both the elements 

of social and cultural 

achievements. For example, 

norms, values, and others 

(Gilding Gregory and Cossonz 

2015; Chua et al. 1999; Galvin 

Braithwaite and Bylund 2015; 

Mussolino and Calabro 2014;  

and Kellermanns 2018; Zwack 

et al., 2016). 

3.   Third 

perspective  

Succession is explained from 

illustrative stance. For 

example, getting unsuitable 

individuals out of the bus, 

replace them with suitable 

individuals, and ensuring that 

the right people are placed in 

the right seats.  

(Michelson 2006; Conger and 

Fulmer 2003; Rothwell 2001; 

Baldwin, 2000). 
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2.2.3 Succession practices currently in use  

The importance of succession planning practices in family-owned businesses cannot be 

overemphasised, especially now that the COVID-19 pandemic is negatively impacting the 

business environment. 

Dusor (2019) lists the following succession planning practices in use: talent databases, 

centralising on specific objectives and capacity building schemes, involving senior executives 

in the process, and holistic appraisal based on competences. Noting that evaluation schemes, 

talent databases, and future talents, among other things, are needed to be recognised as the 

best practices in relation to effective succession planning, Dusor strongly advised family 

business owners to have people they can draw inspiration from on how to overcome worries 

associated with succession planning. 

In the opinion of Caruso and Groehler (2007), Haroski (2010), Seniwoliba (2015), and Clifford 

(2008), best practices for succession planning include assigning sufficient funds, 

communicating frequently about the importance of future planning, and clearly stating the 

goals and shareholders of the business owner. On the other hand, competency-based 

appraisal schemes, talent database development, and future talent needs and requests 

should all be part of best practices for succession planning in family-owned businesses 

(Pandey and Sharma, 2014; Caruso and Groehler, 2007; Oduwusi, 2018). 

2. Family-owned Business: Concept and Definition  

2.3.1 Family-owned business concept 

It should be noted that the life cycle theories of firms generally hold that a firm outgrows the 

administrative capabilities of its founding company and becomes a separate entity that 

separates ownership from management (Churchill and Lewis 1983). This is how the idea of a 

family business is said to have evolved. However, Morris et al. (1996) contended that these 

models tend to ignore factors surrounding succession and fail to address particular 

distinctions between family-owned and managed businesses. As specified by researchers 

(e.g., Dyer and Handler, 1994; Morris et al., 1996), if the business is approached from a 

complete system point of view, every family business is made up of numerical subsystems 

involving the family as a unit, the business as a unit, and the original owner of the firm as a 
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unit. Every entity experiences a life cycle, and every entity has distinct subsystems. The 

aforementioned subsystems are also extremely interconnected. When examining how each 

impacts and is influenced by the other, Kepner (1983) refers to this as the coexistence of 

family and business. 

Since the original owner is still involved and operating, family firms are thought to have 

benefited from relatively robust systems. These "triggering events"—such as the decision to 

promote family members to senior positions or the founder's decision to step down—would 

eventually weaken them and produce conflict, disarray, and animosity between the family 

and the professionals who work for the company. The process of later adjustment is 

frequently incomplete, disorganised, and poorly managed. According to Dyer (1983), cited in 

Morris et al. (1996), family dynamics, intimacy within the family, interdependencies between 

family members, sibling rivalry, and the financial standing of family members all have an 

impact on how well a family adjusts. Kepner (1983) argued that pressure increases when 

family changes coincide with company changes in her analysis of the links between family life 

cycles and business cycles. Each system is connected to preserving its identity and 

demonstrating strong resilience in the face of differentiation and detachment. 

Differentiating between administrative and functional changes in the business is essential. 

The growth of the company is based on a variety of factors, including its unique institutional 

framework, incentive programme, and expansion strategies. The best outcomes, in the 

opinion of Hershon (1976), cited by Morris et al. (1996), happen when shifts in family 

leadership conflict with firm changes. In other words, changes constitute a bilateral 

adaptation process between the business and family subsystems. 

2.3.2 Family-owned Business: Definition  

According to the data from the business survey, 40% of family businesses around the globe 

today are passed down to family members (PWC, 2012). Therefore, in order to ensure a 

seamless succession process in a family-owned business, it is crucial to provide the successor 

with the necessary skills and knowledge (Gersick et al., 1997; Fahed and Maalouf, 2016). 

There are several definitions that have been put up concerning family businesses (Venter and 

Farrington, 2009; Donna, 2016; Venter et al., 2005; Nebauer and Lank, Chua, 1999; Dieguez, 
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2015; Steiger, 2015; Suess-Reyes, 2017; Jaskiewicz, 2015; Harms, 2014; Farrington, 2009). 

However, despite their best efforts to come to a consensus on defining a definition, 

researchers have not settled on a specific one.  

Nebauer and Lank (2016) contend that in order to prevent issues when comparing studies, a 

common definition that accurately captures the essence of family businesses must be 

established. According to Chua et al. (1999), the distinction between ownership and 

management must be clearly defined, and family businesses differ from other types of 

organisations in that regard. As a result, the definition of a family business should start at the 

practical and theoretical levels. This is in line with the description provided by Steiger et al. 

(2015), which states that a family firm's ownership structure distinguishes it from other types 

of businesses by enabling ownership to include business elements.  

This definition is crucial for understanding family businesses. Dieguez et al. (2015) countered 

that family involvement's constituent parts do not ensure its long-term viability. The majority 

of research studies have focused on governance, management, and occasionally ownership 

when defining a family firm, despite the fact that business continuity seems to have been 

overlooked by scholars over time (Suess-Reyes, 2017). They also note that business and 

governance are related in the interim. 

Drawing from Sarbah and Xian (2015), family businesses differ in that they have a different 

structure that makes it easier for family members to establish themselves. This underscores 

how the concept of a family-owned firm is still complicated by the similarities between family 

and commercial matters. However, Ward (2016) believes that the definition of a family 

business should be based on its ability to achieve succession, given the significance of 

succession in boosting the economy. Ward emphasises that sustaining a family business 

requires a serious commitment on the part of the family, as it is passed down as a legacy to 

future generations, thereby preserving the family name. 

Following the same line of reasoning, Jaskiewicz et al. (2015) noted that the pursuit of family 

legacy, which is reliant on family customs, values, and the owner's vision, is what sets family 

businesses apart from nonfamily ones. They also noted that family decisions and activities 

that have the potential to impact future generations are made easier by this pursuit. 
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However, Pindado and Requejo (2015) disagreed, arguing that a more expansive definition of 

family company would enable theoretical models to accurately capture the relevant domains 

without restricting the family business environment. Meanwhile, the goal of the majority of 

definitions of family businesses is to make sure that important aspects are covered, such as 

the engagement of family members in the company and the incumbent's capacity to exert 

control or power.  

Research has demonstrated that there is a gap in the definition of family businesses because 

many of the definitions that have been proposed are too general and do not take into account 

all aspects of ownership, management, subsystems, intergenerational transfer, family 

involvement, and interdependence. As a result, it is challenging to come to a consensus on a 

precise definition when it comes to family businesses (Venter and Farrington, 2009; Donna, 

2016). Nevertheless, this study supports the definition provided by Venter et al. (2005), which 

states that a family business is one that is run by family members with the primary objective 

being to maintain the business's vision. It makes no difference if the business has already been 

transferred to a family member or if there are plans to do so (Venter et al., 2005). 

2. Benefits and Barriers to Succession 

2.4.1 Benefits of Succession Planning 

According to McDonald (2008), succession planning improves the company's ability to find 

and train a successor to take over in the event of an unexpected circumstance, such as the 

incumbent's or founder's sudden death or a serious illness. This is consistent with Garg and 

Van Weele's (2012) assertion that a lack of succession planning can result in incapacitation 

and ineffectiveness, which over time causes the family business to disintegrate because unfit 

or uninterested people take on leadership roles. As stated by Tunje (2014), succession 

planning helps family businesses retain talented and skilled workers to take on leadership 

roles and uphold family business values. 

However, Tunje also pointed out that when there is no succession planning in place, the best 

possible successors leave the company in search of better opportunities elsewhere. Some 

family enterprises eventually lose their integrity because unfit and incompetent family 

members are left in charge of running them. Huselid (1995), who belongs to the same school 
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of thought, sees succession as one of the HR tactics that greatly increases employee retention 

by enhancing the skilled workforce. Govender (2010) claims that when employees recognise 

there is no longer a possibility for succession-driven corporate growth, they quit the 

organisation. The existence of succession planning has a significant impact on employee 

retention in family businesses (Ali and HamiReza, 2014; Tetteh, 2015; Eshiteti et al., 2013). 

When workers feel that not enough preparation is being done, they become considerably less 

engaged (Walsh and Taylor, 2007). 

As attested by Haroski (2010), succession offers a chance for knowledge transfer, and 

prospective successors can pick up fundamental abilities, knowledge, and positive working 

relationships from incumbents' extensive experiences before they leave. Rothwell (2010) 

believes that succession planning helps executives and employees be constantly prepared to 

replace current employees without running the risk of losing expertise. It is possible to 

maintain internal expertise that is familiar with the business with the goal of backfilling 

essential roles rather than seeking expertise externally. It is now evident that internal 

knowledge development is more important than external expertise search for maintaining 

the family business legacy and outstanding antecedents (Barginere et al., 2013). 

One tactic for ensuring the survival of a family business is succession planning, as it can assist 

in addressing the feelings, obstacles, and expectations that come with the process (Lucky et 

al., 2011). This is in line with Lucky et al.'s (2011) theory that successful succession promotes 

family company sustainability by mediating the relationship between the incumbent, 

successor, and environment. Succession planning would enable family businesses to reach 

their full potential and be of use.  

Table 2.2 below recaps the benefits of succession.   

No  Benefits   Description  References  

 1. Identification and 

preparation of 

potential successors  

 

 

Succession improves the 

company's ability to find and train 

successors to take over in 

leadership roles in the event of 

any unanticipated events, such as 

(McDonald 2008; 

Garg and Weele, 2012).  
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the incumbent's or founder's 

sudden death or serious sickness. 

 

2. Employee’s 

retention 

Succession increases the value of 

family businesses by enabling 

them to retain talented and skilled 

workers in leadership roles. 

Because there is no succession 

plan in place at their organisation, 

the greatest possible successors 

frequently leave in search of 

better opportunities.  

(Govender 2010; Ali and 

HamiReza 2014; Tetteh 

2015; Eshiteti et al. 2013; 

Walsh and Taylor 2007; 

Tunje 2014; Huselid 

1995; Hassan, 2020). 

3. Knowledge transfer Planning for succession offers a 

chance to transfer expertise. 

Potential successors benefit from 

the wealth of experiences that 

incumbents have before leaving in 

the form of information, basic 

skills, and positive working 

relationships. 

 

(Haroski 2010; Rothwell 

2010; Barginere Franco 

and Wallace,  2013).  

 

4. Sustainability 

strategy  

One tactic for ensuring the 

viability of a family business is 

succession planning, as it can 

assist in addressing the feelings, 

obstacles, and expectations that 

come with the process.  

Minai and Isaiah 2011; 

Frick-Becker, 2015).    

 

   

2.4.2 Barriers to effective succession in family-owned business  

One obstacle to succession, according to Marler et al. (2017), is the incumbent's lack of 

willingness. Boyd (2016) agreed with this stance, the incumbent's reluctance to relinquish 
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leadership power to the next generation is due to the stability and authority it provides. In a 

similar vein, Ward (2016) pointed out that the incumbent would be hesitant to cede power 

due to lifetime investment. However, Aronoff et al. (2003) contended that the incumbent's 

hesitation stems from their fear of passing away or retiring. Rukundo and Cyeze (2015) tabled 

that one of the obstacles to succession is a lack of commitment, stating that reliance on family 

members during the business changeover might result in total standstill if the incumbent has 

constructed an environment that restricts liberty and autonomy. On the other hand, family 

business succession is hampered by the claim made by (IFB, 2021) that the successors of 

family members are unwilling to become involved in the business because they have different 

career goals. The statement further states that young people these days prefer to choose 

their own careers and may not be interested in taking on a leadership role in a family business 

as their lifetime career. Effective succession in a family business is found to be hampered by 

sibling power struggles (Lansberg and Gersick, 2015). This viewpoint supports Alkahtani's 

(2021) assertion that there is rivalry among siblings in the family business over who will run 

it, particularly in large families when many individuals aspire to the same role 

Gender bias exists in family business succession, as Wang (2010) pointed out, since female 

offspring are not permitted to replace their father in the family firm. Wang discovered that 

cultural patterns or ideologies, in addition to individual and familial factors that discriminate 

against female children, are the root causes of female children's exclusion from the family 

business. This ensures that their knowledge and assistance in the family business go 

unnoticed. However, under rare situations, such as when there are no male heirs, the family 

business goes through a significant transition or emergency, female offspring may take over 

as the leader of the enterprise. Effective succession, according to Dusor (2020), is threatened 

by small family business owners' fear of losing their identity. These owners believe that their 

company has made them renowned, thus giving up control to someone else means losing 

their identity, which has been a laborious process over the years. This opinion is reinforced 

by Ward (2016), who claims that because of their lifetime commitment, the current leaders 

are reluctant to hand up power to their successor. According to researchers (e.g., Gordon and 

Kibblewhite 2008; Perryer and Te 2010), business owners are reluctant to transfer power 

because they prefer to maintain control over others. This makes it challenging to transfer 

power and authority to another person. One of the obstacles mentioned in the literature is a 
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spouse's resistance to change (Ghee et al., 2015; Ogbechie and Anetor, 2015; Perryer and Te, 

2010). In line with the viewpoints of Smyrnios et al. (2003) and Ghee et al. (2015), a spouse's 

resistance to change impedes the successful succession of the business. 

Based on scholarly research (e.g., Kumar 2018; Prior 2012), the absence of structured 

agreement prevents effective succession since it causes discord among family members 

following the departure of the original owner. This is consistent with Poza's (2010) research, 

which shows that unstructured agreement impedes orderly succession. The research has 

identified sibling conflict as a barrier to effective succession, and this structure helps to 

mitigate that issue (Kumar, 2018). On the authority of Ibrahim et al. (2003), a family business 

collapses when financial discipline is not actively applied, resulting in unsuccession 

succession. They also note that a lack of financial literacy is a barrier to effective succession. 

Paula et al. (1997) reference Lansberg (1988) as saying that one of the obstacles to successful 

succession is physical fitness. This is consistent with the findings of Rukundo and Cyeze (2015) 

and Ward (2016), who found that the age of the business owner influences how a family 

reacts to succession. 

Table: 2.3 below encapsulates the barriers to family business succession 

  No     Barriers        Description References 

 1. Incumbent unwillingness 

to relinquish power.  

The incumbent may be 

reluctant to assist with the 

succession process if they 

believe they are losing 

influence or status within the 

company. Furthermore, 

because of their lifetime 

investment, the incumbent 

might not want to help with 

succession planning.  

(Boyd et al. 2014; 

Marler et al. 2017; 

Ward 2016; Gilding 

2015; Lansberg and 

Gersick 2015; Dusor, 

2020). 
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2. Lack of commitment  One of the obstacles is a lack 

of commitment, as no 

company can succeed if its 

owner is not dedicated to it. 

(Rukundo and Cyeze, 

2015; Mussolino and 

Calabró, 2014) 

3. Successor’s unwillingness 

to take over the 

leadership of the 

business  

Effective succession is 

hampered by potential 

successors' reluctance to 

participate in the family firm 

since they have different 

career goals. 

 

(Paula et al., 1997; 

Rukundo, and Cyeze, 

2015; Ward, 2016) 

4. Lack of financial literacy When there is a lack of 

financial discipline, family 

companies fail. For instance, 

leading a lavish lifestyle at the 

price of your company 

(Surdej and Wach; 

2010; Paula et al. 

1997; Ibrahim et al., 

2003). 

5. Refusal of spouse to 

accept change. 

 

Effective succession is 

hampered when a spouse 

refuses to accept change.  

 

  

Carlock and Ward 

2001; Gordon and 

Kibblewhite 2008; 

Perryer and Te 2010; 

Ghee et al. 2015; 

Ogbechie and 

Anetor, 2015). 

6. Lack of structured 

agreement  

Business closure results from 

the absence of a formal 

agreement that can serve as a 

template for guidelines 

between family shareholders 

and company relationships. 

(Prior 2012; Poza 

2010; Kumar, 2018). 
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7.  Lack of spousal support   

 

These days, some women are 

stepping out on their own and 

supporting themselves 

instead of their spouses' 

businesses. 

(Smyrnios et. al. 

2003; Ghee et al., 

2015). 

8. Gender issue  Because of cultural ideology, 

some families do not allow 

their female offspring to 

succeed their father in 

business and instead embrace 

their male children.  

Jimenez 2009; 

Pyromalis and 

Vozikis 2009; Ahrens 

et al. 2015; Overbeke 

et al. 2013; Wang, 

2010). 

9. Sibling rivalry  Effective succession is 

threatened by wrangling over 

who would take over the 

company. 

Alkahtani 2021; 

Lansberg and 

Gersick, 2015). 

10.  Physical fitness  Because they are physically 

strong enough to manage the 

business, the majority of 

family business owners 

disregard succession. 

(Paula et al., 1997; 

Rukundo and Cyeze, 

2015; Ward, 2016). 

11. Fear of losing identity   

Family business owners 

assume that because they 

have gained recognition 

through their enterprise, 

passing the reins to a new 

leader would imply losing 

one's identity.  

(Dusor, 2020; Ward, 

2016). 
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2.5.  Theories and Models Relating to Family Business Succession Planning 

Numerous models and theories, including agency theory, resource-based theory, game 

theory, stewardship perspective, and others, exist for family business succession, according 

to scholars (e.g., Aloya et al. 2016; Almarri and Gardiner 2014; Hernandez, 2008). 

2.5.1 Agency Theory  

The ideology of agency theory states that in the event of a conflict of interest between the 

principal and the agent, there is a possibility that the agent may act opportunistically, leading 

to agency costs. However, agency expenses won't be an issue if the principal and the agent 

have similar interests (Mitchell and Meacham, 2011). Since a business runs more efficiently 

when there is a friendly relationship between the managers and owners, agentcy theory 

suggests that family involvement in the company's ownership and management has a 

significant positive impact on the family business (Jensen and Meckling 1976; Fama and 

Jensen, 1983). In a similar vein, Aloya et al. (2016) claimed that an agency relationship arises 

when an individual depends on the actions of another; as a result of an explicit or implicit 

agreement, a group, manager, or agent undertakes specific actions that will benefit another 

group, referred to as the principal. Because of this arrangement, the agent (manager) is 

granting authority to the principal to establish policy. According to Jensen and Meckling 

(1976), quoted in Aloya et al. (2016), the agent's actions are not always in the principal's best 

interests. In relation to the topic of family businesses, family members' concurrent roles as 

owners and managers create a relationship between the principle and the agent, meaning 

that family firms are free from agency issues and costs (Barrett, 2014). 

Even while agency expenses don't exist in family businesses when there is a relationship 

between the principal and agent, they can eventually change when ownership is divided 

among several heirs (Aloya et al., 2016). Should a non-family manager be chosen to succeed 

the current manager, agency expenses will rise (Bocatto et al., 2010). Scholars have recently 

drawn attention to the shortcomings of agency theory in family businesses, arguing that its 

ability to shed light on dynamic enterprises is limited by a number of key effects. For example, 

choosing inept family members to take on important responsibilities can be caused by owners 
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who exhibit empathy in an unwise or inappropriate way and who maintain family customs. 

Such an action devalues company efficiency. (Bendickson et al., 2016). 

2.5.2 Resource-based view theory 

Resourced-based view theory is applied in family business succession on the basis of the 

supposition that family firms obtain their competitive edge through their internal assets, 

according to researchers (e.g., Barney 1991; Grant 1991; Aloya et al., 2016). These inner 

resources stand for skills that require improvement. When a business possesses unique and 

valuable assets, it is considered prosperous (Cabrera-Suarez et al. 2001; Aloya et al., 2016). 

Aside from their assets and accounting records, family firms offer unique resources. Resource-

based theorists state that a family business's ability to communicate with its individual 

members, the corporate structure, and other family members can convert into a competitive 

advantage over rivals who are not related (Fang et al., 2012). 

On that note, resources that stand for skills that are difficult to imitate always stem from the 

overflow of family patterns into family business policymaking. This is achieved by combining 

family business practices, creating and maintaining the family business name, carrying out 

unofficial applications for human resources, and managing the expansion of social networking 

that links the family and business structures (Almarri and Gardiner, 2014). Nevertheless, 

giving the company to unskilled family members in an attempt to hold onto the asset known 

as "familiness" which could bring it to a disastrous end. 

Grant (1991) emphasised the importance of looking into more resources known as immovable 

assets, which are difficult to replicate and rely on the sharing of knowledge and intelligence, 

believable closeness between employees and managers, and their connections with suppliers 

and customers, among other things. Numerous unique, complex, impalpable, and strong 

assets are owned by family enterprises (Bocatto et al., 2010). From the view point of 

Habbershon and Williams' (1999), familianess refers to the degree of skills and resources that 

make a company distinct due to family involvement. Today's family businesses rely on a 

number of immovable elements combined with a high degree of employee involvement to 

ensure their long-term success (Cabrera-Suarez et al., 2001). In light of the studies of (e.g., 

Chrisman et al. 2005; Pearson et al. 2008), mentioned in Dusor (2020), family values are 
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valuable even though they are impalpable. Family intellectuals therefore have a tendency to 

believe that the foundation of family enterprises' distinctive selling points is the 

implementation of family ideals. Nevertheless, the inevitable problem of succession, which 

affects all firms, may limit the potential that family enterprises have.        

2.5.3 Steward perspective theory  

Poza (2010) claims that the founding family members saw the family business as an extension 

of themselves, one that they had a duty to maintain (Woodman, 2017). As owners struggle to 

pass the torch to their successor, Poza (2010) believes that a sense of honour is evident in 

their agenda, which may act as an agent for a preferred outcome or inevitable failure. Poza 

also adds that Steward theory holds that business owners have a responsibility to prepare the 

next generation. According to Davis et al. (1997), there are two parts to steward theory: the 

manager and the principal. However, Woodman (2017) notes that the paradigm that gave 

rise to agency theory was criticised by Steward theory (Woodman, 2017). 

Pelavo and Camarena (2013) observed that by emphasising the relationship between the 

management's and the principal's interests, steward theory challenges the venal inducements 

upholding agency theory. According to studies (e.g., Hernandez, 2008; Zahra et al., 2009; 

Dibrell and Graig, 2008), managers are seen as stewards who have an intrinsic drive to serve 

the business and, as such, are naturally in line with the principal's objectives. This is supported 

by the findings of Davies et al.'s (1997) research, which demonstrates how management 

structures that promote steward attitudes are designed to enable continuous interest 

alignment that leads to pro-business attitudes and enhanced organisational success. 

The concept is more appropriate for family-owned businesses than agency theory because it 

emphasises how business owners see themselves as maintaining total confidence in the 

company for future generations (Barrett, 2014). Madison et al. (2016) supported this 

viewpoint by recommending that management trust systems instruments be made available 

and encourage participation and collaboration in order to promote the manager and 

principal's natural affiliation of interests; this theory results in greater success for a family 

business. Additionally, according to Davies et al. (2010), it is a useful theory for explaining 

management in the setting of a family firm. Managers recognise the advantages of working 
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together, taking the initiative to promote favourable results and build relationships of 

trust(Camarena and Pelavo 2013), 

Davis et al. (1997), maintained that steward theory holds that the steward's attitude is 

intended for communal and business objectives rather than for individual accomplishment of 

higher and positive outcomes through collaboration, demonstrating a good association 

between the business's satisfactory completion and the maximisation of stakeholders' wealth 

as well as the principal's and stakeholders' satisfaction with the steward's desire and interests 

in joining individual objectives with the business, with a significant amount of inherent 

inducement. It also values the steward's commitment and confidence through firm 

recognition, with a durable dream, and seeks to fulfil the requirements of superior order and 

self-fulfillment. The family business's owner is unwilling to give up management to outsiders 

because there is no trustworthy, capable family member, the owner of the family firm is 

unwilling to give over management to others. 

2.5.4 Game theory  

Drawing from Boyd et al. (2014), game theory was proposed as a desirable option for 

providing insights into managing the succession process in a family-owned business. It further 

states that game theory is used to analyse decisions that are effective and the factors that 

influence them when the choices made by a large number of decisionmakers have a 

significant impact on the outcomes. This is consistent with the research of Blumentrit et al. 

(2012), that game theory analyses the situations in which the choices made by various players 

are related to one another. From the perspective of Habbershon and Williams (1999), game 

theory views succession management as a series of astute decisions made by current 

owners/founders and potential successors regarding the future management of a family 

business. This is achieved by identifying the players involved in the business's succession 

process, estimating their likely strategies, and anticipating information about the outcomes 

of those decisions. 

Habbershon and Williams (1999), argued that game theory views succession management as 

a series of astute decisions made by current owners/founders and potential successors 

regarding the future management of a family business. This is achieved by identifying the 
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players involved in the business's succession process, estimating their likely strategies, and 

anticipating information about the outcomes of those decisions. There are two ways to show 

how game theory relates to the succession of family businesses. First, according to game 

theory, decisions made by players that are highly reliant on one another are included in the 

succession (Lee et al., 2003). It is hard for a player to make an independent decision under 

these circumstances. For instance, the current owner wants to hand over control of the 

company to his son, but the kid has little interest in it, or there are two brothers who want to 

take over the business from their father, but only one position is open. These examples have 

demonstrated how the choices made by other players affect the result of any one player (Lee 

et al., 2003). 

From the position of Duh et al. (2009), game theory in family business succession makes it 

easier to structure the choices and elements that distinguish a succession activity. 

Information with several interrelationships is always considered while making succession 

decisions. Utlising game theory to guide succession planning in a family business may not 

completely eliminate psychological and emotional challenges, it does aid in decision makers' 

ability to articulate the data that guides their decisions. As a result, decision-makers may be 

more at ease while making choices, regardless of how difficult they may be (Blumentrit et al., 

2012). Between realistic and non-realistic theoretical concepts, game theory provides a 

bridge (Bohlin and Inha, 2017). 

2.5.5 Justification for adopting game theory in this study. 

This study's main objective was to add to the body of knowledge by figuring out the variables 

that affect successful succession, as family-owned firms have shown. The ability of the current 

leaders to effectively transition from one generation to the next was the main topic of 

discussion. This may be a reference to what theorists referred to as strategic ambiguity when 

the incumbent's retirement age draws near (Bonau, 2017). As tabled by Malekpour et al. 

(2016), strategic uncertainty encompasses innate shortcomings in decision-making, namely 

in the incumbent's assessment of the likelihood that other family members may make 

judgements on the succession process. De Massis et al. (2014) propose that the rationale 

behind family members' attitudes may have an impact on the trajectory, long-term 

consideration, and non-economic goals, adding that family business succession could be 
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better understood with the use of game theory as a tool. This agrees with the stance of 

Blumentritt et al. (2012), game theory may help to clarify how family business owners have 

modelled their decisions to have successful successions between generations, as there has 

been concern over the lack of continuity in family-owned businesses throughout generations. 

Every family business owner's main goal is to successfully pass on their company to the next 

generation (Blumentritt et al. 2012). 

Game theory may help to clarify how family business owners have modelled their decisions 

to have successful successions between generations, as there has been concern over the lack 

of continuity in family-owned businesses throughout generations. Every family business 

owner's main goal is to successfully pass on their company to the next generation. According 

to McMullen and Warnick (2015), 90% of family-owned firms fail to survive into the third 

generation and 70% of family-owned enterprises do not survive into the second generation, 

suggesting that it is challenging to transition a family business across generations. 

From the standpoint of Blumentritt et al. (2012), game theory could be useful for assessing 

choices and fundamental components of succession plans that involve several decision-

makers. Failure to successfully transfer a family-owned firm from one generation to the next 

results in the loss of family status (Mathews and Blumentritt 2015). Every article and study 

that was used in this investigation looked into game theory's theoretical underpinnings using 

data from various investigations (Schelling 1960; Osborne 2003; Gintis 2009; Bluementritt 

2012; Turocy and Van Stengel 2000; Michael-Tsbari and Weiss 2015). 

Throughout the seventeenth century, game theory had a mathematical evolution that was 

applied to nonmathematical applications in the social and biological sciences. The literature 

claims that game theory has been examined to look at player strategy communications but 

has finally been determined to be a method for studying social dynamics. Turocy and Von 

Stengel (2001) make the assumption that earlier research on disagreements and cooperation 

has applied game theory. As claimed by Blumentritt et al. (2012), a situation in which several 

players' actions are interconnected and force a player to rely on both their own and other 

players' actions qualifies as a game theory. In the same line of reasoning, Osborne (2003), 

defined a player as an individual or group of individuals who desire to make decisions. Game 
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theory is a science of strategy that is growing more and more important in a variety of 

academic subjects, according to published research. Bohlin and Inha (2017) assert that game 

theory acts as a link between the formal, abstract ideas of theory and actuality. On that point, 

one may make the case that the family firm might survive because of the practical experiences 

and lessons that the current owner and the potential successor gained over the transitional 

period. The goal of game theory, according to researchers like Blumentritt et al. (2012) and 

Michael-Tsbari and Weiss (2015), was to shed light on issues affecting decision-making when 

a business is passed down through generations by examining the interaction between the 

incumbent and the potential successor and the need for reasonable but interdependent 

choices made by those involved in family-owned business management. 

         Blumentritt et al. (2012), game theory is guaranteed to be effective if a player can explain 

the identity, choices, strategy, actions, and limitations regarding those strategies, actions, and 

decisions of another; the results of game theory are influenced by the aforementioned 

considerations. Schelling (1960) stated that game theory is a decision-making pattern that 

depicts interacting situations. This view is underpinned by Bonau (2017), that game theory 

was created to predict player behaviour by providing a variety of options and strategies. 

Öberg et al. (2016), contended that a firm's strategy may be conditional and interactive 

depending on the actions and responses of others. They clarify that strategising is still a viable 

means of bringing about change that may affect a firm's strategic objectives through 

separation or consolidation. Neil (2016), believes that it is important to understand how 

rational people accept decisions made in a group setting as a reaction to their surroundings. 

Schelling (1960), claimes that strategy is not the traditional logic that should be used to 

achieve long-term goals and competitive activities at play. Schelling added that participants' 

perceptions of their best course of action, which depend on the preferences of others, may 

influence the level of reasoning. Along the same vein, Gintis (2009) argued that while 

everyone is capable of reasoning, how much one can reason affects behaviour. Additionally, 

Gintis contends that individuals should make use of their ability to think in accordance with 

the established guidelines for reasonable behaviour before acting accordingly. Gintis comes 

to the conclusion that since game theory did not establish a clear framework for predicting 

behaviour, it was merely a generalisation of the empirical structure. 
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Schelling (1960) confirmed that game theory may be used to build models that include 

environmental and psychological underpinnings. Neil (2016) disputed that players possess the 

cognitive ability to make decisions through psychologically realistic processes that involve 

problem solving without the need for complex calculations, high levels of precision, or mutual 

understanding requirements, and noted that the psychological method of logical thinking has 

demonstrated that decisions would be based on what people should do, and participants 

standards would help to make well-informed decisions as to what behaviour is most 

advantageous. Neil (2016) expressed satisfaction with Schelling's dispute resolution strategy, 

suggesting that it could be helpful to offer a framework that would illuminate strategy 

research. Neil emphasised that Schelling's dispute resolution strategy is essentially an analysis 

of a strategy meant to establish the groundwork for the development of rational behaviour 

consistent with game theory. Furthermore, according to Neil, the goal of creating a strategy 

for conflict resolution was to identify the true mechanisms influencing strategic thinking; on 

the other hand, Schelling developed a theory of linked decisions with challenging interactions. 

Osborne and Rubinstein (1994), maintained that the basic tenet of game theory is that 

decision-makers act logically and strategically. 

As per Turocy and Von Stengel (2001), game theory has been useful in developing a 

vocabulary for analysing and gaining understanding of tactical situations. However, Gutierrez 

et al. (2017) contended that language has never provided an exact framework for 

understanding how players behave because the consensus is that they are acting strategically 

and rationally in order to achieve their goals. However, Dalpiaz et al. (2014) disagreed, arguing 

that language and meaning are not just confined to rationality in succession. Chen and Sun 

(2017), accented that trust between participants is essential to achieving long-term and 

financial sustainability in enterprises. They also noted that businesses regularly modify their 

discrediting strategies by interacting and imitating one another. This is consistent with Chen 

and Sun's (2017) work, which suggests that game theory has increased knowledge of the 

tactical reform process and the consistency of strategy choice, but not of the process of 

selecting the best tactics. Minitzberg and Waters (1985), disagreed that decisions are not 

typically tactical because a variety of businesses have created an environment that is 

unsuitable for tactical planning. They also noted that logical reasoning does not imply the 

existence of a tactical plan, and there is uncertainty regarding how family-owned businesses 
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should be in line with the decisions they make for their family, their company, and their 

tactical behaviour to pass on to the next generation. Basco (2014) postulated that decision-

making progress could be influenced by different degrees of family and business linkages. A 

component of the process involves the family prioritising the family by focusing on family 

business ventures or giving the company top attention, adding that a family-owned 

company's priorities can determine whether or not the business will endure. 

Similar to this, Constantiou and Kallinikos (2015) posited that information must be gathered 

through a methodical and intentional procedure because the findings addressed specific 

information needed about decision-makers that improves the accuracy of future events that 

comprise succession. They also added that the incumbent and a potential successor must use 

the information gathered through an organised and intentional procedure to develop 

strategies. The process doesn't have to be difficult; careful planning and collaboration are 

preferred. Regarding this study, the investigator began with the basic assumption that the 

participants aimed for mixed reciprocities. Succession can benefit both parties because there 

is no rivalry between the players (Hollenbeck et al. 2014; Venter and Boshoff, 2014). De 

Massis et al. (2016) presented a similar viewpoint, arguing that at the start of the transition 

process, both the incumbent and the potential successor know exactly what the other person 

wants and that there would be positive interactions and probable actions. According to Gintis 

(2009), each player in a cooperative game will benefit from the nomination of the other 

player, anticipating this to result in a mutually beneficial end. 

 In the opinion of Michael-Tsbari and Weiss (2015), if every player is purposefully inspired, 

the concept of speculating on other players' intentions to decipher unofficial signals would be 

obsolete. They emphasise that the foundation of game theory was the discovery of balance, 

and in this way, actualizing equilibrium in the transition process suggests that both the 

incumbent and the potential successor must use a strategy that cannot be changed. 

Furthermore, a set of circumstances resulting from the dependent acts of two players cause 

the outcome to materialise. Ginitis (2009) contends that in order to prevent a conflict of 

interest, in a game that is solely cooperative, the players should agree on the sequence of 

preferred outcomes. According to Bonau (2017) and Gintis (2009), collaboration is 
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understood as an alliance of ideals and an incentive for the participants to gain various 

benefits. 

Bennett and Miles (2011) asserted that achieving a goal that will satisfy both parties serves 

as an incentive for cooperation. Even though game theory may contain accurate or inaccurate 

information, it is still essential for all players to be aware of the rules of the game and the 

decisions made by their opponents. According to Michael-Tsbari and Weiss (2015), 

communication between the incumbent and the potential successor is essential for striking a 

balance during future transitions. They also stated that there is little chance of succession 

unless the incumbent connects their motivation to that of their potential successor. Game 

theory can be applied to situations where the decisions and behaviours of multiple players 

are interdependent and interactive, as evidenced by existing literature. It is a well-known 

truth that the decision made by one or more players in a game can be influenced by the 

actions of another player. Game theory is a useful model in some disciplines but becomes 

ineffective in other (Samuelson, 2016).  

When considering succession from a game theory perspective, each player may choose their 

approach based on the preferences of other players. The main goal of game theory is to 

simulate choices and project results based on interactions between a company's current 

owner and a potential successor (Blumentrit et al., 2012: Bennett and Miles 2011; 

Habbershon and Williams, 1999). Family business owners may be able to use their logical 

thinking skills by applying game theory, which might result in a variety of conclusions 

regarding the succession plan that would be best for them (Varoufakis, 2008). Due to the 

intricate nature of family business transition and the need for greater understanding, 

particularly with regard to modelling decisions and the factors that influence them, the 

current study will therefore make use of game theory. The researcher believes that using 

game theory to the study of family business succession will contribute to our understanding 

of the elements that influence successful succession. This is consistent with the research by 

Blumentritt et al. (2012), which maintains that game theory can be applied to succession 

processes in family studies. Osborne (2003) supports this viewpoint by saying that game 

theory might be used to social and economic aspects of human communication. 



  

ONYEBUCHI ONUKWUGHA 45 

 

Table 2.4 summary of the Theories Relating to Family Business Succession 

Theory/model Definition, concept, and 

application 

                    References 

1.Agency theory Agency theory believes that a 

person has an agency 

relationship with another person 

when they are dependent on 

their actions due to either 

explicit or implicit consent. 

Because family members hold 

both ownership and 

management positions 

concurrently, agency theory 

argues that there is a 

relationship between the 

principal (owner) and the agent 

(manager) in the context of 

family-owned business 

succession. 

(Fama and Jensen 1983; Jensen and 

Meckling 1976; Gersick et al. 1997; 

(Bendickson et al. 2016; Bocatto et 

al. 2010; Barrett 2014; Aloya et al. 

2016; Mitchell and Meacheam 

2011; Kraizy, 2013). 

2. Resourced-

based view 

theory  

The resource-based view’s 

position is that family businesses 

derive their competitive edge 

through their inner assets. These 

assets are sources of strength 

and are subject to the 

distribution of information and 

intelligence, the relationship of 

mutual trust between workers 

and managers, as well as their 

associations with clients and 

suppliers, among others. In 

(Barney 1991; Grant 1991; Cabrera-

Suárez et al. 2001; Bocatto et al. 

2010; Habbershon and Williams 

1999; Fang et al. 2012; Almarri and 

Gardiner 2014; Dusor 2020). 
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family business today, various 

impalpable factors are present in 

conjunction with a high level of 

engagement towards the 

business, through which the 

business sustains lifelong 

prosperity. 

3. Steward 

Perspective 

Steward Perspective believes 

that founding family members 

see family as part of themselves, 

which they will do anything 

humanly possible to sustain. 

 

(Poza 2010; Pelavo and Camarena, 

2013; Woodman, 2017; Davis et al., 

1997; Dibrell and Graig, 2008; Zahra 

et al., 2009; Hernandez, 2008; 

Barrett, 2014; Madison et al., 

(2016). 

 

Game theory  Game theory believes that 

family business succession 

includes decisions considered to 

be interrelated among players 

that are extremely 

interdependent. Under these 

circumstances, there is no 

possibility for a player to make 

independent decisions. For 

example, an incumbent wishes 

to transfer the management and 

ownership of the business to his 

son, whereas the son is not keen 

on that profession, or two 

brothers desire to succeed the 

incumbent, but only one job is 

available. Thus, these 

 

(Blumentrit et al., 2012; Bennett 

and Miles, 2011; Habbershon and 

Williams, 1999; Bennett and Miles, 

2011; Lee et al., 2003; Bohlin and 

Inha, 2017; Duh et al., 2009). 
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illustrations have shown how the 

outcome of any single player is 

dependent on the decisions of 

other players.  

 

2. 6   factors influencing effective succession in Family-owned Business 

Three factors were discovered to affect the effectiveness of succession planning in family-

owned businesses by Morris et al. (1999). These elements include the heirs' degree of 

preparation in terms of their training and work history, the dynamics between family and 

business associates, and their involvement in planning and oversight operations. The results 

also imply that thorough evaluation of the three previously listed elements is necessary for a 

seamless succession in family businesses. Furthermore, other factors linked to successful 

succession planning include communication transparency and honesty’ In a similar line, a 

study carried out in Spain by Aloya et al. (2016) identified three crucial elements that lead to 

effective succession in family businesses. These elements include the succession planning 

process, the successor's education, experience, and training. The majority of family firms, 

according to academics, are willing to stay in family hands, but in most cases, there has not 

been a formal or informal set planning procedure in place. The results defy previous research 

since a better organised procedure produces a more fulfilling and successful succession 

(Pyromalis, and Vozikis, 2009). Similarly, three variables were identified by Foguesattoa et al. 

(2020) as necessary for successful succession in Brazilian family companies are: variables the 

number of family members involved in the business, the size of the company, and incentives 

available. 

Other academics, however, have suggested different categories of characteristics impacting 

family company successions, including the successor's degree of preparation, readiness to 

take on a leadership role, and the owner-successor connection (Venter et al., 2005). 

In the study carried out in Gaza, Hania (2012) identified four significant factors that contribute 

to successful family succession: going public, succession planning, the founder's influence, 

and the successor's influence, adding that a written succession plan should be drafted, 

outlining the key players' responsibilities in order to achieve effective succession in family 
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businesses. On the other hand, Prior (2012) found that, in a study carried out in South Africa, 

there are five elements that affect effective succession in family businesses. These variables 

include contexts pertaining to families, businesses, structured agreements, incumbents, and 

successors. Similar to this, Fahed-Sreih and EL-Maalouf (2016) identified five crucial elements 

of a successful succession in research carried out in Lebanon, including the successor's lack of 

outside work experience, the father serving as a positive role model for the sons, the son's 

status as a non-father member, reliance on outsiders, the challenging work required of the 

successors, and the father's logical way of thinking. 

According to Kumar (2018), there are five elements that contribute to successful succession 

in family businesses: the business environment, the family context, the presence of a 

structured agreement system, the management of a complex succession relationship, and 

incumbent-related factors. Furthermore, the researcher found that the two most important 

variables influencing a successful succession in a family firm are the successor's readiness and 

willingness. The study discovered that the successor's readiness is necessary for an effective 

succession. disregarding whether the experience with other firms or the business itself is the 

preparedness. This degree of preparation might increase a possible successor's preparedness 

to identify with the company and boost their confidence to overcome the shame of joining 

the family firm (Kumar, 2018). 

However, Bachkaniwala et al. (2001) identified six contributing elements and classified them 

into internal and external factors that affect the succession of family enterprises owned by 

ethnic minorities. Internal considerations include the successor's readiness, the makeup of 

the family, the business relationships, and the planning and control processes. While the 

following three external elements are classified as kinds of succession planning, business 

growth and development, and employment prospects for family members.While the 

following three external elements are classified as kinds of succession planning, business 

growth and development, and employment prospects for family members Bathija and 

Priyadarshini (2018) have identified eight elements, referred to as personal and strategic 

aspects, that impact the succession of family businesses in India. Personal aspects include the 

possible successor's experience, knowledge, management skills, gender, religion, family 

ideology, and qualifications. The business's size, nature, and economic situation are examples 
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of strategic considerations. The researchers think that these variables have a big impact on 

who a family business chooses to succeed it. 

Ten factors, including the transference of tacit knowledge, the presence of positive 

relationships between the incumbent and successor, the successor's readiness, stages of 

induction, tension resulting from mistrust of the successor's abilities, early preparation, the 

importance of upbringing within the family business lifestyle, situational factors, and the 

successor's gender and order of birth, were identified by Kumar and Mallik (2017) as 

responsible for effective family business succession. Some of the determining elements found 

in this study, however, differ from those found in other investigations. The ability of the 

successor to identify with the company and the ability of the incumbent and successor to 

manage anxiety are two significant aspects that might impact succession in family businesses, 

in addition to the other factors mentioned above. The literature indicates that many studies 

(Morris et al. 1996; Mustakallio 2002; Venter et al. 2005; Prior 2012; Hania 2012; Dyck et al. 

2002; Bathija and Priyadarshini 2018; Aloya et al. 2016; Fahed and Maalouf 2016; Kumar, 

2018) have looked at the predictors of family business succession in various countries. 

Numerous scholarly works have examined the cultural viewpoint in relation to the 

characteristics that influence family business succession (Aderonke 2014; Bąkiewicz 2020). 

The performance and governance structure of family businesses have not received much 

attention in research (Odhiambo et al. 2014; Mokhber et al. 2017; Otika et al., 2019). 

Further studies examined succession planning strategies and innovation in family businesses 

across generations (Austin 2018; Baltazar et al., 2023). Most of these studies also employed 

a case study research technique to investigate the factors that lead to effective succession in 

family-owned firms (Prior 2012; Hania 2012; Dyck et al. 2002; Bathija and Priyadarshini 2018; 

Aloya et al. 2016; Fahed and Maalouf 2016; Kumar, 2018). A naturalistic approach that 

engages with study participants in their real-life setting is preferable to a case study research 

strategy when conducting research of this kind, according to recent research, which 

emphasises that case studies in the social sciences have been overused as a poor foundation 

for generalisation (Yin 2014; Klein et al., 2016). 



  

ONYEBUCHI ONUKWUGHA 50 

 

In the context of small family-owned firms in London, UK, there is, however, a paucity of 

research regarding the influencing factors of effective succession. Therefore, the goal of this 

current study is to look at the variables that affect successful succession in small, family-

owned firms in London, United Kingdom. London is one of the two regions in the UK with the 

highest concentration of family firms and offers a significant diversity in small family-owned 

business concentration (IFB research foundation 2020). A substantial contribution to the 

corpus of literature would be made by employing an ethnographic research approach that 

engages respondents in their actual environments to understand the influencing elements in 

small family-owned enterprises in a diverse region like London. 

The information gathered will be useful in creating a conceptual framework that small family 

business owners can use to address the growing body of literature that emphasises the need 

for a comprehensive conceptual framework that will enable them to better understand how 

their companies can survive issues related to transgenerational ownership (Donthu et al. 

2021; Toska et al. 2021; Yang et al., 2022). 

Table 2.5 Summary of the research gap identified for this study.                                                           

(References/Authors) Research Topic          Characteristics       Research Gap 

Morris, Williams, and 

Nel (1996).  

Elements that 

affect the 

succession of 

family 

businesses 

 

The relationship between 

family and business 

members, the 

preparation of heirs in 

terms of education and 

experience, and planning 

and control activities 

were discovered to be 

the three aspects that 

affect effective 

succession in family 

businesses by the 

scholars. The findings 

also imply that a 

The literature indicates 

that many studies (Morris 

et al., 1996; Mustakallio, 

2002; Venter, et al., 2005; 

Prior, 2012; Hania, 2012; 

Dyck et al., 2002; Bathija, 

and Priyadarshini, 2018; 

Aloya et al., 2016; Fahed 

and Maalouf, 2016; 

Kumar, 2018) have looked 

at the predictors of family 

business succession in 

various countries. 

Numerous scholarly 
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thorough evaluation of 

the three previously 

listed elements is 

necessary for a seamless 

succession in family 

businesses. Additionally, 

honesty and 

transparency in 

communication have 

been found to be other 

critical components of 

successful succession 

works have examined the 

cultural viewpoint in 

relation to the 

characteristics that 

influence family business 

succession (Aderonke, 

2014; Bąkiewicz, 2020). 

Studies on the 

governance structure and 

performance in family 

businesses are scarce. 

Otika et al. (2019); 

Mokhber et al. (2017); 

Odhiambo et al. (2014). 

Additional research 

looked at family business 

innovation and 

succession planning 

techniques, as well as 

plans for 

intergenerational 

succession (Austin 2018). 

(Baltazar et al., 2023)  

In order to examine the 

determinants of 

successful succession in 

family-owned businesses, 

the majority of these 

studies also used a case 

study research 

methodology (Prior, 

Venter, Boshoff, and 

Maas (2005). 

The Influence 

of Successor-

Related Factors 

on the 

Succession 

Process in 

Small Family 

Businesses. 

The study highlighted 

four factors influencing 

effective succession, 

which include the 

preparation level of the 

successor, the willingness 

of the successor to take 

over the business, and 

the relationship between 

the successor and owner-

successor, which have a 

direct impact on 

succession. 

Hania, (2012). Factors 

Influencing 

Family 

Business 

Succession 

The study found four 

influencing factors 

responsible for effective 

succession in family 

business, such as founder 

influence, successor 
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influence, succession 

planning, and going 

public. The scholar also 

stressed the importance 

of firms writing a clear 

succession plan, which 

will help in outlining the 

responsibilities of 

stakeholders to ensure 

the smoothness of the 

succession process in 

family business. The 

finding suggests that to 

ensure sustainability in 

family business 

succession, it is important 

to go public. 

2012; Hania, 2012; Dyck 

et al., 2002; Bathija and 

Priyadarshini, 2018; Aloya 

et al., 2016; Fahed and 

Maalouf, 2016; Kumar, 

2018). When conducting 

research of this kind, it 

may be necessary to 

abandon the case study 

research strategy in 

favour of a naturalistic 

approach that engages 

study participants in real-

life settings (Yin, 2014; 

Klein et al. 2022; 

Astrachan 2022; Smyrnios 

et al., 2023). According to 

the authors, case studies 

have been overused in 

the social sciences since 

they provide a weak 

foundation for 

generalisation (Yin, 2014; 

Klein et al. 2022; 

Astrachan 2022; Smyrnios 

et al., 2023). In the 

context of small family-

owned firms in London, 

UK, there is, however, a 

paucity of research 

regarding the usefulness 

Prior, (2012). The 

determinants 

of family 

business 

succession 

The scholar found five 

influencing components 

of effective succession, 

namely, incumbent-

related factors, 

structured agreements, 

the business context, 

successor-related factors, 

and family context.  

Aloya, et al. (2016).  

 

Critical factors 

for successful 

succession in 

Family Firms  

The study identified three 

vital components 

responsible for effective 

succession in family 

business. These are the 
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planning of the 

succession process, the 

selection of the 

successor, and the 

training and experience 

of the successor. The 

studies further found that 

the majority of family 

businesses are happy to 

continue with the 

business in family hands, 

but there is no formal or 

informal defined 

planning process. 

of succession planning. 

Therefore, the goal of the 

current study is to look at 

the variables that affect 

successful succession in 

small, family-owned firms 

in London, United 

Kingdom. London is one 

of the two regions in the 

UK with the highest 

concentration of family 

firms and offers a 

significant diversity in 

small family-owned 

business concentration 

(IFB research foundation 

2020). A substantial 

contribution to the corpus 

of literature would be 

made by employing an 

ethnographic research 

approach that engages 

respondents in their 

actual environments to 

understand the 

influencing elements in 

small family-owned 

enterprises in a diverse 

region like London.  

In response to a growing 

body of literature 

Fahed-Sreih, and EL-

Maalouf, (2016). 

Determinants 

of effective 

succession in 

Family 

Business and 

their influence 

in decision-

making  

The study highlighted five 

determinants of effective 

succession as successors 

outside of work 

experience: the father as 

a good example for the 

successors, being 

considered a non-father 

member, dependence on 

outsiders, the difficult job 

forced on the successors, 

as well as the rational 

thought system of the 

father. 

Kumar, (2018). The 

determinants 

of a successful 

The study discovered five 

determinants of effective 

succession, such as 
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family business 

in Indonesia  

business context, family 

context, having a 

structured agreement 

system, managing a 

complex relationship 

among successors, and 

incumbent-related 

factors. The study further 

identified willingness and 

preparation of the 

successor as the key 

influencing determinants 

of effective succession. 

emphasising the need to 

create a holistic 

conceptual framework 

that would help family 

business owners 

understand how firms can 

better survive trans-

generational ownership 

issues, the evidence 

generated would aid in 

the development of a 

conceptual framework to 

support small family 

business owners (Donthu 

et al., 2021; Toska et al., 

2021; Yang et al., 2022).  

 

Bachkaniwala, 

Wright, and Ram, 

(2001). 

South Asian 

family 

businesses in 

the UK 

The scholars found 

internal and external 

factors influencing 

succession in ethnic 

minority family 

businesses. Under 

internal factors, three 

determinants were 

discovered and classified: 

preparation of the 

successor, nature of 

family and business 

relationships, planning, 

and control activities. 

Whereas, under external 

factors, three 

determinants were also 

identified and 
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categorised as job 

opportunities for the 

members of the family, 

advancement and 

development of 

businesses, and forms of 

succession 

options. Whereas, under 

external factors, three 

determinants were also 

identified and 

categorised as job 

opportunities for the 

members of the family, 

advancement and 

development of 

businesses, and forms of 

succession options.  

Bathija and 

Priyadarshini (2018), 

Factors 

affecting 

succession in 

small and 

medium scale 

Indian family 

business 

The researchers 

identified eight "personal 

and strategic factors" 

that impact family 

business succession in 

India. The potential 

successor's expertise, 

management skills, 

knowledge, gender, the 

family's ideology and 

religion, and credentials 

are among their personal 

factors. The size and kind 
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of the business, as well as 

the status of the 

economy, are examples 

of strategic 

determinants. According 

to the researchers, these 

variables have a big 

impact on who gets to 

take over a family firm. 

 

2.7 Chapter Two Summary 

This chapter has reviewed existing literature about the influencing factors of effective 

succession in small family business. The review identified the factors of effective succession 

and the need for more robust study to explore this phenomenon under study. The conceptual 

framework created to assist family business owners in understanding how family businesses 

can more successfully navigate difficulties related to transgenerational ownership is 

presented in the next chapter. 
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Chapter Three: Conceptual Framework 

3.1 Introduction 

The objective of this section is to develop a conceptual framework that small family business 

owners can use to manage intergenerational succession within the context of London, United 

Kingdom. There are three parts to the framework: hurdles to effective succession as well as 

influencing factors and practices related to succession. 

The conceptual framework, according to Ravitch and Riggan (2016), comprises three primary 

areas of divergence in research. First, a conceptual framework serves as a graphic 

representation of the main theoretical tenets or organisational structure of a researcher. 

Usually, this kind of representation is included as an independent reckoning within the 

researcher's literature evaluation. Colin (2012) supports this viewpoint by emphasising that 

the purpose of utilising a conceptual framework in research is to facilitate visualization. 

Second, conceptual framework and theoretical framework are the same, as claimed by 

Ravitch and Riggan (2016); hence, they can be used interchangeably. In this approach, a 

researcher's perspective on theory is entirely necessary to comprehend a conceptual 

framework. Third, a conceptual framework is a technique that creates a connection between 

all the elements of a research process. In line with Cousin's (2009) study, which shows that 

the majority of researchers use conceptual frameworks to clarify specific roles and a range of 

relationships throughout the research process, In accordance with this perspective, the 

conceptual framework fulfils the function of synthesising ideas that provide descriptions of 

the issues at hand. Furthermore, a conceptual framework provides a basis for choosing a 

study design and starting fieldwork.  

Additionally, by emphasising the conceptualization of research conclusions within their 

diverse theoretical backgrounds or concepts, this perspective allows conceptual frameworks 

to influence the direction of those conclusions. Examining the conceptual framework in the 

context of this viewpoint provides context for the study by highlighting the discernible 

connections between theoretical potential, research approach, research design, fieldwork, 

and the evidence's conceptual significance. Following this explanation, the conceptual 

framework is seen as a connection between the paradigms that define the research problem 

and the process of looking into it. This is consistent with the assertion made by Clark and 
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Paivio (2014) that the conceptual framework provides a template for the theories and issues 

related to the study's topic. 

This design shows how theories can shed light on study subjects and make the connections 

between the various components more meaningful. This point of view has led academics to 

think about using conceptual frames to set data in context. Furthermore, it has encouraged 

scholars to explicitly state the concepts of conceptualization and framework as well as 

acknowledge the connections between theoretical elements as an essential part of excellent 

research. Maxwell (2013) maintains that a conceptual framework can serve as a provisional 

theory guiding the researcher's investigation. It is important to note that a conceptual 

framework is a constructive amalgamation of several elements. In light of this, the conceptual 

framework serves as an integrating system that permeates all of the concepts, assumptions, 

possibilities, and hypotheses that guide research (Maxwell, 2013). The development of a 

conceptual framework is a dynamic, sense-making mechanism that happens in nonlinear 

phases and requires many shapes, according to Ravitch and Riggan (2016), who argue that an 

incorporating mechanism rather than a product should be used. The investigation gains 

direction from the conceptual framework as it becomes familiar with and shaped by it. 

The conceptual framework for this study is based on the first viewpoint, which emphasises 

that one of a conceptual framework's primary purposes is to support the visual 

representation of a research effort, after taking into account the three different perspectives 

of a conceptual framework. A visual depiction of a study is crucial for illuminating and 

demonstrating important elements, affilations, and patterns identified during research, 

according to Miles et al. (2014). This is consistent with Harper's (2002) assertion that visual 

aids improve comprehension of research projects and have contributed significantly to 

human insight more than any other form of information. Colin (2012) believes that visual 

representation activates more mental processes. Following the same logic, Stokes (2001) 

emphasises that the visual representation of study activity stirs up an emotion dimension and 

that it aids in providing clear comprehension regarding data that could have previously been 

incomprehensible. In keeping with Buckley and Nerantzi's (2020) perspective, a conceptual 

framework serves as a roadmap for research, aiding in the visualisation of the study's findings 

and outlining the crucial elements and how they relate to one another. This is in line with the 
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view of Clare and Paivio (1991) that ideas, opinions, and utterances will enter one ear, breeze 

through the brain, and exit the other ear unless they are represented by visuals. We can only 

retain about seven pieces of information in our temporary memory, which is where words 

are supposed to be processed. On the contrary, pictures are directly ingrained in long-term 

memory, where they remain forever. Miles et al. (2014) state that a conceptual framework is 

both the main framework and the process of planning and conducting a study. It provides 

comprehensive details about the key research constructs and the relationships between 

them. Moreover, the conceptual framework evolves and modifies in tandem with shifts in 

human understanding. The conceptual framework is only the most recent iteration of the 

investigator's study domain plan. 

Waller (2017) asserts that a useful tool for summarising research procedures and findings is 

the development of conceptual frameworks for visualising the work. Researchers may 

discover opinions, connections, and results during their study that will be very helpful to those 

who will likely read their ultimate work. As a result, it is crucial that the researcher clearly 

illustrate and explain the ideas and potential connections. Using a graphical conceptual 

framework is an essential way to present results and linkages. A visual model known as a 

graphic conceptual framework aids readers in comprehending the purposes of concepts, 

constructions, themes, and techniques. In the same line of thinking, Horn (2014) emphasises 

that work visualisation has improved education. Additionally, it strengthens students' 

cognitive skills and develops their creative or imaginative ability, which speeds up the 

assimilation of knowledge. Horn went on to say that visual components are inextricably 

linked.  

3.2 Justification of the conceptual framework  

Small-owned family businesses face numerous complex challenges, including investment and 

business decision-making as well as intergenerational succession management, despite being 

acknowledged globally as the source of economic growth and the transfer of wealth and skills 

across generations (Dalpiaz et al., 2014). It is implied that the transition rate of small family-

owned businesses decreases with each generation, as only about 30% of them survive to be 

passed down to the next generation, 10% to the third, and 3% to the fourth (Walsh, 2011; 

Poza, 2010; Fin Week, 2012). As a result, the main issue family-owned businesses face is the 
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owners' incapacity to handle the transgenerational transition well. This signifies a loss of 

expertise and wealth transfer, and if left unaddressed, it will cause the economy to slow 

down. There is little information on the effectiveness of succession in family-owned 

businesses in London, despite the fact that a sizable number of researchers have examined 

the influencing factors of family business succession in various countries (e.g., Morris et al., 

1996; Mustakallio, 2002; Venter et al., 2005; Prior, 2012; Hania, 2012; Dyck et al., 2002; Aloya 

et al., 2016; Fahed and Maalouf, 2016; Kumar, 2018). Because there is a growing desire to 

expand research to unexplored countries in order to compare findings, the goal of the current 

study is to examine the factors that influence effective succession and determine whether 

the conclusions of studies conducted in other countries regarding succession effectiveness in 

family-owned businesses are implemented in London, United Kingdom (Yin, 2014; Klein et al., 

2022; Astrachan, 2022; Smyrnios et al., 2023). 

Based on the literature review, it appears that there is no conceptual framework that presents 

a thorough analysis of the elements that influence effective succession, obstacles, and 

succession planning strategies used in the London, UK setting. Designing a conceptual 

framework that will aid in comprehending how family firms may more effectively withstand 

transgenerational ownership challenges is therefore necessary. (Donthu et al., 2021; Toska et 

al., 2021; Yang et al., 2022). In order to close this gap, the researcher will incorporate 

elements that support and obstruct successful succession, together with essential succession 

planning techniques, to create a workable framework. Framework, in the opinion of Ravitch 

and Riggan (2016), is crucial for outlining and illuminating important relationships, 

characteristics, and patterns found during the study. Colin (2012) asserts that a conceptual 

framework improves people's comprehension of a research study.  

3.3 Proposed Framework 

The first section focuses on the influencing factors, which include things like succession 

planning, the successor's interest, the children's early involvement, experience outside of the 

family business, formal and informal education, communication, funding sources, necessary 

skills, positive relationships, transparency, and the use of family experts or consultants. The 

framework's second section outlines the obstacles to successful succession planning in family-

owned businesses. Among these are a lack of education, physical fitness, fear of losing one's 
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identity, a spouse's unwillingness to accept change, a lack of business acumen, a lack of 

interest from the successor, a lack of support from the female spouse, concerns about gender, 

a lack of children to take over, a lack of communication, and a lack of structural agreement. 

The third and last section deals with succession planning procedures, which include supplying 

the necessary resources (funds and human capital), setting clear goals, customising a 

progression plan, creating talent databases, and implementing a comprehensive appraisal 

system. 

3. The impact of game theory on succession effectiveness in family business 

In the context of family businesses, game theory is concerned with the connected and 

interdependent decision-making between the incumbent and the successor, who are seeking 

to enter a "game" known as the succession process (Lee and colleagues, 2003). It is not 

possible for a player to make independent decisions on this account. The decision to move 

forward in the succession process or not must be made by both the incumbent and the 

successor. A challenge to the succession process could arise, for instance, if the incumbent 

wants to give his son management of the company but the son is not interested in that line 

of work. Additionally, in a scenario where one position is available and two brothers want to 

succeed their father, These examples have demonstrated how the choices made by other 

players affect the results of any one player (Lee et al. 2014). Both are able to express to each 

other their individual preferences. The succession process can only be effectively advanced if 

both the incumbent and the successor agree to do so; if either of them holds back, the status 

quo persists. Osborne and Rubenstein developed the idea of game theory in 1994 to help 

decision-makers, such as business owners and their interactions, better comprehend family 

business management (Micheal-Tsabari and Welss, 2012). One could think of game theory as 

the foundation for research on succession. When considering succession from the perspective 

of game theory, each player is free to choose any strategy that suits them, taking into account 

the preferences of other players. Game theory's main goal is to simulate actions and forecast 

results based on exchanges between a family company owner as well as any potential 

successor. 

Succession researchers (e.g., Almeida and Wolfenson 2006; Blumentritt et al. 2013; Botero et 

al. 2022) suggest that the founder tends to want to stay in the driver's seat and tries to avoid 
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giving the successor all the information that is most important, while the successor tries to be 

open and honest with the founder. They start to disagree with each other as a result of this 

disparity, which experts refer to as "communication traps." As a result, the succession process 

produces uneven or disproportionate outcomes, with one person holding back while the 

other advances. Additionally, Blumentritt et al. and Botero et al. noted two categories of 

communication traps: The first communication trap arises when the heir thinks the founder 

(the incumbent) will take the lead in advancing the succession process, but the founder tries 

to hold back, causing conflict that shatters family harmony. In this situation, the founder's 

refusal to inform the heir of his plan to hold back prevents the succession process from 

moving forward. The family members now perceive the heir as being uncivil and impolite. The 

second communication trap arises when the successor chooses to hold back because they 

believe the founder (the incumbent) is conservative, yet the founder is forward-thinking and 

makes progress, leading to conflict and worry. The succession process would have proceeded 

if the successor had been informed of the incumbent's desire (Almeida and Wolfenson, 2012; 

Blumentritt et al., 2013; Botero et al., 2012). 

As a result, game theory emphasises how important it is for family business owners to 

communicate more effectively in order to achieve success. Also, family business founders and 

their heirs should make an effort to avoid the occurrence of traps in interpersonal 

interactions, ensuring that all parties involved benefit. If there are difficulties between the 

incumbent and the successor, they can communicate through intermediaries like consultants, 

advisers, or close family members. Family members will actively participate in the succession 

process through this channel, protecting the firm and the family against unfavourable 

consequences. 

Similar to this, game theory holds that for the two main players (the incumbent and the 

successor) to achieve the intended goal, there must be transparency and trust, and both 

players must be aware of the game's intention in order for everyone to benefit (Michael-

Tsabari and Weiss, 2015; Blumentrit et al., 2012; Bennett and Miles, 2011). Game theory 

suggests that if the incumbent shares their goal with their successor early on to cultivate their 

interest in the company, successful succession can be achieved in family businesses. This is 

consistent with the notion that successors need to be free to follow their own career goals or 
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take over the family business without being forced to join it (Farooqui and Niazi, 2016; 

Colman, 2013; Kelly, 2003). 

 

3.4 Summary 

A conceptual framework was created in this chapter to fill the research gap that the literature 

review had shown. The framework has helped family business owners gain a better 

understanding of the crucial elements of succession, such as the practices of succession 

planning used in the southeast region of London, obstacles to effective succession, and 

influencing factors of succession. The research methods used in this study are introduced and 

discussed in the following chapter, chapter four.  
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Chapter Four: Research Methodology  

4.1 Introduction  

The research philosophies and methodologies used to investigate the elements that promote 

successful succession in family-owned firms in London, UK, are discussed in this chapter. It 

lays out the study's chosen epistemological stance and gives a thorough description of the 

methodology. The chapter justifies the preference for qualitative research methods over 

quantitative ones and outlines the chosen research design as well as the methods used for 

data collection, analysis, and ethical considerations throughout the investigation. 

4.2 Epistemological Stances 

A research paradigm is seen as a philosophical structure that offers guidelines for carrying out 

scientific research (Collis and Hussey, 2009). New research paradigms have developed over 

time to aid in directing our comprehension of the best ways to gather, examine, and apply 

data on a topic of interest. What makes true knowledge and how might we gain it 

(epistemology), as well as what defines reality and how we can grasp existence? to alter 

people's perceptions, exposing the shortcomings of the earlier paradigms. Another research 

paradigm advanced as a result of the social sciences' progress (Johnson and Onwuegbuzie, 

2004). Three primary philosophical perspectives are used in business management research: 

positivism, interpretivism, and critical (Myers 1997; Klein and Myers 1999; Lee 1991; Myers). 

As stated by Candy (1989) and referenced by Kivunja and Kuyini (2017), there are three main 

taxonomies that can be used to classify research paradigms: positivist, interpretivist, and 

critical paradigms. Despite the fact that Orlikowski and Baroudi (1991) made an effort to 

include post-positivism, a fourth philosophical paradigm, Selecting an appropriate research 

philosophy is crucial, as it allows the investigator to address the current research issues from 

multiple angles rather than just one (Baroudi, 1991). This contributes to the validation of the 

present study's findings, which ensures that there is no impact from the existence of a single 
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reality concerning the determining variables of effective succession but rather multiple (Oates 

2006). 

4.2.1 Positivist  

The goal of positivist research is to increase the phenomenon's predictive understanding by 

interpreting theory. Information system research was labelled as positivist by many 

academicians if findings supported prior assumptions, could be measured quantitatively, and 

could be applied to a sample of a given population. Since the quantitative research approach 

uses the overall result to relate properties to specific occurrences, it follows a logical path. 

However, scientists disagree that the positivist positions are impacted by the following three 

scientific methods: reductionism, repeatability, and refutation (Popper, 1963; Mintzberg, 

1979; Lincoln and Guba, 1985; Lee, 1991; Orlikowski and Baroudi, 1991; Easterby-Smith et al., 

2002; Johnson and Onwuegbuzie, 2004; Oates, 2006; Oates, 2006; Saunders et al., 2007). 

Different researchers have contended that this research paradigm has played a crucial role in 

the understanding of theory and hypothesis; however, a well-structured research design 

constrains the results and may overlook other significant findings (Popper 1963; Mintzberg 

1979; Hirschheim 1985; Klein and Lyytinen 1985; Collis and Hussey, 2009). 

4.2.2. Interpretivism  

The interpretivism study uses people's interpretations of phenomena to try and understand 

them better. The goal of an interpretivism approach in research is to offer insight into the 

boundaries of an information system, including the way in which the system influences and 

is influenced by its surroundings (Walsha, 1995). According to academics (e.g., Lee 1991; 

Orlikowski and Baroudi 1991; Walsham 1993; Myers 1997; Easterby-Smith et al. 2002; Myers 

and Avison 2002; Oates 2006; Ryan et al. (2007)), Collis and Hussey (2009) argued that 

everyone has a different sense of reality, adding that interpretivism emerged as a 

philosophical paradigm to cover up the shortcomings of positivism. As argued by researchers 

(e.g., Lee, 1991; Irani et al., 1999), in order to obtain insight into the analysis of the 

phenomenon, the interpretivism method might be used from the perspectives of respondents 

who are deeply concerned with that particular phenomenon. Because social reality is 

structured around people's perceptions of their own worlds, the interpretivism paradigm thus 

presupposes that social reality is not objective but rather highly subjective in human minds. 
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The core tenet of interpretivism is that there are various dimensions to social reality and that 

investigation shapes it. It is widely believed that social structure consists of shared meanings, 

language, and beliefs. It is possible to access and communicate reality to a group of people or 

to others through perception and comprehension. Research findings can be generalised to 

other similar viewpoints by using interpretivism, which allows scholars to apply and transfer 

qualitative data (Lee 1991; Orlikowski and Baroudi 1991; Walsham 1993; Myers 1997; 

Easterby-Smith et al. 2002; Myers and Avison 2002; Oates 2006; Ryan et al. 2007; Collis and 

Hussey, 2009). 

4.2.3 Critical (realism) paradigm 

According to the critical paradigm, social reality is generated and renewed by individuals and 

is shaped by tradition. While it is true that people can consciously choose to change their 

social and financial circumstances, critical scholars recognise that social, cultural, and control 

factors limit people's ability to do so. Public criticism, which limits and alienates the current 

circumstances, is thought to be the main function of critical study (Orlikowski and Baroudi, 

1991; Myers, 1997; Klein and Myers, 1999; Littlejohn, 2000; Myers and Avison, 2002; Oates, 

2006). 

The critical paradigm is frequently used philosophically to gain insight or understanding 

regarding focusing on the oppositions, disagreements, and inconsistencies in the modern 

world, even if it shares certain ideas with interpretivism. On the other hand, positivism and 

interpretivism focus on explaining or projecting the present state of affairs. The critical 

paradigm reshapes current circumstances by critiquing, assessing, and analysing changes in 

social reality. Therefore, the positivist and critical paradigms are inappropriate for this study; 

an interpretive approach is used in this investigation (Orlikowski and Baroudi, 1991; Myers, 

1997; Klein and Myers, 1999; Littlejohn, 2000; Myers and Avison, 2002; Oates, 2006). 

4.2.4. Justification for using an interpretive approach. 

Following a thorough evaluation by the researcher, the current study is based on 

interpretivism, whereby the researcher attempts to see the public sphere from the 

respondents' point of view and takes into account their perspective on the world (Edwards 

and Skinners 2009). According to Denzin and Lincoln (2003), the interpretivism approach 
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takes into account the perspectives of both researchers and respondents on reality in order 

to help the researcher clearly understand the significance of an action or make it more 

understandable so that it can be better explained to others (Edwards and Skinners 2009). 

When people communicate with the outside world in their surroundings, they create their 

own terms of reality (Orlikowski and Baroudi, 1991). Because the researcher was interested 

in seeing and learning about the opinions and perceptions of family-owned business owners 

regarding the factors that determine successful succession in their particular setting, the 

scholar decided to employ an interpretivism technique for this study. (Baroudi and Orlikowski, 

1991). 

Table 4.1 summarises the epistemology stances                                                          

                                                                 Epistemology stances 

Method Explanation References 

Positivist Quantitative data collection is the focus of 

positivist research, since they think reality is 

accurately defined. Official variable calculations, 

theory and hypothesis testing, and the pursuit of 

enhancing predictive understanding of a 

phenomenon employ quantitative data. 

Additionally, using precise and particular data to 

infer a phenomenon from the sample for a certain 

population  

(Yin, 2003; Straub et 

al., 2004; Orlikowski 

and Baroudi, 1991).  

 

Interpretivism The goal of interpretive research is to use the 

meanings that individuals have assigned to 

phenomena in order to describe, comprehend, 

and translate them. This method allows for a 

thorough understanding of the phenomenon in 

relation to its cultural and contextual background. 

Additionally, interpretive research facilitates the 

development of hypotheses and aims to produce 

qualitative evidence. 

(Yin, 2003; Walsham, 

1995; Edwards and 

Skinners, 2009). 
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Critical  Philosophically, critical research is used to focus 

on the disagreements, contradictions, and 

inconsistencies that exist in the modern world. 

The argument put up by academics is that the 

critical paradigm aims to examine, evaluate, 

critique, and alter social reality in order to alter 

the current circumstances. Academicians also 

think that social reality is a product of history. The 

limiting conditions of the current circumstances 

are revealed, with social critique being regarded 

as the primary responsibility. 

(Oates, 2006; Myers 

and Ovision 2002; 

Littlejohn, 2000).  

 

(Source: drawn from Straub et al., 2005) 

4.3. Research Type: Primary or Secondary 

4.3.1. Primary Research  

Primary research is defined as the type of research that enables the researcher to get 

unprocessed or original data (Gratton and Jones, 2010). Similarly, Brenes (2011) pointed out 

that primary research is carried out when a researcher wants to investigate a specific study 

phenomenon. Burke-Johnson et al. (2007) contend that if primary research is used in a study, 
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newly available data or information should be published in an existing magazine to benefit 

the general audience. This suggests that the researcher is heavily involved in the process of 

gathering and classifying data when conducting primary research. Researchers can obtain 

data independently through primary research, as opposed to relying on information gathered 

from earlier investigations. One advantage of primary research is that data obtained from 

first-hand sources would be accurate and authentic (Smith et al., 2002). 

4.3.2. Secondary Research 

The term "secondary research" refers to research that is conducted using pre-existing data. 

According to Manheim (2010), secondary research comprises compiling data that has been 

produced and published by previous researchers. Every piece of information needed is 

already available since secondary research saves time and money (Gabriel 2013). For some 

social research problems, secondary research enables the researcher to make use of data that 

has already been gathered by researchers. administrative records, official data, and so forth. 

But using secondary research has its drawbacks and difficulties. In order to answer their 

research questions, researchers must first locate information sources (Oates, 2006). 

Secondly, it should be possible for researchers to remember important details. Thirdly, the 

effectiveness of the data in meeting the quality requirements of the current study needs to 

be examined. 

4.3.3. Justification for Employing Primary Research in This Study. 

In light of the goals and purposes of the study, primary research has been determined to be 

the most appropriate approach. This is because it will give the researcher the chance to 

participate in the data collection and categorization process, leading to first-hand sources that 

are regarded as authentic and genuine, rather than relying on information gathered from 

earlier studies that may not precisely contain the information the researcher is looking for or 

address the researcher's direct questions (Smith et al., 2002). Additionally, the researcher 

would have the chance to see the respondents in their native habitat by employing primary 

research. This is in line with the findings of Britten et al. (2002), which emphasise that 

collecting data on respondents in their natural settings will yield precise and in-depth 

information. 
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4.4. Approach: deductive or inductive  

According to Patton's (1990) conclusions, the first step is to determine which approach will 

best yield the correct answers for the topic being studied. This is consistent with Gabriel's 

(2013) research, which emphasises that the main factor to be considered when selecting a 

research approach is the goal of the study and the methodology you believe is suitable to test 

a hypothesis, investigate newly emerging data in the field, or address particular research 

questions. However, it could be difficult to select an appropriate research methodology for 

the work that is being reviewed (Galliers, 1994; Smith et al., 2002; Myers and Avison, 2002; 

Saunders et al., 2007). Two main categories can be used to categorise research approaches: 

deductive and inductive. 

4.4.1. Deductive research approach  

Trochim (2006) asserts that the deductive method begins with the general and ends with the 

specific. Working from the top down—that is, starting with a theory and moving through 

hypotheses and facts to support or refute it—is made possible by deductive research 

reasoning (Creswell et al., 2007). Testing theory is the main goal of the deductive research 

approach, which is inappropriate for this kind of investigation. Deductive research 

methodology captures daily life, builds ideas, and specifies a variety of realities (Onwuegbuzie 

and Leech, 2005). 

4.4.2. Inductive research approach 

Drawing from Creswell et al. (2007), the inductive research approach develops wilder themes 

and produces a theory connecting the themes by starting from the bottom up and accepting 

the perspectives of the respondents. The goal of inductive research reasoning is to investigate 

novel phenomena or examine previously investigated phenomena from a different 

perspective (Nind, 2014). A further aspect of the inductive research approach is the 

generalisation of novel theories that emerge from the data. According to Gabriel (2013), 

research questions are always used in an inductive research approach to minimise generality. 

From the perspective of Thomas (2006), there are three primary reasons why an inductive 

approach should be taken into consideration: (a) condensing textual information into a clear 

pattern; (b) creating a connection between the research objectives, the summarised result, 
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and the explorations that started with the raw data; and (C) creating a structure or processes 

that are evident in the raw data. As stated by Brackett and Davison (2012), the purpose of 

selecting the induction research strategy is to offer a platform for research findings that stem 

from frequent, prevalent, or significant themes inherent in raw data, free from the constraints 

imposed by structured methodologies. When assessing qualitative data, using an inductive 

research approach yields accurate and trustworthy results (Nind, 2014). 

4.4.3. Reason for Adopting an Inductive Approach  

After an extensive review, inductive reasoning was chosen as the best technique to support 

data analysis in this project. This is because inductive reasoning aims to generalise new 

theories that emerge from data rather than testing existing theories (Creswell et al., 2007). 

By employing this strategy, the findings can come from the recurring, significant themes 

found in the unprocessed data without the need for a formal methodology. This contrasts 

with the deductive approach, where the main themes are typically altered or disregarded in 

order to get the desired result by imposing a prior theory on the evidence. The true impact of 

data on the phenomenon is described by the inductive approach (Nind, 2014). On the other 

hand, rather than using the data to support the conclusion, the description of the data may 

illuminate the phenomenon being studied. 

In addition, there are three main reasons to use the inductive technique. The first step is to 

combine various raw data sources into a summary. The second is to create a clear link 

between the research goals and the data's outcome, explain that link to others, and explain 

how that link will help the study achieve its goals. Third, develop a hypothesis that takes into 

account the experiences and procedures that the facts demonstrate. Because the inductive 

method was used for this study, understanding the phenomenon rather than formulating a 

hypothesis is the main objective (Creswell et al., 2007; Gabriel, 2013; Nind, 2014).  

4.5. Research Method 

4.5.1. Quantitative Research Method 

As mentioned by Polit and Beck (2012), a quantitative research approach has an objective 

tone and is focused on statistics, details, and quantifications. Polit and Beck continued by 

stating that a quantitative research technique is positivistic in nature, meaning that its 
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primary focus is on gathering firsthand facts related to social processes and their sources 

rather than emphasising the perspectives of individuals. McCusler and Gunaydin (2014) assert 

in a similar vein that a quantitative research approach uses experiments or questionnaires to 

collect statistical data; additionally, this kind of research approach is conducted in a more 

standardised environment, allowing the researcher to supervise research variables, settings, 

and research questions.The quantitative research method could be used to determine the 

relationship between factors and results (McCusler and Gunaydin, 2014). Creswell (2014) 

stated that a quantitative research approach seeks to shed light on a phenomenon by 

collecting statistical data that is assessed numerically using appropriate software. It also aims 

to gather information that is focused on obtaining a fair and accurate evaluation through 

numerical analysis to support a hypothesis. Rowley (2012) believes that the outcome of the 

quantitative technique is consistently predictable, generalised, and provides a cursory 

explanation. 

A controlled experiment that can be repeated and in which the outcome can be investigated 

by adjusting variables is one of the methods used to collect data for a quantitative research 

method. Another method is the random sampling of individuals who should be numerically 

represented in a population (Choy, 2014). A mean, standard deviation, and t-text 

computation may be included in a numerical evaluation of the data. The data is supported by 

an evaluation of the numbers (Creswell, 2014). A hypothesis, an explanation of the 

anticipated outcome, an association, or a potential development from the research question 

are all developed through quantitative research (Polit and Beck 2012). 

4.5.2 Mixed Methods Research  

Burke-Johnson et al. (2007) noted that mixed-methods research is an empirical study that 

combines qualitative and quantitative research techniques in order to achieve a deeper level 

of evidence and a wider scope. According to Creswell (2014), mixed-methods research 

enables the qualitative approach to incorporate open-ended data without predetermined 

answers, while the quantitative approach incorporates closed-ended data. According to 

Tashakkori and Teddlie (2010), pragmatic belief systems provide the basis of mixed research 

methodologies. According to Mugenda & Mugenda (2003), the idea that two methodologies 
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have defects and that employing both in a research study will serve to offset the weaknesses 

of the other is the source of mixed research approaches. 

In comparison to applying one method, applying both quantitative and qualitative research 

methodologies will yield higher levels of understanding (Creswell and Plano-Clark, 2011). 

Furthermore, a researcher collects and analyses data that is both quantitative and qualitative. 

This data can be gathered serially, concurrently, or in some other manner. The type of 

investigation and the researcher's philosophical stance will determine how thoroughly the 

data from both methods is incorporated. 

4.5.3. Qualitative Research Methods  

Shahid and Khan (2014) believe that social sciences and education are the places where the 

qualitative research approach first emerged. Along these same lines, Choy (2014) argues that 

a qualitative research methodology takes social life into account, emphasising that the 

qualitative research method is used when the phenomenon is not well understood and there 

is a significant need to investigate the matter in depth. Respondents are typically asked for 

detailed information, which is then assessed in an effort to pinpoint the problem and address 

it completely. According to Khan (2014), qualitative research is a methodical and subjective 

way to emphasise and explain ordinary real-life stories and give them meaning or significance. 

Khan (2014) claims that qualitative research is a methodical, subjective methodology that 

emphasises, elucidates, and provides meaning to everyday real-life stories. 

Following Rowley’s (2012) opinion, a qualitative research method is the kind of methodology 

that enables the researcher to thoroughly examine ideas, concepts, and experiences. 

According to Merrian and Tisdell (2015), a qualitative research approach provides a 

comprehensive perspective on the phenomenon being studied, is adaptable and adjusted to 

the most recent information based on the data obtained, and allows the researcher to be 

deeply rooted throughout the investigation without bias. Yilmaz (2013) claims that the 

researcher's job is to gain a thorough understanding of the phenomenon from the perspective 

of the respondents while attempting to address the how, what, and why questions related to 

qualitative research, as opposed to responding to the how much or how many questions 

related to quantitative research. 
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Yin (2014) emphasises that a qualitative research method, as opposed to a quantitative one, 

can be used to assess the quality of something. Creswell (2014) asserts that any researcher 

using a qualitative research technique has gathered open-ended data, which is subsequently 

employed for the development of themes, highlighting the fact that the qualitative method 

allows researchers to carry out exploratory studies. Using a qualitative research methodology 

to investigate and gather data reveals that there is not much written about the respondents 

or the subject being studied. In addition, Creswell went on to say that a qualitative research 

approach is carried out in real-world settings utilising a variety of techniques that involve 

interactions, open-minded empirical data rather than prefabricated data, and are primarily 

interpretive to increase the likelihood of understanding the phenomenon. 

4.5.4. Justification for applying the qualitative research method. 

Given the exploratory character of this research, a qualitative approach will be used. 

According to De Massis et al. (2012), family business scholars should think about using a 

qualitative research strategy because it is a suitable way for examining complicated problems. 

This is because family business is a complex phenomenon. This is in line with the findings of 

Descombe's (2014) research, which emphasises that a qualitative research approach was 

developed specifically to address complex situations. This kind of research focuses on 

problems related to intergenerational transitions in family businesses. 

In the same line of philosophy, Corte (2019) asserts that the qualitative research method will 

give an impression of the world that is more realistic than what can be obtained from the 

statistics and numerical representation used in quantitative research. The qualitative 

research approach is the most appropriate one to use for this study because it will give 

respondents plenty of opportunity to express their feelings, thoughts, and frames of 

reference, as well as to relate their experiences—things that the quantitative research 

approach cannot gather.  

4.6 Research Design  

Research design, as stressed by Stavrou (2015), is the framework for research that binds all 

of its constituent parts together. Stated differently, it is regarded as the planned research 

work procedure. This is consistent with the study conducted by Jahoda et al. (2010), which 
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argues that a research design is the framework of requirements that balances the significance 

of the research goal with economy and procedure. Kothari (2020) defined research design as 

a method to obtain secure search questions and control variance. In line with this definition, 

Wright’s et al. (2016) see research design as the entire strategy employed to conduct a study 

that describes a succinct and rational strategy to handle the developed research question. 

Manheim (2010) contends that a study design demonstrates logical justification for the 

innumerable decisions related to carrying out data collection, processing, and evaluation. In 

addition to planning and outlining these decision(s) through the collection, analysis, 

justification, and debate of data, The techniques incorporated into the study design are 

contingent upon the researcher's position about their belief in reality (think epistemology) 

and knowledge (think ontology), which is always shaped by the academic domains the 

researcher works in. 

Research design, according to Creswell and Clark (2007), is the procedure used in research 

projects for obtaining, assessing, elucidating, analysing, and debating data. It is the standard 

approach to connecting pertinent empirical research to conceptual research challenges. On 

the other hand, De Vans (2020) believes that a research design is the overall strategy that a 

researcher selects to integrate the different components of the study in a clear and rational 

way, guaranteeing that the research question is appropriately and effectively addressed. It 

also serves as the general framework for data collection, interpretation, analysis, and 

discussion. Creswell (2009) believe that the chosen study paradigm has an impact on the 

research design.  

4.7 Types of Research Design 

4.7.1 Explanatory research design 

As indicated by Brinkmann (2014), explanatory research design is a research methodology 

that concentrates on identifying more comprehensive evidence in an area with little 

information. This kind of study design is used by researchers to give a thorough understanding 

of their work at the beginning of their task. The "why" question is frequently the first one 

asked in this kind of study design. According to Fraley et al. (2000), the goal of an explanatory 

research design is to explain why specific phenomena behave the way they do. From the point 
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of view of Kvale (2007), explanatory research design is used to identify research projects that 

address the "why question," noting that it attempts to make connections between disparate 

points of view in order to comprehend cause-and-effect relationships. On the other hand, 

explanatory research design is appropriate to be employed when the researcher wishes to 

explain why a specific phenomenon occurs, according to McLeod (2019), who also argues that 

explanatory research design assesses certain issues and specifies the way of relationships 

among components. This supports the viewpoint of Almarri and Gardiner's (2014) study, 

which emphasises the use of an explanatory research methodology to aid in predicting the 

fundamental cause of a phenomenon and its future occurrence. 

4.7.2 Descriptive research design 

Descriptive study design is described by many scholars (e.g., Ethridge, 2004; Fox and Bayat, 

2007; Sharma, 1997) as the methodical and exact facts and qualities of a given group or 

domain of interest. Conversely, researchers (e.g., Dumas et al. 1995; Dickinson 2000; Fang et 

al.) assert that descriptive research design is concerned with offering a genuine 

representation or description of the characteristics of a particular individual, problem, or 

population; this design allows for the identification of various meanings, the explanation of 

what is present, the determination of the rate at which something occurs, and/or the 

classification of data. This perspective backs up the research of (e.g., Harvey and Evans, 1995; 

Dalpiaz et al., 2014), emphasising that the descriptive study design captures the 

characteristics of people, problems, or groups as well as the frequency at which particular 

phenomena occur. On the contrary, other scholars (e.g., Barrett 2014; Zahra et al. 2008; 

Kaunda and Nkhoma, 2013) contended that the goal of descriptive study design is to 

determine the relationship between selected variables. 

A descriptive study design, based on the stance of researchers (e.g., Davis et al., 2010; Kaunda 

and Nkhoma, 2013), addresses current problems. Irani (2009) argues that collective 

definitions of descriptive research design have painted a clearer picture of its principles than 

any one of them could have done on its own. This is because the foundation of this research 

design is the exact and systematic explanation of a phenomenon or a person. Tracy (2012), 

however, claims that a descriptive research design aims to both investigate and describe while 

providing additional insight into the topic under study. Tracy emphasises that a descriptive 
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research design aims to elucidate the situation in greater detail, fill in any gaps, and broaden 

people's perspectives. This is consistent with Hernandez's (2008) opinion, which emphasises 

that descriptive research design is defined as the act of looking into and analysing a gloomy 

situation in order to gain a deeper understanding. 

4.7.3 Exploratory research design 

The goal of exploratory research is to get a deeper understanding of an issue by analysing 

phenomena that have not been thoroughly studied (Cavana et al., 2001; Marshall and 

Rossman, 2006). This is in line with Phillips and Pugh's (2000) assertion, which stresses that 

exploratory research provides in-depth knowledge and justification. Based on Dunemann and 

Barrett's (2004) study, exploratory research looks into phenomena that have not been studied 

before. This view underpins the standpoint of Klein and Smyrnios (2005), who pointed out 

that an exploratory research design looks at a phenomenon that has not been well studied 

and that the nature of the phenomenon being studied has prevented the researcher from 

changing the variable. Kraizy (2013) believes that exploratory research design is used when 

there has been little to no prior study to predict a result with the goal of improving knowledge 

and providing a solid understanding for additional exploration. Exploratory research designs 

are always used to get insight into the best course of action for pursuing a phenomenon's 

exploration or the approach that might be used for gathering data related to the problem 

being studied (Phillips and Pugh, 2000). But according to Garg and Weele (2012), exploratory 

research occasionally concentrates on unidentified problems and attempts to address them 

in order to give future research efforts some direction. 

4.7.4 Justification for choosing an exploratory research design.  

Because there are few studies about the influencing elements of efficient succession in family-

owned businesses in London, UK, exploratory research is thought to be appropriate for this 

particular study. Consequently, the researcher thinks that using this approach will give family 

business owners further insight into the influencing elements that can enable them to 

effectively pass their company down to the following generation. The researcher's stance on 

choosing exploratory research aligns with that of Bostley (2019), who emphasises the 

necessity for researchers to choose their preferred research design in line with the type of 

study to be conducted rather than choosing at random without a compelling reason. 
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      Table 4.2 below summarised the types of qualitative research design. 

 Research 

Dimension  

              Description                References  

1 Explanatory  The goal of explanatory research 

design is to explain why a specific 

phenomenon operates in the way 

that it does, while also describing 

causation.  

(Fraley et al., 2000; 

Brinkmann, 2014; Kvale, 

2007; McLeod, 2019; 

Almarri and Gardiner, 

2014). 

2 Expository   An authentic representation or 

description of the characteristics of a 

particular person, problem, or 

population is the main goal of 

descriptive study design; it allows for 

the identification of various 

meanings, the explanation of what is 

known, the determination of the 

frequency at which something 

occurs, and/or classification. 

Ethridge, 2004; Fox and 

(Bayat, 2007; Sharma, 1997; 

Dumas et al., 1995; 

Dickinson, 2000; Fang et al., 

2015; Stavrou, 1995; 

Dalpiaz et al., 2014; Harvey 

and Evans, 1995; Barrett, 

2014; Zahra et al., 2008; 

Kaunda and Nkhoma, 2013; 

Tracy, 2012). 

3 Exploratory The objective of exploratory research 

is to gain deeper understanding of an 

issue by investigating phenomena 

that have not been thoroughly or 

very thoroughly studied. 

 

The objective of exploratory 

research is to gain deeper 

understanding of an issue 

by investigating 

phenomena that have not 

been thoroughly or very 

thoroughly studied. 
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Research design for influencing factors of succession effectiveness in the UK family 

business. 

  

Figure 4.2: Research Design 
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4.8 Research Strategy  

As accented by Cooper and Schindler (2006), a research strategy is a planned sequence of 

actions that provide the researcher with direction and enable them to do research in a 

methodical way. Academic research relies heavily on selecting the appropriate study 

approach, according to scholars. Research strategy establishes both the overall course and 

methodology of an academic investigation. Furthermore, research strategy provides the 

researcher with a general framework for addressing the study questions (Bryman, 2008; 

Saunders et al., 2009; Remenyi et al., 2003). 

4.8.1. Phenomenology Research  

Though this methodology opposes first-hand generalisations, phenomenology research is 

enthusiastic to gather people's experiences based on their viewpoint while uncovering 

underlying meanings related to those experiences (Van Manen, 2016). In a similar vein, 

Donalek (2004) has observed that phenomenological research takes into account individuals' 

experiences through the explanations provided by the participants. We refer to these 

encounters as "live experiences." Explaining the significance of experiences for each person 

is the primary goal of a phenomenology study. Because of its restriction on empirical 

generalisation, phenomenology research design would not be appropriate for this study 

(Donalek, 2004). 

4.8.2. Grounded Theory  

As stated by Khan (2014), the purpose of grounded theory is to shed light on a phenomenon. 

According to Tie et al. (2021), grounded theory is primarily concerned with creating theories 

based on facts. They further state that interviews and pre-existing evidence are the main 

sources of data used in the development of grounded theories. This is in line with the 

viewpoint of Jacelon and O'Dell (2005), who emphasise that grounded theory is used to collect 

data in order to further develop a theory. Conversely, Jacelon and O'Dell (2005) assert that 

grounded theory can be employed to raise awareness in order to assist patients in learning 

about new health challenges. Jacelon and O'Dell further indicated that grounded theory 

would have been used in the research if the researcher's goal had been to shed light on a 

phenomenon. 
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4.8.3. Case Study Research  

A case study, as believed by Yin (2014), is an evidence-based research project that focuses on 

examining a contemporary phenomenon in the context of real-world events, especially when 

the lines between the phenomenon and context are blurry. Yin points out that if someone 

consciously wants to examine contextual circumstances, case study research ought to be 

used. This lends credence to Mitchell's (1983) assertion that a case study research design 

entails a thorough examination of a phenomenon or series of connected events in which the 

researcher explains how certain recognised mainstream theoretical philosophies operate. 

According to Gem et al. (2000), case study research refers to the type of study that carefully 

looks at a small number of cases. 

Both Yin (2014) and Stoecker (1991) concur that a case study is a design rather than a 

particular technique. Stake (2000), on the other hand, feels that a case study should be seen 

as a choice of what a researcher wants to investigate rather than a choice of approach. Yin 

(2014) believes that a case study research method should not be confused with a qualitative 

research strategy. Contrary to Yin's (2014) assertion, Gomm et al. (2000) contend that the 

primary focus of a case study is the collection and qualitative interpretation of unstructured 

data. 

However, many case study researchers assert that a case study can be utilised in qualitative 

as well as quantitative ways (Yin, 2014; Stake, 2013; Svenonius, 2016). Svenonius (2016) 

argues that researchers examine different outcomes of routine processes as suggested by 

theories based on unique settings with the aid of case studies. Ragin (1992) noted that there 

is no agreement among academics in the social sciences about what constitutes a case 

because case studies rarely define what is intended by a case. Ragin continued, stating that 

in a typical variable-oriented and comparative study, data is gathered on particular variables 

with interest in the study process describing the correlation among these variables. 

Researchers then describe the situation in a way that allows for the for the investigation of 

multiple cases. However, since case studies are overused and provide a weak foundation for 

generalisation, they would not be the best choice for this research (Yin, 2014). 
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4.8.4. Ethnography Research Strategy  

The purpose of ethnographic research design is to study a people's way of life by going to 

their natural surroundings (Austin, 2018). According to Crookes et al. (2016), an ethnographic 

study is the kind that enables researchers to become fully immersed in the respondents they 

are studying, to watch their behavioural patterns, and to gain a thorough understanding of 

the phenomenon they are studying. 

4.8.5. Justification for Employing Ethnography  

The researcher will use ethnography because it allows for transparency in the data gathering 

process and gives the chance to use in-depth interviews that exemplify ethnography to 

investigate family business owners in their natural setting. According to Britten et al. (2002), 

ethnography is a qualitative method that focuses on providing a detailed description of a 

population, highlighting the fact that ethnography is a fantastic chance for ethnographers 

who are attempting to understand people's beliefs and behaviours. According to Hammersley 

and Atkinson (1995), ethnography is widely accepted and used in sociology. Hammersley and 

Atkinson continued to indicate that the purpose of ethnography is to characterise individuals 

in relation to one another, highlighting social and general lifestyles. 

Researching social relationships, ideas, behaviours, and perceptions occurring inside a group 

or establishment is thought to be a good fit for ethnography (Austin, 2018). This aligns with 

the viewpoint of Merdian and Hassett (2016), who emphasise that by immersing people in 

their natural environments, the ethnographic approach can capture information about 

people's opinions, way of life, and experiences. Since the goal of this study is to investigate 

respondents' perceptions of the characteristics that influence good succession, which 

necessitates meeting respondents in their natural settings, ethnography is deemed 

appropriate. 

 

Table 4.3 below summarised the research strategy.  

 Research strategy Description 
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1 Phenomenology  Though this design opposes first-hand generalisations, 

phenomenology is willing to gather people's 

experiences based on their viewpoint and identify 

underlying meanings because of those experiences. 

2 Grounded theory The intention of grounded theory is to shed light on an 

occurrence. Grounded theory is based on the premise 

that Tie et al. (2021) focus on creating theory from facts. 

3 Case study A case study is an evidence-based research project that 

focuses on examining a contemporary phenomenon in 

the context of real-world events, especially when the 

boundaries between the phenomenon and its context 

are blurry. 

4 Ethnography 

 

 

In order to collect data for ethnography, researchers 

visit respondents in their natural habitat and conduct in-

depth interviews or close observation. Rather than 

depending solely on surveys or interviews, an 

ethnographic research methodology enables the 

researcher to spend time immersed in the culture in 

order to gain a deeper understanding of it (Austin, 

2018). 

 

4.9  Sampling and respondents’ recruitment procedure  

According to Collins (2015), a distinctive study is often linked to the sampling process. As an 

illustration, purposeful sampling is linked to qualitative research designs, whereas random 

sampling is linked to quantitative research designs. According to researchers (e.g., Bengtsson 

2016; Teddlie and Yu 2007; Collins, 2015), a sampling approach necessitates that a researcher 

use a literature review that builds on prior research using a homogenous method to initiate 

issues, designs, and recommendations. It took a lot of time to find the respondents who would 

take part in this study because it was crucial to focus on small, family-owned businesses that 

met the requirements, due to the fact that official statistics about the number of family-

owned enterprises in London, UK, do not exist. Although there are several sampling strategies 
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that can be used for scholarly research, purposive and snowball sampling strategies were both 

employed in this study. 

The following procedures were followed in the selection and interview preparation processes: 

In order to locate intergenerational small family-owned enterprises, their antecedents, and 

biographical details, the researcher first employed a search engine. A few family-run 

businesses were located, and emails were sent to the potential respondents asking them to 

participate in the study; however, the potential participants did not answer. The researcher 

opted to send follow-up emails after two weeks had passed without hearing back, but this 

never yielded any fruit. In light of this, the researcher chose to use a purposive sample 

approach, which allowed him to visit a variety of establishments in search of knowledgeable 

and seasoned small family business owners who could provide in-depth details regarding the 

researcher's field of interest. This is in line with the research of Palinkas et al. (2015), which 

highlights the use of the purposeful sampling technique in qualitative studies to identify and 

select a sample of participants who, because of their background and expertise, would be 

able to provide comprehensive and essential information about the phenomenon being 

studied. 

Few participants who satisfied the recruitment requirements and had a track record of 

effective succession were discovered during this procedure. After being informed of the 

research's purpose, they agreed to participate in the study. The interviewees scheduled and 

decided on the meeting's date, time, and location. After business hours, the respondents and 

the researcher met at a prearranged, isolated place to conduct the interviews. Since 

respondents were guaranteed the privacy of their answers, the results were reported using 

numerical codes rather than names. They felt more at ease and encouraged to contribute 

their opinions and experiences about the phenomenon under inquiry after receiving this 

assurance. The researcher had a rare opportunity to obtain more in-depth knowledge in such 

an environment. 

The interviewers were informed by the researcher that participation in the study was entirely 

optional and that they might withdraw from it at any moment. The interview lasted between 

thirty and ninety minutes. The researcher used the snowball sampling technique, asking the 
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first participants to recommend more family business owners who could meet the selection 

criteria and provide the same information. Finding additional individuals who fit the selection 

criteria was made possible through this procedure. As a result, the first responders served as 

a conduit for contacting further potential respondents, which lessened the difficulty of finding 

qualified respondents and setting up the time and location of the interviews. Finding targeted 

respondents who had satisfied the selection criteria was made easier with the use of the 

snowball technique, which also saved time and money. After conducting 42 interviews, the 

researcher attained saturation, which indicates that no additional data were obtained. The 

researcher decided to stop conducting interviews at this point. 

4.10 Sampling size and population  

McLeod (2018) defines sampling as the small proportion of a population that chooses to 

participate in a particular study. From the perspective of Kerr et al. (2010), a population in an 

academic study is defined as a group of individuals or things that share similar characteristics. 

Without a doubt, the sample should reflect the characteristics of a certain population. In a 

similar spirit, Ali (2012) thinks that the term "sample" refers to the selection of elements 

(people or objects) for study involvement in which subjects or participants are identified as 

individuals. It is impossible for a researcher conducting academic research to speak with every 

member of a population in order to gather data. Instead, in order to gather data, researchers 

select and interview a representative group of individuals who are in the same class. Based 

on Gentiles et al.'s (2015) assertion, sampling is a particular information source that can be 

used to collect data in order to meet research goals. Palinkas et al. (2015) argue that sampling 

practices should align with the goals and underlying assumptions of the qualitative method. 

In the opinion of Yin (2014), achieving the study objectives may require two or more 

instances; nonetheless, the researcher's judgement or choice would serve as the criterion for 

selecting respondents. Kumar (2011) claims that sample size should not be a guiding factor 

for a researcher using only non-probability designs in qualitative research. Reaching 

saturation during the data gathering procedure determines the population density a 

researcher will speak with. 

Mason (2010) asserts that there have been numerous conversations about the appropriate 

sample size for qualitative research and notes that most researchers agree that the concept 
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of saturation should be taken into account when determining the appropriate sample size for 

a qualitative study. In a similar vein, Frances et al. (2010) contend that saturation is a crucial 

indicator of when the sample size is appropriate for the issue being studied—it signifies that 

all the data gathered has addressed every facet that must be included in order to fully 

understand the topic. As specified by O'Reilly and Parker (2013), who share this similar line of 

thinking, achieving the saturation threshold is an essential component of qualitative research 

that guarantees the validity and robustness of the data gathered. Saturation is thought to be 

important for sampling in strengthening and boosting the quality of research studies, despite 

the complexity and convolution surrounding the clear explanation of various forms of 

saturation and the fundamental principles, the lack of clarity in providing methodological 

guidelines on the implementation of the conception during data collection and analysis, and 

the difficulty in quantifying sampling (Charmaz 2006; Malterud et al. 2016; Sim et al. 2018; 

Constantiou et al. 2017; Kerr et al. 2010; Bryman 2012; Hennink et al., 2019). Given that 

general guidelines are rarely supported by data, the precise sample size needed to reach 

saturation in different qualitative approaches has not been well defined in the 

methodological literature (Carlsen and Glenton, 2011; Kerr et al., 2010; Bryman, 2012; 

Hennink et al., 2019). 

There are several methods used in academic research to gather data for qualitative studies, 

including focus groups, interviews, literature reviews, and observation. Different degrees of 

saturation would correspond with different research methodologies; however, the issues that 

need to be addressed include the number of interviews that should be done before reaching 

a saturation point or the number of respondents that should be interviewed, the number of 

focus group discussions that should be watched, and the number of participants in each focus 

group. Kuzel (1992) believes that if the researcher is concentrating on a homogeneous 

sample, 6–8 interviews ought to be sufficient. This is consistent with the opinion of Guest et 

al. (2006, p. 78), who suggest that a sample size of six interviews would be sufficient for the 

emergence of significant themes and insightful analysis. This reinforces the significance of 

utilising smaller sample sizes, particularly when implementing in-depth interviews. Lower 

sample sizes are preferable since the main goal is to build a larger understanding of the 

wisdom underlying the behaviour through the experiences, thoughts, and ideas of 

respondents rather than generalise from in-depth interviews. 
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However, Boddy (2016) contends that an 11-person sample size ought to be sufficient in a 

homogeneous population. This bolsters the argument put forth by Latham (2013), who noted 

that saturation typically happens at about 11 participants. In order to guarantee that 

saturation occurs, the researcher must proceed past the saturation point to ensure that no 

new significant concepts arise in the few interviews or observations that follow. Nevertheless, 

Crouch and McKenzie (2006) proposed that for the majority of qualitative investigations, 

including people who are homogeneous, a sample size of 15 will be adequate. This view 

underpins Roy et al.'s (2015) statement that 15–20 participants in a qualitative study will 

enable a researcher to establish and preserve a close working relationship and enhance 

"open" and "frank" information sharing. It will also assist in reducing the risks of validity and 

bias that come with qualitative research. Hammersley (2015) highlights that the issue is not 

with the quantity of respondents but rather with the source of the sample. The primary 

concern is whether there is sufficient data from the sample to fully address the ambiguity 

surrounding the topic of the study. The most important issue is that there should be enough 

interviews to support the researcher's claims and the summary being provided. 

Following the position of Baker and Edward (2012), a variety of factors, including saturation, 

the minimum requirements for sample sizes in qualitative studies, the theoretical 

underpinnings of the study, the population's heterogeneity, and the scope and magnitude of 

the research questions, influence the total number of interviews that should be sufficient. 

Researchers (e.g., Creswell, 2014; Guest et al., 2006; Roy et al., 2015) have recommended 

small sample sizes. However, other researchers (e.g., Roy et al., 2015; Malterud et al., 2016; 

Tran et al., 2017) think that larger sample sizes will allow for more thorough investigation, 

guaranteeing that various points of view are collected and enabling detailed information. For 

academic research to achieve saturation of theory, themes, codes, data, and meaning, a large 

enough sample size must be used (Morse, 2000). In a similar vein, Sandelowski (2001) 

proposed that the size of the qualitative sample should be sufficiently large to allow for the 

formation of new themes. Ritchie et al. (2003) advised against doing more than 50 interviews 

for studies utilising individual interviews in order to allow researchers to manage the 

convolution involved in analytical work. In line with this viewpoint, Britten (1995) observed 

that studies with large samples typically have 50–60 participants. Professionals in qualitative 

research hold the opinion that there is no simple way to determine "how many" sample sizes 
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are sufficient for qualitative research. As a result, the guidelines for appropriate sample sizes 

are inconsistent (Britten, 1995; Ritchie et al., 2003; Sandelowski, 2001). 

Therefore, in order to establish and preserve a strong relationship and enhance the "open" 

and "frank" exchange of information, the researcher employed 42 sample sizes in the current 

study. This lessened the risks of validity and bias that come with qualitative research. 

However, one of the research's weaknesses could be that it only used 42 sample sizes, which 

is a pretty small number. Family-run companies that had a history of smoothly transitioning 

were the focus. The researcher's choice of 42 sample sizes is in line with studies (Britten 1995; 

Ritchie et al. 2003; Sandelowski 2001; Baker and Edward 2012) that suggest 5–50 as adequate 

sample sizes for qualitative investigations. 

Table 4.4: Profile of the participants using fictitious or pseudonymous names. 

Resp. Businesses  Gender Sector Description  

R1 BACFS Male Retail 
Grocery store-selling African and 

Caribbean food 

R2 JPS Male Retail 
Grocery store-selling continental food 

items 

R3 WGP Male Hospitality Chicken restaurant and bar 

R4 KSN Male Hospitality Restaurant and bar 

R5 CBLAGFE Male Retail 
Selling and repairing wrist watches 

and cutting keys 

R6 SCS Female Retail 

Continental grocery supermarket: 

selling a variety of food and other 

items 

R7 CWCWP Male Retail   

R8 ACCLFFDW Male Retail 

Continental grocery store 
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R9 AGTCFS Male Retail 
Grocery store: selling different kinds 

of African and Caribbean food 

R10 MSACF Male Retail 
Grocery store, selling a variety of food 

stuff. 

R11 SHC Female Cosmetology Hair and cosmetics store 

R12 MSB Male Furniture store 
Selling beds, sofas, armchairs, and 

tables 

R13 HSHGAWBER Female Cosmetology Hair and cosmetics store Unisex 

R14 NLHBSU Male Retail Grocery store-selling food items 

R15 TBBS Male Furniture store 
Selling beds, sofas, electric rugs, and 

mirrors 

R16 SPSTD Female Retail Eastern European food store 

R17 CHRI Male Hospitality Restaurant and Bar 

R18 CDJP Male Cosmetology Wrist watches and jewellery store 

R19 PCJHBS Male Retail 
Fashion store, selling clothes, shoes, 

belts, vests, and others. 

R20 XPC Male Retail 
Grocery store: selling continental food 

items 

R21 HAB Male Retail Selling unisex wear 

R22 PHI Male Retail Selling home interiors 

R23 GDK Male Hospitality Kebabs, chicken, chips store, and bar 

R24 SPS Male Retail Perfume shop 

R25 MACS Male Retail Afro grocery store 

R26 BAFHTJ Male Fashion store Selling all kinds of unisex wear 

R27 CARRKBPCC Male Hospitality 
Rooster store: Periperi chicken, 

kebabs, and burgers. 

R28 WEDC Male Service Dry cleaning store 

R29 ZZZS Male Hospitality Restaurant and bar 



  

ONYEBUCHI ONUKWUGHA 90 

 

R30 SKCCCATA Male Retail 
Grocery store: selling African and 

Caribbean continental food 

R31 POA Male Retail Selling of meat and chickens 

R32 RCND Male Retail 
Grocery store: selling African and 

Caribbean food stuff 

R33 BGHA Male Retail Selling home interiors 

R34 KCSS Male Service Key cutting and shoe repairs 

R35 SALU Male Service Unisex hair salon 

R36 TGHA Male Retail Selling continental food items 

R37 FJKK Male Retail Grocery store: selling food items 

R38 PPAAJ Male Retail 
Supermarket store-selling continental 

items 

R39 RAJK Male Retail Electrical store 

R40 BAFF Male Retail Selling African and Caribbean food 

R41 AGTKL Male Hospitality Restaurant and bar 

R42 FTFGS Male Retail Grocery store-selling continental food 

4.11 Pilot Testing  

A tool used to evaluate an instrument prior to doing research is called a pilot test. It entails 

pre-testing a research methodology that involves gathering fresh data or testing a perspective 

on a hypothesis (Brace, 2004). This would help to enhance the possibility of success in the 

main research. In light of this, pilot testing is used to guarantee that study methodologies are 

reliable and sound (Saunders et al., 2003). In order to make sure the questions are precise, 

unambiguous, and address the goals and research questions, a pilot test of the study was 

conducted among three family-owned firms that were selected at random to participate 

(Brace 2004; Saunders et al. 2003; Lewis-Beck et al. 2004). However, the data gathered did 

not include the results of the pilot study that was carried out. 

4.12 Interview protocol  

According to Ritchie et al. (2014), an interview protocol is seen as a tool that details all of the 

procedures and stages involved in data collection. This is in line with Kornbluh's (2015) view, 
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which states that an interview protocol serves as a tool for outlining policies and guidelines 

pertaining to data collection. Kornbluh also mentioned that it highlights the questions being 

considered, explains the subject matter to be examined, and identifies the essential 

information required for the interview. Collins and Cooper (2016) believe that the set of 

questions that must be used throughout an interview is thought to constitute the primary 

interview protocol. 

Conversely, Bell (2014) notes that the interview protocol is essential for the researcher to 

facilitate the interview process, as well as for the acknowledgment of the respondents' rights, 

the interview guidelines, and a timeline. Josselson (2013) asserts that a script intended for 

pre-interview research should be included in the interview process. Similarly, Tracy (2013) 

assumes that factual questions are necessary for interviewees to reply to "what" and "how" 

questions that promote conversation, narrative, and follow-ups to key non-verbal and vocal 

cues that direct the interview. The purpose is to collect relevant data that will help address 

the study question and goals. As a result, in order to provide guidelines for how data should 

be obtained, the researcher in this study must develop an interview protocol guide prior to 

the data collection phase.  

The researcher followed the guidelines in the interview protocol guide by first obtaining 

ethical approval from the University Ethics Committee and then obtaining a letter of support 

for the fieldwork. The researcher then made the decision to carry out a pilot study in order to 

evaluate the instrument prior to carrying out the primary investigation. For the pilot study, 

three family company owners were selected at random. As previously stated, the data 

gathered for this study did not include the results of the pilot study. Following the pilot study, 

the questions were improved for precision. 

4.13 Data Collection Technique    

In this study, the interview technique was used since it helped the researcher understand the 

meaning of the interviewees' statements. Due to its adaptability and ability to be utilised to 

modify situations for each individual, this technique is prevalent in the majority of qualitative 

data gathering (Burns, 2000; McNamea, 1991). This is in line with the perspective of Gillham 

(2005), who emphasises the value of interviews in gathering the narrative of a respondent's 

experiences and providing a wealth of opportunities for the researcher to obtain in-depth 
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information about the subject of study. The researcher used in-person, semi-structured 

interviews with open-ended questions for this study. This method was thought to be suitable 

for the study since it allowed participants to elaborate on their experiences and highlight any 

elements they felt were significant, which allowed the researcher to fully understand the 

subjects of the study. Gomez (2014) indicates that a significant proportion of research 

projects have incorporated semi-structured interviews due to their appropriateness for their 

purpose. This approach is entirely conversational and allows for opportunities to get 

comprehensive information from the participants. In a similar vein, Nalzaro (2012) contends 

that additional questions to confirm and clarify data are useful in preserving the study's focus 

throughout semi-structured interviews. Silverman (2016) holds the view that communication 

can occur verbally or nonverbally during an interview. This is in accordance with the position 

of Onwuegbuzie and Byers (2014) that 93% of human communication occurs vocally, with 

nonverbal communication accounting for the remaining 7%.  

Overall interview guide method: This provides plenty of opportunities to get the same 

general information from each reply. Compared to the well-known strategy, this one places 

more focus on gathering information from respondents by allowing them some degree of 

liberty and flexibility. 

Regularised, open-ended interview—This would improve the speed of the interview and 

sample for analysis because the researcher would ask identical open-ended questions to each 

respondent. 

Closed, fixed-response interview: With this interview format, each respondent can ask the 

same question and choose their response from the same list of options (Naoum, 1999; 

Stewart and Cash, 2006). 

4.14 Fieldwork Research Procedures  

The definition of fieldwork in social studies is the process by which a researcher attempts to 

enter the realm of meanings and participate in the customs and ethical rules of the host 

society. The methods and strategies used in field research vary depending on the subject 

matter. It is expected that the researcher will be prepared with a system and plan in place to 

handle unforeseen events and circumstances. For instance, a respondent may express 
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disinterest in continuing the interview, crucial materials that are difficult to evaluate, or 

political or administrative reasons for omitting information that must be obtained (Remenyi 

et al., 1998; Yin, 2014). 

The process of fieldwork research is stated below:  

Selecting the appropriate companies and determining who ought to be present during the 

interview: The interviews were concentrated on family business owners who operate in the 

southeast region of London and have a history of successful business successions. Participants 

in the study were chosen from among the respondents who satisfied the selection criteria. 

They were informed of the purpose of the study and given a consent form to sign. To confirm 

the data validation of the study, the same set of questions were asked of each interviewee, 

along with their demographic background. 

• To determine the best method for gathering data. There were in-person interviews 

conducted. 

• In order to guarantee that sufficient resources were available for the fieldwork, the 

researcher ensured that audio recording equipment could be used to capture the 

thoughts of the respondents. Writing equipment, including a notepad and pen, was 

given by the researcher to the participants so they could record pertinent information 

while seeking answers to specific questions. 

• Creating a schedule for interviews: Interviews were scheduled in advance by the 

researcher. The respondents scheduled and decided on the meeting's date, time, and 

location. In London, the interviews took place outside of regular work hours. That 

being said, due to other important commitments, dates and times were changed at 

the respondents' request. However, the researcher managed to find a way around this 

and prepared time slots for rescheduling appointments. 

In order to disclose the results, numerical codes were used in place of names after the 

researcher ensured the confidentiality of the respondents. They felt more at ease and 

encouraged to contribute their opinions and experiences about the phenomenon under 

inquiry after receiving this assurance. The researcher had a rare opportunity to obtain more 

in-depth knowledge in such an environment. The researcher started the interview by asking 
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the respondents about their knowledge of succession before delving deeper into the 

questions. The main idea behind this was to make the interviewees feel at ease during the 

entire procedure. 
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4.16. Research reflexivity 

To be able to decrease transition failures, this study looked at the variables that affect 

successful succession in family-owned firms as well as the succession planning strategies used 

by family business owners in London, UK, to ensure smooth generational transitions. In my 

university circles, starting this doctorate journey had been the greatest hurdle. Discipline, 

integrity, and dedication were the cornerstones of this research adventure, which served to 

lessen bias and prejudiced opinions. As mentioned by Podsakoff et al. (2012), a researcher 

using different patterns of responses is likely to utilise similar responses due to similar item 

formation or language, which could lead to process prejudices. Process biases may affect the 

validity and reliability of research. According to Podsakoff et al. (2012), obtaining data from 

several sources can help reduce bias. Belmont's (2018) work has made a significant 

contribution to improving validity and reducing bias. According to Mohamad et al. (2015), 

such approaches have the understanding that validity is comprised of three groups: (i) criteria; 

(ii) content; and (iii) construct validity. Specific characteristics pertaining to succession 

efficacy and practices should be mentioned in the analysis of the data collected from the 

respondents regarding the research issue. As the interview process got underway, it was 

critical to acknowledge individual experiences. Furthermore, the preparatory process offered 

a foundation for examining the research expectations, which was crucial in acknowledging 

personal biases during the PhD process. 

Choosing an appropriate analytical tool for the study would require planning and 

organisation. An inductive technique was followed by the use of a qualitative research 

methodology. It was essential to document and describe answers as they happened during 

the data gathering process, instead of waiting until afterwards. Even though the data 

collection method would reveal its insights only gradually, it was imperative to record every 

statement made in order to avoid overlooking anything that might be important for the study. 

Premediated knowledge of the subject would be advantageous in that it might help lessen 
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preconceived notions about the respondents or the interpretation of the results (Bengsson 

2016). Austin (2018) referenced Lincoln and Guba (1985) as saying that member-checking by 

respondents seemed essential to guaranteeing their intended meanings. Overall, it was an 

intriguing trip that was worthwhile despite all of the challenges we faced. After completing 

this curriculum successfully, I now have the necessary credentials to work as a competent 

business and management leader. 

4.17. Ethical Considerations  

Human subjects are the topic of ethical principles in academic research, which direct the 

researcher to assure participant protection (Gregory, 2003). According to Newman (2011), 

the researcher is the one who starts and ends the ethical issue. Punch (1998) stated that 

ethical conundrums should be taken into account in both quantitative and qualitative 

research, but that ethical issues are more important in qualitative studies as the nature of the 

qualitative research approach always involves interfering with respondents' personal lives. 

As noted by Newman (2011), the researcher is held responsible for research ethics in light of 

this. Furthermore, Newman highlights that even in cases where research participants are 

unaware of or uninterested in ethical matters, it is ethically required of individual researchers 

to conduct their work with integrity. The researcher is the one who is aware of the potential 

benefits and drawbacks of a continuous research endeavour throughout the entire process. 

The researcher must inform the respondents of all the benefits and drawbacks that could 

apply to them during the data gathering process (Punch, 1998). Obtaining respondents' 

consent before speaking with them, avoiding disclosing potentially harmful information that 

concerns people and is intended only for research purposes, and causing needless harm to 

respondents are a few common ethical concerns in research that are forbidden. These are 

minor standards that depend on interpretation. What does "inessential" mean, for instance, 

in a given situation? The University of Wales Trinity Saint David (UWTSD) Institution Review 

Board (IRB), the University research ethics committee, and other institutions where access to 

respondents would be sorted prior to the field work granted initial ethical permission in 

accordance with ethical guidelines in line with research of this nature. This ensured 

compliance with the ethical standards for the protection of human participants in research. 
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Additionally, when interacting with the human subjects of this research, three ethical 

principles were followed: beneficence, justice, and respect. 

4. 18 respondents: invitation and recruitment  

The researcher ensured that there was no harm done to the study participants. Every 

respondent received a letter encouraging them to take part in the research via email. The 

invitation letter included an explanation of the purpose and aim of the research as well as the 

consent form that participants needed to read and sign. Participants were given the 

opportunity to voice their concerns or ask questions about the study if anything wasn't 

obvious or if they would want more information. 

Data analysis was divided into three main phases, in line with other research (Garcia and 

Walter, 2011; Guest et al., 2012, for example). First, the researcher conducted English-

language interviews and transcribed the results. Second, thematic analysis was used to 

examine the transcriptions in order to identify popular and interesting debate topics. Thirdly, 

the researcher manually categorised the interviews in order to make it easier to identify and 

explore topics and categories in an effort to find the greatest fit (Garcia and Walter, 2011). In 

the first stage of data analysis, each category was assigned a word or phrase, which allowed 

the data to be grouped into broad themes. At the second stage, known as axial coding, data 

were reassembled using themes that connected them in a novel way. The initial draft of the 

findings had been shown to twenty-one (21) of the participants to authenticate the 

correctness of their opinions and quotes. The purpose of authentication was to confirm the 

transcripts and uphold research ethics by allowing the participants to check their comments. 
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Chapter Five:  Data Analysis and Research Finding 

 

 5.1. Introduction 

The data analysis and study findings presentation are included in this chapter. When possible, 

tables, percentages, and graphs were used to clearly present the data that were gathered 

through interviews after they had been carefully evaluated. This study's main goal was to 

determine the variables that affect successful succession in family-owned enterprises. It also 

looked at the obstacles to successful succession as well as the methods of succession planning 

that are currently in place. Table 5.2 below lists the seven themes that surfaced together with 

thirty-one (38) sub-themes, with the headings for the themes and sub-themes determined 

from the data. The results sorted according to themes and sub-themes.  

5.2. Participants' Background  

The research participants were small family-run business owners with a proven track record 

of successful succession planning who were willing to share crucial information. They were 

based in London, UK. Age, gender, or cultural differences were never taken into account in 

the research. Furthermore, it never took into account the participants' varying political and 

religious beliefs, as indicated in table 5.1 below. Interviews were conducted with forty-two 

(42) individuals, of which four (4) were female and thirty-eight (38) were male. Transcripts of 

the respondents' answers were examined in order to obtain a greater understanding of the 

primary elements that facilitate successful succession. 
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Table 5.1 contains respondents’ demographic information.  

Demographics Gender Frequency Percentage (%) 

 

Gender 

 

Male 38 90 

Female 4 10 

Total 42  100 

 

 

Age group 

20-35 12 28.6 

36-60 23 54.7 

60 and above 7 16.7 

Total 42 100 

 

 

Level of education 

Primary 2 4.7 

Secondary 9  21.5 

College/University 31 73.8 

Total 42 100 

 

 

Years of experience 

1-5 1 2.3 

6-10 5 11.9 

11 and above 36 85.8 

Total 42 100 

 

 

Ethnic Group 

Asian 18 42.8 

             African 8 19.5 

    White British 4 9.5 

   Caribbean 12 28.2 

 Total  42              100 
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According to Figure 5.1 above, of the total number of participants in the Southeast Region of 

London where the interviews were done, there were thirty-eight (38) male participants, or 

90% of the total, and four (4) female participants, or 10% of the total. This indicates that there 

are more male family business owners in the area than female family business owners. The 

primogeniture requirement may be the cause of the higher male presence. Scholars (e.g., 

Jimenez 2009; Ahrens et al., 2015) claimed that family-owned businesses are traditionally 

passed down to the first son of the family without consideration for other options, due to the 

ideology of the primogeniture criterion. It is customary to assume that daughters are 

incapable. Drawing from Haberman and Dances (2007), sons may not always be superior to 

daughters, and the first son may not always be the best choice. Therefore, management is 

not innate, even though ownership is. In light of this, ability rather than gender should be 

taken into consideration when choosing the heir. This supports Brockhaus's (2004) assertion 

that family discord can result from daughters not holding leadership positions in the family 

firm. The fact that foreign men of various nationalities make up the majority of London's 

population and account for a sizable share of family-owned businesses could be another 

factor contributing to the city's higher male population. 
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The data presented in Figure 5.2 above indicates that family-owned business owners in the 

36–60 age group comprise the largest proportion of participants (23) or 54.7% in that region. 

Participants in the 20–35 age group came in second with 28.6% of participants. There are, 

however, fewer family company owners operating in that location if one is 60 years of age or 

older. This suggests that the interviews covered a range of participant ages and provided a 

fair assessment of the topic being studied.  
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In order to gain more insight into business operations, thirty-one (31) of the participants, or 

73.8% of family-owned business owners operating in the south-eastern region of London 

(where the interview was held), attended college or university, based on the figure 5.3 above. 

Nine (9) of the participants, or 21% of the sample, attended secondary school, and only two 

(2) of the participants, or 4.7% of the sample, only completed primary school. The greater 

percentage of respondents who attended college or university, according to the researcher, 

may encourage efficient succession planning and provide respondents with a variety of skills 

and knowledge that will be useful for counseling and assisting businesses. Additionally, a 

higher percentage of respondents who had attended college or university would have 

indicated that they were competent to consistently answer questions about the effectiveness 

of succession planning in family-owned businesses. The culture of foreign nationals living in 

south-eastern London to educate their children to a college or university level before having 

them join the family business, which is supported, may also be another explanation for the 

higher percentage of respondents with college or university qualifications (Kaunda and 

Nkhome 2013). 
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Participants with over eleven (11) years of experience had the highest frequency of 36  at 

85.7%, as seen in Figure 5.4 above. Second place went to participants with six to ten years of 

experience, accounting for 11.9% of the total. Conversely, individuals with one to five years 

of experience had the lowest frequency (1), or 2.3%. According to the findings, respondents 

with more than 11 years of experience suggest rich data collection. 
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Higher order 

theme 

Themes Sub-themes 

Facilitators of 

effective 

business 

succession in a 

family-owned 

business 

 

 

Succession grooming 

and development.         

            

 

• Training of the successor  

• The interest of the successor to take over the 

the business. 

• Children early involvement 

• Experience outside own business    

• Education  

 

Family beliefs and 

values which cement 

relationship among 

members.  

 

 

• Openness in communication 

• Innovation 

• Being focused 

• Keeping business record 

• Sourcing of funds 

• Required skills.  

• Good relationship 

• Transparency  

• Commitment  

Preparation and 

control activities 

 

• A well-designed planning of the succession 

process 

• Establishing a family council 

• Using family consultants or experts  

• Having external board members  
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Practises in 

operation to 

promote 

effective 

succession  

Succession practices • Providing the required funds  

• Having precise objectives  

• Personalised progression schemes 

• Establishment of talent databases  

• Full appraisal system 

Barriers to 

effective 

successful 

Individual level 

barriers 

• Lack of financial literacy 

• Physical fitness 

• Looking down on your business 

• Fear of losing identity 

• Fear of business failure  

• Refusal of Spouse to accept change 

• Lack of business skills 

• Lack of successors interest 

Family level barriers • Sibling rivalry  

• Lack of spouse support 

• Gender issues 

• Lack of children to take over the business. 

• Favouritism  

Institutional level 

barriers 

• Lack of commitment  

• Lack of structural agreement  

 

5.3 The purpose of this section was to investigate the factors that influence effective 

succession.  

Three themes arose from the data, as seen in figures 5.6, 5.7, and 5.8 below.  
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All of the participants think that one of the key elements determining successful succession 

in family-owned firms is the successor's training. The participants stated that by boosting their 

capacity and confidence, training prepares the successor to manage a business successfully. 

The participants also clarified that one effective strategy for ensuring a company's viability is 

to train a successor.  

Respondent (1) stated, 

‘’Even though the company is small-scale and run by a family, several of the machines cannot 

be operated unless the operator has received some sort of training. Take the weighing 

machine and tail machine, for instance. The success of the company can be increased by 

knowing how to use those machines, but a lack of fundamental understanding about how to 
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use them might have a detrimental influence on the company and inhibit efficient 

succession’’.  

Respondent (9) indicated,  

"The successor's training should not be an isolated event, but rather should take  place 

periodically to ensure that they are knowledgeable about the latest technologies needed to 

operate the business."  

Respondent (25) noted, 

"Training is beneficial when it comes to customer service since a firm can benefit from having 

excellent customer service. For instance, providing excellent customer service results in client 

happiness, which in turn encourages repeat business and grows market share. On the other 

hand, an inexperienced individual provides poor service since they are not trained, which 

results in a loss of loyalty. Furthermore, when a business loses clients, you forfeit not only the 

opportunity to make more sales but also the earnings from years of continuous operation”.  

Regarding the successor's desire to join the busness, every respondent stated that one of the 

factors impacting successful succession in family-owned businesses is the successor's desire 

to take over the company. Participants think that by rewarding their kids appropriately, 

parents could cultivate their kids' enthusiasm in the business. As a father, you could, for 

instance, give your kids a little assignment that has to do with your business. When they do 

it, you could give them a cash incentive to keep them going. Saying "thank you" to my son for 

doing the task I gave him without receiving payment is insufficient. This is one of the things 

that can pique their interest in the business.Children's interest in the business stems from the 

benefits they stand to receive; they do not naturally acquire an interest in the firm. 

Respondent (22) explained,  

“Children do not naturally gravitate towards business; instead, parents must pique their 

attention by explaining the financial advantages of the enterprise they are running. 

Youngsters must gain knowledge of the business at a young age since what they learn as they 

grow up determines what they want to do in the future”.  The participants emphasised, 

however, that kids shouldn't be pressured to work in the family business; instead, they should 

pursue their passions and areas of strength. For instance, when I brought up my desire for my 

first son to take over my firm once I retired, he informed me that music was his love and that 
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he would like to pursue it. I granted his request and let him pursue his passion as a result. I 

knew it would be bad if I had forced him to join me in the business, therefore I refrained from 

doing so.  

Participant (36) remarked,  

"Forcing your children to enter your profession is not the same as exposing them to your 

business." If you introduce your kids to your business at a young age, you will have imbued in 

them a modest mindset and an appreciation for the responsibilities of future generations as 

well as the family business during their childhood. If a child is exposed to a business, for 

instance, that they are not passionate about, it is evident that the business will fail”.  

Respondent 38 asserted,  

"As a business owner, if my children are not good in the type of business I conduct, I will not 

allow them to succeed me. A succession plan is beneficial, but if the successor is uninterested, 

the company will fail”.  

According to every respondent, successful succession is influenced by the early involvement 

of children (successors) in the firm. Nonetheless, the majority of parents, especially those 

with African ancestry, keep their kids out of their businesses. Since the children were not 

active in the family business from an early age, there is virtually little likelihood that it will 

survive the owner's death. Respondent (5) highlighted,  

"Children become fascinated with the business if parents can begin early to involve them and 

help them understand that they are the next generation that will take over the business." For 

example, when my grandfather founded this company, he included my father in it from the 

beginning. After his death, my father took over the company and incorporated me. After my 

father passed away thirteen years later, I took over the firm and managed it successfully ever 

since. This was made possible by my early involvement in the company, which sparked my 

passion for it”.  

Regarding experience outside of one's own company, fewer than half of respondents think 

that experience outside of one's own company is one of the factors that leads to a successful 

succession, whereas over half of respondents contend that experience outside of one's own 

company would not help a succession be effective.  

Respondent (11) noted, 
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"Having experience outside of your own company directly correlates with business success 

because it gives you access to knowledge and abilities that are essential to growing your own 

company". 

All of the respondents made the assumption that the successor's education affects the 

effectiveness of succession planning, noting that well-educated individuals are better able to 

anticipate the course of the company and strive for success. For instance, anticipating the 

unanticipated event before it occurs.  

Respondent (4) underlined,  

"When I talk about education, I don't mean that the person should hold the greatest degree 

possible; rather, I mean that the person should be receptive to guidance and knowledge that 

can positively impact the company's future."  

Respondent (7) pointed out,           

"Formal education, in my opinion, lays the groundwork for sustainable business". 
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5.1.3. Theme 2: Family beliefs and values that cement relationship among family members 

 

Figure 5:7 family beliefs and values which cement relationship. 

Nearly all of the respondents affirmed that one of the elements that makes for an effective 

succession is open communication. This means that successful succession is considered to 

have occurred if the successor can keep up a high degree of communication both within the 

family and between the family and the non-family workforce of the business.  

Respondent (27) accented,  

"For family relationships to be strengthened, communication is essential. Family members 

won't support your vision if they don't trust you”.  

Respondent 31 said,  

"Trust and communication between family members and non-family members are essential 

for a successful succession."  
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Because every business depends on its ability to bring new ideas to the table in order to 

continue operating smoothly, the majority of respondents stated that innovation is one of the 

factors fostering effective succession in family-owned businesses. They also emphasise that 

because of the competitive nature of the business world, a business can quickly become 

irrelevant if its owner is not innovative—that is, does not periodically introduce new ideas 

into the business. Innovative business concepts truly have the ability to forecast market 

changes before they happen and deliver solutions to people even before they feel the need 

for them. In a highly competitive market, the service or product a business provides for clients 

today may alter tomorrow.  

Respondent (39) accentuated,   

"I have been consistently implementing novel concepts to elevate the calibre of my enterprise 

and cater to the requirements of my clientele, as this is the sole means of maintaining my 

business."  

More than half of the respondents stated that a successor's ability to stay focused on their 

business enhances the effectiveness of the succession. They maintained that concentrating 

on your business lowers distractions and enables you to focus on the tasks that need to be 

done, raising the calibre of the business. However, a small percentage of respondents did not 

answer the query. As mentioned by Respondent (5),  

"I make every effort to maintain focus in order to avoid typical mistakes that could endanger 

the company's future and production. That is the only thing that has enabled me to do what I 

have done so far today”. Respondent (10) explained,  

“Nothing hinders the advancement of a business-like lack of attention more than not being 

focused since it prevents you from concentrating on your vision and objective”.  

The majority of respondents think that maintaining accurate business records contributes to 

a smooth family business succession since they make it simple to ascertain the financial and 

non-financial standing of the company. Efficient succession planning is aided by maintaining 

corporate documentation. To be honest, maintaining records is essential since it provides the 

next owner with accurate information about how the company is being operated. For 

instance, knowing your customers and knowing what to buy and sell, as well as how stores 

are run and governed. Additionally, maintaining records aids in business continuity by 

enabling the successor to determine which products customers are requesting more of.  
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Respondent (11) indicated, 

“The record ought to be periodically consulted. Whenever I have any doubts, I always consult 

my records”. 

                            

Respondent (13) pointed out, 

"As a business owner, losing track of your records will cause your company to fail.  

Using the available records, you can identify the areas where the business performed poorly 

in the past and make improvements. Your track record will provide you with guidance and 

indicate whether or not you are profitable”.  

Regarding commitment, every respondent said that succession effectiveness would be 

sparked by a dedication to your firm. This means giving up pleasures like extended naps, social 

interactions, and holidays in order to focus entirely on the business and secure a brighter 

future. Even in situations where it appears as though everything will work itself out, 

commitment is necessary for success in Commercial endeavours   

Respondent (15) highlighted,  

"Any successful company you see today can be traced back to its owner's dedication because 

dedication breeds success." Indeed, dedication should be utilised not only in business but in 

whatever area of your life that you select”.              .   

Respondent (39) remarked, 

"A business owner needs to have unwavering dedication in order to maintain their enterprise 

for an extended period of time. One could compare commitment to a force that propels a 

company up the succession and continuity ladder. If I hadn't been committed, my business 

wouldn't have expanded in this manner”.  

Respondent (42) expressed,  

“The viability of a firm depends on commitment. To maintain the viability of your business, 

you must deprive yourself of all pleasure. For instance, I rarely take vacations just for work-

related purposes”. 

A significant number of participants stated that one of the elements supporting successful 

succession in family-owned firms is the source of funding. They observe that it is crucial to 

inform the prospective heir of the business's funding sources and that taking over a family 



  

ONYEBUCHI ONUKWUGHA 113 

 

business's leadership without understanding where to find funding has a detrimental effect 

on the company. A successor should be able to source cash in a corporate setting using a 

variety of methods and channels in order to prevent the company from being deeply 

indebted.  

Respondent (10) indicated,  

"It is important to teach the successor how to read financial statement pages and to be 

knowledgeable about financial statements. Because of the volatile difference between 

profitability and liquidity, this helps him determine when to withdraw money and when not 

to”. Respondent (16) noted, 

"Knowing the funding sources that are available to your business and how to maximise them 

to grow your business is important".                        

Each respondent noted that having the necessary skills plays a significant role in facilitating 

an effective succession in family-owned businesses. They emphasised that in order for a 

successor to take over as leader, they must possess the necessary abilities; otherwise, the 

business cannot continue. The successor requires the necessary abilities to continue growing 

their company for a very long time.  

Respondent (10) highlighted,  

"Your skills will determine how successful you will be in business. 

For instance, my abilities enable me to handle any difficulty associated with the day-to-day 

operations of the company”.  

According to all of the respondents, one of the elements that makes for a successful 

succession is a positive relationship between the business's owner and the successor. They 

emphasised that a positive relationship between the predecessor and successor solidifies the 

succession process and promotes effective succession. Because it can have a favourable effect 

on the entire succession process, a strong relationship between the incumbent and successor 

is one of the influencing factors of successful succession.  

Respondents (6) confirmed,  

"Transparency and openness in terms of the way the predecessor confides in the successor are 

encouraged when there is a positive relationship between the predecessor and successor."  

The majority of respondents argued that effective succession in family-owned businesses is a 
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result of transparency, citing the fact that all successful businesses today are built on secrets. 

As such, they advise business owners to be open and honest when disclosing business secrets 

to their heirs in order to guarantee effective succession. Nonetheless, relatively few 

respondents mentioned that it could be difficult to be open and honest in everything. 

Respondent (17) said,  

"Every successful business you see today is built on a secret, and in order to ensure effective 

succession, I implore business owners to be transparent in disclosing business secrets to their 

successors". Respondent (29) stated, 

“Maintaining transparency is critical to business continuity. If it weren't for the hard work of 

my father, who was open and honest with me about every facet of the business, I could not 

have been successful in this venture. His support has been invaluable to me”.  

All the respondents believe that a well-designed succession planning process increases the 

likelihood that family members and the successor will collaborate, which results in an 

effective succession. It also reduces the likelihood of succession failures, encourages the 

successful transmission of institutional skills, preserves family values and beliefs, supports 
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workforce career advancement, and strengthens the sustainability of the business. As per the 

responses, the initial step prior to initiating the planning process is determining whether to 

maintain family ownership of the business for successive generations. On the other hand, 

succession planning is not necessary if the family is unwilling to continue with family 

ownership. Was the respondent willing to maintain family control over the business? The 

interviewer inquired. Yes, the participants replied. 

Respondent (6) specified, 

"Well-designed succession planning is important to achieving successful succession because it 

upholds family norms and beliefs, minimises leadership succession catastrophes, and 

transmits institutional experience across generations."  

Respondent (14) asserted, 

“I believe that succession planning is the most important element that can have a significant 

positive impact on maintaining family unity when passing down family-owned business 

ownership from one generation to the next.". 

Half of the respondents emphasised how crucial it is to establish a family council since they 

would be actively involved in the process of succession planning and would remove any bias 

that may be connected to it. According to the respondents, the purpose of forming a family 

council is to maintain family members' unity, alignment, and enlightenment. When a family 

council is properly established, it helps the business achieve its goals and solidifies its vision. 

A family council also offers a forum for organising procedures and agreements that are helpful 

for facilitating group discussions, preventing family disputes, and managing changes. While 

some respondents choose not to address the question, 

Respondent (18) affirmed,  

"By facilitating the seamless transition of family-owned businesses from one generation to the 

next, a family council makes sure that family members are in agreement with regard to 

succession planning."  

Respondent (23) indicated, 
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"A family council that is properly established helps the business achieve its goals and solidify 

its vision.". 

With respect to the use of family business experts and consultants, fewer than half of the 

participants indicated that doing so would ensure the process's efficacy during succession. 

despite the fact that a large percentage of respondents think succession may be achieved 

without the help of consultants or specialists. 

As mentioned by Respondent (5), 

"To have an effective succession, you need the wealth of knowledge and experience that 

experts and consultants can provide.".  

According to half of the participants, having outside board members is one of the factors that 

helps a family business successfully transition. They emphasise that these outside board 

members would be unbiased and objective when offering advice because their opinions and 

political views would not taint or distort the board's current positions. Despite the fact that a 

small percentage of respondents disagreed that having outside board members would result 

in an efficient succession plan,. 

Respondents (41) indicated, 

"External board members are necessary because their perspective on issues differs from that 

of internal board members, and they are therefore looked at differently.".  

5.4 Respondents’ views about succession planning practices in operation in London, United 

Kingdom. 

This section looks at the succession planning strategies used by family-owned businesses in 

London to ensure a seamless transition from one generation to the next. Regarding the 

succession planning techniques in use, one theme and five sub-themes were found under this 

part, as shown in figure 5.9 below. Based on the respondents' opinions about the significance 

of developing or enhancing a succession plan, every single respondent believes that having a 

succession plan is essential. Despite the fact that some respondents did not have a plan in 

place, they nevertheless recognised its importance. Conversely, participants who were 

already engaged in succession planning emphasised the necessity of enhancing their 

succession plan in order to lower the death rates of family businesses following the owner's 
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retirement. Few respondents believe that it is vital to implement a succession plan that would 

let non-family personnel participate actively in order to eliminate jealousy in family-owned 

businesses.  

5.1.5. Theme 4: Existing succession planning practices  

 

Figure 5.9: Existing succession planning practices 

A small percentage of respondents mentioned that one of their practices is to provide the 

necessary funding for succession planning because, as succession planning preparation is 

viewed as a programme unto itself, resources such as money and human capital should be 

set aside for that purpose.  Respondent (5) described, 
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"We provide all the resources required for succession planning, including financial and human 

capital.".  

Numerous participants indicated that they focus on clearly defined goals, noting that this 

approach is beneficial for developing succession planning. The participants explained how 

they were able to achieve this by "providing a career progression scheme," "making sure the 

transition is smooth," "setting achievable goals," and "to lessen work pressure from some 

staff." According to the interviewers, these will improve the process of succession planning 

and enlarge the successor's management capabilities. Two respondents, however, did not 

answer. Respondent 17 noted, 

“Establishing attainable goals will facilitate the succession planning process.”.                        

A small percentage of respondents mentioned that they had a tailored and well-designed 

advancement strategy in place for carrying out succession planning. According to the 

interviewees, the two progression schemes designed to increase the efficacy of succession 

planning are monitoring advancement accomplishments and providing coaching while 

performing duties.  Respondent number 21 emphasised, 

"They have a well-thought-out, customised advancement plan that includes monitoring 

progress goals and providing coaching while working on tasks."  

A few respondents emphasised that they employ a comprehensive assessment procedure to 

assess the competencies of possible successors. The respondents stated that this is 

accomplished by routine reappraisal, reviewing accomplishments to determine whether 

objectives are attained, and assessing employees' behaviour towards consumers. 

Respondent (24) maintained, 

"Succession planning is accomplished through regular reappraisal, by reviewing achievement 

to determine whether objectives are met, and by examining workers' behaviour towards 

customers."  Respondent (30) noted, 

“There is no need to create a talent database because all of my children are aware of who the 

business's successor will be.”.  

Few respondents mentioned that they have been using complaint boxes and earnings 

generated as their two assessment schemes when it comes to the method family business 
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owners employ to evaluate their successors. In order to show this, the respondents have been 

analysing their revenue each week and using suggestion and complaint boxes in their surveys 

to find out what their clients have to say. Conversely, a respondent insisted that the only 

method of assessment he used for gauging his employees is income targets. 

Respondent (32) noted, 

"My employees are all identified by name tags, which enable clients to voice concerns or offer 

suggestions. intended to improve the availability of successors.  

After an investigation into how respondents prepare their children for positions in their 

businesses, every single respondent stated that educating employees to take on 

responsibilities is built on their competence. According to the participants, the success of their 

businesses is largely dependent on the skills of their relatives, who are also employees. Their 

knowledge is targeted at developing these individuals through a progression plan and by 

combining a variety of experiences. According to the respondents, putting these procedures 

in place may help any employees (successors) with their upcoming obligations. 

Respondent (37) noted, 

"My business is driven by the competence of my relatives, who are also workers. Their 

expertise is targeted, and career progression schemes are used to groom and develop them in 

combination with different areas of expertise."  

Respondents clarified that successful succession planning and following it through to 

execution—which entails an assessment scheme being embedded in the procedure and the 

assessment process notifying them if the scheme has produced a positive outcome or not—

are what help family-owned business owners to be on course while undertaking succession 

planning and what will happen if they are not. The responses clarified that straying from the 

topic will have a detrimental effect on the productivity of the company's staff and lower their 

motivation.  Respondent 15 remarked, 

"Going off course will have a detrimental effect on the company, resulting in decreased 

performance and productivity.". 
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According to an investigation into respondents' perceptions of successful businesses, half of 

them think that a successful business may be identified by its longevity. Conversely, other 

participants have contended that the hallmark of a prosperous enterprise would be its 

expansion and profit maximisation. They emphasise that since the goal of any business is to 

generate profits, any enterprise that proves profitable both in terms of profit maximisation 

and scale is deemed successful. Nonetheless, other participants argued that realising your 

company's vision is a sign of a successful enterprise. Every business has a vision, or something 

it hopes to accomplish; consequently, if that goal is completed on schedule, the business is 

successful. 

Respondent (9) noted, 

“Every business is driven by a vision, so when that vision is accomplished, such a business is 

successful.”.  

5.5. Respondents’ perspectives about the barriers affecting family business owners 

operating at south-eastern region in London United Kingdoms 

The thoughts of the respondents regarding the obstacles to successful succession are 

examined in this section. As seen in the figures below, these barriers have been recognised 

and categorised into three main themes and supporting sub-themes. 

5.5.1. Theme 1: Individual level barriers 
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Figure 5.10 Individual- level barriers 

All the respondents showed that one of the obstacles to a successful succession is a lack of 

financial knowledge. For instance, it is difficult for a corporation to remain sustainable if the 

person in charge is unable to comprehend and use various financial abilities, such as investing, 

budgeting, and personal financial management. On the other hand, a financially educated 

business owner establishes a solid basis for his relationship with money and embarks on a 

lifelong learning process. Additionally, profit must to be kept apart; otherwise, operational 

revenue can be used up, which would be bad for the family firm. For instance, some family 

business owners use their profits to support their opulent lifestyles.  

Respondent (12) noted, 

"The biggest issue that destroys a family-owned business is when you can't distinguish 

between earnings and profits, which leads to personal expenses eating away operational 

revenue."  

Respondent (22) stated, 

“I don't sacrifice my business to maintain an opulent lifestyle since I am aware of the 

consequences. My friend used to run a firm similar to mine, but due to his expensive lifestyle, 

his business failed”.   

The majority of participants highlighted that one of the obstacles to effective succession 

planning is physical fitness, emphasising that if a business owner is physically healthy, they 

may not understand the need for succession planning. Few respondents, however, disagreed 

that physical fitness would not impede efficient succession, underlining that, in the event of 

unanticipated circumstances, succession planning should take place regardless of the firm 

owner's physical condition.  

As stated by Respondent (7),  "As I am still qualified to run my business, I am unsure of when I 

will leave the company."                                         

Respondent (19) highlighted,  

“Since I am still in good shape, I will be honest and say that I have no plans to leave anytime 

soon. I don't see myself quitting my business anytime soon, unless I become ill, given the 

amount of time, energy, and efforts I have put into it”.  

According to every respondent, one of the obstacles to successful succession planning is 

having people look down on your company due to its size. The respondents pointed out that 
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there isn't much incentive to consider succession planning in small businesses. However, the 

truth remains that the size of the business has little bearing on succession planning. Both large 

and small firms can use succession planning, as long as the owner wants to keep going.  

Respondent (2) mentioned,                            

"Since my business is small, I'm not too concerned about succession planning. When I retire, 

any of my kids can take over”.  

The majority of respondents emphasised that one of the obstacles to a successful succession 

is identity loss, pointing out that business owners are recognised by their companies and that, 

after they pass away, their identity disappears. Furthermore, having a family business 

provides me a sense of stability and authority, so it can be difficult to let someone else take 

over.  

Respondents (1) affirmed,  

"My identity disappears when I step aside because people know me because of this business."   

Respondent (17) noted,  

"I am well-known now because of this business; therefore, giving up will take away my well-

known status".  

Respondents (41) remarked,  

It is hard for me to give up control and authority to the younger generation since they don't 

understand the hardships I had to endure to start this firm.  

One of the obstacles to efficient succession, according to more than half of the respondents, 

is the incumbents' reluctance to transfer authority to their successors out of concern that the 

company might not be managed well.   

Respondent (11) remarked,  

"I worry about whether my successor, should he succeed me, will be able to manage the 

company effectively." 

Fewer than half of the participants agreed that one of the obstacles to the efficiency of 

succession is the spouse's resistance to change. Words like "my wife kicks against bringing an 

immediate family member to succeed me upon retirement" were used by the participants to 

express this. She wouldn't just let someone else gain our notoriety and status. Despite the 

fact that spouse’s has not got the necessary skills to manage the company, she wants to take 
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over when I retire. Such actions can harm a company's ability to expand and survive. 

Conversely, a majority of the participants disagreed with the notion that a spouse's resistance 

to change prevents effective succession.  

Respondent (25) noted, 

"I'm concerned about how my business is developing. as my wife wants to take over the 

company, despite the fact that she is completely ignorant of running this particular firm".  

 

 5.1.7. Theme 5: Family level barriers 

  

 

 

 

 

 

 

 

 

 

 

Figure 5.11: Family level barriers 

Sibling rivalry is a hindrance to the longevity of a firm, as all respondents emphasised. For 

instance, sibling rivalry arises when there is constant debate about who will take over their 

father's business after he retires in a polygamous family.  

Respondent (4) stated,  

''If a business owner has multiple spouses and children from different mothers, and after he 

passes away, sibling rivalry develops and the business is forced to close. A man formerly had 
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a family company and had numerous offspring, but before he passed away, he neglected to 

prepare his successor. His children from separate mothers started scheming shortly after his 

death about who would take over their father's firm, which ultimately resulted in its closure”.  

One of the obstacles to a successful succession is a spouse's lack of support for the firm, 

according to over half of the respondents. For instance, if the heir is married and has children, 

eventually the wife will start to complain that he doesn't spend enough time with his family 

because of his business commitments. Before you know it, the husband's commitment will 

start to wane, which could have an impact on the continuity of the company. Similar to Asian 

women, African women do not show the same amount of dedication to their husbands' 

businesses—rather, they desire luxury and wealth. The majority of the time, your wife will be 

trying to dissuade your kids from being involved in the family business to the fullest extent 

possible by reminding them that while they want a better life than their father's, taking over 

their father's company won't provide the better future and quality of life they want. Since 

women have greater influence over their children than males do, there will not be an effective 

succession if the husband and wife cannot agree. Respondent 15) said,   

“Some female spouses always tell their kids that they deserve a better life than their father 

and that taking over the business won't provide them with the happy future they hope for, 

discouraging them from becoming involved in the family business itself. Consequently, the 

kids' curiosity will start to wane”.  

Regarding the gender issue, every respondent acknowledged that it is one of the obstacles to 

successful succession. For instance, some families would rather their male offspring take over 

from them in the family business than their female offspring because they believe that the 

latter will marry out. Therefore, the survival of the business is in jeopardy if the business 

owner has only female children  

Respondent (27) noted, 

"It is unfortunate that my female child will not succeed me because of her gender; in business, 

our culture does not support that".  

One of the obstacles to effective succession, according to the majority of respondents, is not 

having children to take over the business. Since it is a family-owned business, a family 

member must succeed it. If no family member is available, the business fails because some 
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family business owners prohibit an outsider from taking over their company on the grounds 

that they don't want their trade secrets to be revealed to third parties.  

Respondents (16) accented, 

"I would prefer to sell my company than give up the work I have put in for many years to an 

outsider. Furthermore, my assets are represented by traditional family beliefs, which would 

be challenging to reveal to others. It would be challenging to reveal the factors that have given 

us the upper hand in our rivalries. In light of this, the business's owner is left with no option 

but to sell the company when he or she retires”.  

Favouritism is regarded by half of the respondents as one of the obstacles to successful 

succession. It is a sad fact that every family has a favourite child, which means that parents 

are typically quite biassed in their decisions and will always want their favourite to succeed 

them in business rather than other children. Most of the time, the business fails because 

those beloved kids don't live up to expectations.  

Respondent (1) pointed out,  

"I knew a small business owner who loved one of the children, among others, just because the 

child looked like him. After giving the child his business on the basis of his love for him, rather 

than being based on capacity and competence, the business collapsed after a short while".  

Every respondent stated that one of the obstacles to effective succession, particularly in the 

African context, is parents dictating their children's professional courses. The choice of a 

child's career by its parents can obstruct effective succession.  

Respondent (7) explained,   

"I have a business, and I am aware that one of my children will take over from me. In the 

meantime, I am training my kids to become engineers, doctors, scientists, teachers, and other 

professions. Instead of having them follow in the business careers, parents would prefer that 

their offspring work in white-collar occupations”.  
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5.5. Respondents’ perspectives about the barriers affecting family business owners 

operating in the south-eastern region of London, United Kingdom 

The thoughts of the respondents regarding the obstacles to successful succession are 

examined in this section. As seen in the figures below, these barriers have been recognised 

and categorised into three main themes and supporting sub-themes. 

                                                    

Every respondent holds the opinion that one of the obstacles to a successful succession is a 

lack of organised agreement. During the succession process, a structured agreement acts as 

a template that establishes rules for the interaction between family shareholders and the 

business. It specifies exactly who takes over the family business's leadership in the event that 

an unanticipated event causes the original owner to leave. This approach serves to mitigate 

the problem of sibling conflict, which has been found to be a hindrance to the seamless 

transfer between generations. 

Respondent (12) stated, 

"Putting the things that business owners need to know in place to ensure their company 

survives for generations to come is one thing; knowing what to do is quite another. Thus, the 

purpose of a structured agreement is to clarify who will own and manage the company in the 

event of an emergency and to prevent family disputes.”.  
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All the participants stated that one institutional obstacle to successful succession is a lack of 

commitment. This generation of entrepreneurs includes some who just want to have fun. To 

the detriment of their business, for instance, by taking vacations and making costly clothing 

and vehicle purchases. According to the respondents, in order to ensure a brighter future for 

their business, the owner should deny themselves pleasures in order to devote all of their 

attention to it. They also say that no one ever succeeds in a commercial endeavour if they are 

not dedicated to it. 

Respondent (1) said, 

"My predecessor informed me that, during his tenure at the business, he never took vacations 

and never purchased a luxury vehicle. He achieved significant strides in his business while 

having a strong commitment to it.”. 

Respondent (3) accented, 

"I understand that good fortune will not help me achieve my goals unless I dedicate myself 

entirely to my business, which is when my vision will come to pass."  

Respondents (15) accentuated, 

“In actuality, inaction poses a serious risk to the sustainability of the business since it often 

results in corporate closure. The secret to success in business and other aspects of life is 

dedication, not just in  business”. 

5. Chapter summary 

To summarise, this chapter has elucidated the variables that contribute to successful 

succession as well as the practices that impede it. A well-planned succession process, the 

establishment of a family council, the use of family consultants or experts, the presence of 

external board members, the successor's interest, the children's early involvement 

experience outside the family business, formal and informal education, communication, 

innovation, focus, maintaining business records, sourcing of funds, necessary skills, good 

relationships, and transparency are all influencing factors. Although elements listed under the 

succession planning now in use include having clear goals and supplying the necessary 
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funding, customised advancement plans, talent database creation, and a comprehensive 

evaluation method, The following are obstacles to successful succession: a lack of financial 

literacy, physical fitness, a sense of inferiority towards your company, a fear of losing one's 

identity, a fear of business failure, a spouse's unwillingness to accept change, a lack of 

business acumen, a lack of interest on the part of the successor, gender issues, sibling rivalry, 

a lack of support from the female spouse, and a lack of children to take over the family 

business. The research discussion is covered in the following chapter, chapter six. 
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Chapter Six: Discussion 

6.1 Introduction 

This chapter's goal is to go over the key conclusions that came from the research analysis 

presented in the preceding chapter. Based on the goals and research question, the study 

contrasts and compares the current findings with earlier research in the literature. 

This research aimed to investigate the influencing elements of effective succession in family-

owned firms to enhance the efficacy of succession. The research was motivated by the 

widespread failures of small family-owned businesses to have a smooth intergenerational 

transition from one generation to the next. The research has also looked at the methods that 

are currently being used for succession planning and the obstacles that stand in the way of a 

smooth transition for family business owners. This could potentially benefit current and 

prospective family-owned business owners who are looking for long-term solutions when 

passing the baton from one generation to the next. The research findings revealed 

contributing elements for efficient succession, which were then categorised into three main 

themes and their corresponding sub-themes, all of which are covered in detail below. There 

is also a discussion of the procedures and obstacles surrounding succession planning in 

London.  

6.2 Discussion regarding the influencing factors of family-owned businesses operating in  

in the south-eastern region of London, UK, as outlined by the owners.  

Consistent with earlier research (e.g., Morris et al. 1997; Aloya et al. 2016; Kaunda and 

Nkhoma 2013; Ghee et al. 2015), this study discovered that the successor's training is a crucial 

factor influencing effective succession and should be taken into consideration when thinking 

about succession. It also added that a successor who has received training is better prepared 

and equipped. Building on the findings, a large number of the family business owners under 

investigation have training programmes in place to help their successors gain the necessary 

knowledge before taking over as the company's leader. The research findings emphasise that 

having an interest is the key to a successful career and that one of the influencing variables in 

effective succession is the successor's desire to take over the family firm. However, as young 

people these days prefer to pick their own careers, successors shouldn't be forced to take on 

the leadership role of a family-owned business unless they are interested in it. Failing to do 
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so will result in a business collapse. The findings also show that some family-owned 

businesses under investigation have included their children in the company to pique their 

interest by giving them small tasks and providing financial rewards. This suggests that one 

way to encourage children to be interested in the company is to provide them with financial 

rewards, as children do not naturally develop an interest in business; rather, their interest is 

piqued by the potential benefits the company can offer. This aligns with the research 

conducted by (e.g., Kumar 2018; Ghee et al. 2015; Venter Boshoff and Maas 2005; Lockamy 

et al., 2016; Rukundo and Cyeze, 2015; Aloya et al., 2016; Harveston et al., 1997). 

The findings of this study indicate that experience acquired within a company is more valuable 

than experience acquired outside of it. This is because experience acquired within the 

company affects effective succession by giving the successor respect, credibility, and self-

assurance, all of which work to destroy dependence on the predecessor. The findings also 

demonstrated the necessity of including a potential successor in the company early on in 

order to get adequate experience, highlighting the fact that early engagement of a successor 

facilitates their familiarity with the values and culture of the company. This is in line with the 

studies of (e.g., Breton-Miller et al., 2004; Dewi and Dhewanto, 2012). The findings, however, 

contradict the studies of Morris et al. (1996) and Venter et al. (2005), which contend that a 

successor's preparation outside the family business has a greater influence on the 

performance of the family business than experience gained within it. The study emphasises 

that a successor who has worked outside the family business before joining it will be more 

capable of managing the family business. The researchers believe that their disparate 

geographic locations may be the reason for the discrepancy between their earlier and present 

findings. 

In terms of education, this study discovered that successors with postsecondary training 

outperform their peers without college or university experience (see figure 4.1 above). 

According to the findings, attending college or university aids in providing a successor with 

the necessary training and expertise to successfully manage a corporation. This finding 

corresponds with the research of (e.g., Morris et al., 1996; Kaunda and Nkhoma, 2013; Ghee 

et al., 2015; Gersick, 1997; Danco, 1997; Le Breton-Miller et al., 200). Conversely, Oyeladun 

(2020) discovered that attending college or university does not guarantee family acceptance. 
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The value of an educational degree is specific to family businesses and their sector, and it 

depends on the family's perception of education's value. The presence of educated members 

in the family structure may indicate that most members of the nuclear family will have 

independent means of subsistence. Thus, this resolves the problem of taking ownership of 

property as soon as the founder or owner dies (Ibrahim, 2003). 

This study highlights that early engagement of the successor improves the successor's 

credibility and acceptance as a future leader in the eyes of the family and nonfamily 

workforce, which in turn encourages effective succession. While prior research (e.g., Kuratko 

et al., 1993; Lambrecht and Lieven, 2008; Mair and Bitsch, 2017; Neubauer and Lank, 2016) 

supports this conclusion, it does not indicate the precise moment at which a successor should 

be included in the family business. Additionally, the findings have shown that a business's 

family members and non-family staff can build strong bonds and successful succession 

planning by having open lines of communication and trust. In line with the findings of this 

research, researchers (e.g., Morris et al., 1996; Brockaw, 1992; Wolff, 2007) emphasise the 

importance of building strong relationships through open communication, trust, values, and 

transparency. It is important to maintain balance and prevent nonfamily workers from feeling 

like "outsiders" despite attempts by their families to include them in the family unit. 

Nonetheless, other scholars (e.g., Schlossberg 1992; Ghee et al. 2015; Handler, 1991; Kets de 

Vries (1993) thinks that rivalries and disputes between siblings could exacerbate these 

connections and have a detrimental effect on the viability of family businesses. 

From the research findings, innovation raises the likelihood of a seamless transition, 

emphasising that family members' involvement in the business will foster innovation by 

enabling family businesses to follow a trajectory towards continuity. This aligns with research 

conducted by (e.g., Juliana et al., 2023; Ahmad et al., 2021; Aloya et al., 2016). On the other 

hand, a number of academics contend that family involvement in leadership and ownership 

roles may have an effect on innovation in companies (Hughes et al., 2018; Kellermanns et al., 

2012; Scholes et al., 2021; Peruzzi, 2020). However, the literature has not well described this 

impact or how it coexists with other driving factors, which has resulted in inconsistent findings 

across studies (Hu and Hughes, 2020; Calabro et al., 2019). Despite the fact that Rod (2016) 
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described family impact as a "sword with two edges," potentially having both positive and 

negative effects on the innovation of family-owned businesses,. 

The findings of this study indicate that commitment is a powerful predictor of successful 

succession, highlighting the fact that no family-owned firm can succeed without devotion to 

the enterprise. Even in situations where it appears as though everything will work itself out, 

this is not always the case. As a family-owned business owner, luck cannot help me achieve 

my goals. This is consistent with the idea put forth by Morris et al. (1996), which holds that in 

the setting of family businesses, commitment is essential for generational changeover. 

Additionally, the study found that one of the elements supporting succession efficacy is how 

to source funding prudently. This is consistent with the view of scholars (e.g., Harveston et 

al., Lyden 1997; Davis and Stern 2019), who claim that in order to achieve effective succession, 

understanding where to find funding is essential. Yet, other scholars (e.g., Kits de Vries 1993; 

Gundry and Welsch 1994)  have argued that family firms might find it difficult to obtain 

outside funding. As a result, family members will provide the necessary internal resources, 

which must be used. As the family starts to contribute the majority of the company's funding, 

the company must demonstrate a greater willingness to implement succession planning 

procedures as part of larger efforts to guarantee the sustainability of the company. 

Concerning skills, this research found that having the necessary skills before taking on the 

leadership position of a family-owned business influences smooth succession. Also, the 

findings note that many businesses fail to be passed down to the next generation because the 

current generation lacks the business skills necessary to run them effectively. This finding has 

underpinned the studies (e.g., Semasinghe 2014; Ghee et al. 2015; Ward 2016; Ghee et al. 

2015; Bathija and Priyadarshini 2018; Chanchotiyan and Asavanant 2020) that a successor's 

lack of business acumen could pose a threat to the sustainability and survival of businesses. 

Additionally, skills support the advancement of family-owned businesses and strengthen ties 

within the workforce (Asavanant, 2020). The findings also indicate that a crucial factor in 

determining an efficient succession is the rapport between the business's owner and 

successor, and that the incumbent should make an effort to divulge to the successor any 

proprietary knowledge. This finding supports the work of (e.g., Venter, 2005; De Alwis, 2016; 

Ghee et al., 2015; Kumar, 2018; Cabrera-Suárez et al., 2001; Barach and Gantisky, 1995; 
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Barnett and Kellermanns, 2006). Conversely, Cabrera-Suárez et al. (2001) believe that the 

intergenerational transfer of a richness of information and values is contingent upon the 

nature of the relationship between the incumbent and the successor.  

Effective succession has been found to be influenced by the transparency of the succession 

process. For succession planning to serve its intended goal, it must be clear. It is possible to 

accomplish seamless succession when there is a clear understanding of the goal. This finding 

has supported studies (e.g., Mehrtak et al., 2017) that suggest family business owners should 

make an effort to be open and honest with their successor, even though this can be 

challenging for certain family business owners. Regarding creating an appropriate succession 

planning procedure, research has shown that doing so increases the likelihood that 

shareholders will work together, which in turn promotes successful succession. Studies 

showing that planned processes result in easy, seamless succession (e.g., Handler, 1994; 

Morris et al., 1996; Venter, Boshoff, and Maas, 2005; Hania, 2012; Bigliardi and Dormio, 2009; 

Aloy et al., 2016; Kumar, 2018) corroborate this notion. Furthermore, the findings showed 

that the majority of family business owners are willing to transfer ownership to their children 

in the event of their retirement or death, thereby maintaining family ownership of the 

business for future generations. However, scholars (e.g., Groehler 2007; Pandey and Sharma 

2014; Oduwusi 2018; Pyromalis and Vozikis 2009) contend that succession failures stem from 

the family business owner's incapacity to organise the succession process in advance. 

The study has emphasised the need to establish a family council as a crucial element of 

successful succession planning. Families seeking to ensure a positive legacy and substantial 

impact for many generations will find that the council aids in the planning of the succession 

process. The purpose of forming a family council is to maintain harmony, cohesion, and 

awareness among family members. This finding supports the research conducted by Morris 

et al. (1996) regarding the significance of establishing a family council in order to oversee the 

succession process. When a family council is properly established, it helps the business 

achieve its goals and strengthens its vision (Morris et al., 1996). Furthermore, this study 

discovered that a family council offers a forum for creating procedures and agreements that 

will be helpful for organising conversations, preventing family disputes, and managing 

changes. This is consistent with the research conducted by Brenes et al. (2011), which argues 
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that family council is crucial, particularly for family businesses run by second and subsequent 

generations. The study also notes that family conflicts can be resolved and communication 

can be improved by using family council. 

Consistent with earlier research (e.g., Ward and Morris 1993; Williams and Nel 1996; 

Dunemann and Barrett 2004), this study discovered that bringing in outside specialists to 

address potential generational disputes arising from nonfamily business settings could 

improve the likelihood of successful succession planning. Additionally, the research findings 

have shown that hiring outside board members is essential for providing fair 

recommendations because their judgement won't be tainted or compromised. This view is in 

line with research (e.g., Ward and Morris 1993; Williams and Nel 1996), which emphasises 

the impact of external board members on effective succession planning.  

Lastly, it is noteworthy that not all of the influencing elements found in this research have an 

equivalent impact on successful succession in family-owned businesses; some are thought to 

be more significant than others. The most influential factors include things like the successor's 

training, interest in taking over the business, early involvement of children and successors, 

educational attainment, open communication, necessary skills, the establishment of a family 

council, planning the succession process, and having outside board members. The second 

group of influential factors includes things like innovation, good relationships, maintaining 

records of the business, using family business consultants, sourcing funds, and transparency. 

Despite the fact that Venter et al. (2005) have argued that experience obtained outside of the 

family business reduces reliance on the predecessor and helps the successor acquire 

credibility, respect, and self-confidence, Conversely, the findings of this study indicate that 

the experience gained from outside rather than one's own business has the least influence on 

the effectiveness of succession. 

6.3 Discussion concerning the succession planning practices in use in the south-eastern 

region of London, United Kingdom, as explained by the owners.  

Investigating the necessity for family businesses in the southeast region of London, United 

Kingdom, to establish a succession programmeme in order to increase the success rate of 

family-owned enterprises, the study discovered that such a programmeme is essential, 
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particularly in light of the global COVID-19 pandemic. The findings indicate that implementing 

a succession planning programme needs to happen right now. In line with the findings of 

Caruso and Croehler's 2007 research, which emphasises the necessity of family-owned firms 

implementing a succession planning program, The finding makes sense since family-owned 

companies operating in the southeast area of London, United Kingdom, would greatly benefit 

from the early implementation of succession planning in terms of long-term company 

viability. Many of the companies under examination have incentive plans, but these are not 

intended for succession planning.S 

The findings of this study have demonstrated that one succession planning strategy in use is 

to supply the necessary resources, which include money and human capital. The reason the 

resources are important is that succession planning preparation is viewed as a programme in 

and of itself, meaning financial and human capital should be allocated. The findings have 

shown that senior management must be included in the succession planning process and that 

employees must be informed of its importance. This is consistent with studies (e.g., Caruso 

and Groehler 2007; Seniwoliba 2015; Haroski 2010), which emphasise the necessity of senior 

management's involvement in succession planning and convey to all stakeholders the 

importance of making plans for the company's future. According to the research, establishing 

achievable goals, making sure succession planning goes smoothly, relieving staff strain at 

work, and offering career advancement opportunities are all seen as good practices that 

improve succession planning and develop successors' managerial abilities. This is consistent 

with research (e.g., Fang et al. 2012; Caruso and Groehler 2007; Seniwoliba 2015; Haroski 

2010) that shows succession planning is facilitated by clearly defined, well-defined goals. 

  

According to the findings, only a small percentage of business owners have established talent 

databases, which are useful for predicting future talent needs. Others, on the other hand, 

argue that creating talent databases is unnecessary because they increase operating expenses 

and that since everyone in my family knows who will take over the company, there is no need 

to waste money on them. These findings, however, are at odds with earlier research (Oduwusi 

2018; Pandey and Sharma 2014; Caruso and Groehler, 2007), which emphasises that good 
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practices in the succession of family-owned businesses should include competency-based 

appraisal systems, talent databases, and the identification of future talent requirements. This 

indicates that a larger number of the businesses examined have not adopted the full appraisal 

systems, talent databases, and identification of future talent needs that have been considered 

essential components of good practices for succession preparation. As a result, the family 

business owners operating in southeast London are losing out on the maximum value and 

benefits that they would have received had the majority of them adopted the identified 

An investigation into how children are trained in various ways to take over the family business 

revealed that competency is the driving force behind their business. This finding backs up the 

findings of Caruso and Groehler's (2007) study, which shows that training is the primary 

means of preparing and empowering successors. Analogously, investigate the factors that 

assist family-run business owners in staying on course with succession planning and the 

consequences of deviating from it. The findings have demonstrated that succession 

planning—following it through to the end—is what keeps family business owners on track. 

This includes integrating an evaluation scheme into the procedure and evaluating the 

assessment process, then informing the owners of whether the scheme has yielded positive 

results or not. The business is negatively impacted if they stray from the topic. 

Finally, the findings of this study have shown how important it is to develop a succession plan 

in order to maintain family-owned businesses. To ensure the accomplishment of a succession 

strategy, family stakeholders must be included and concentrate on creating well-defined 

objectives and targets. Furthermore, family-owned companies must have a customised and 

well-thought-out advancement plan. However, the findings have revealed that a small 

percentage of family-owned businesses use comprehensive appraisal systems to assess 

employees' competencies. The methods used to evaluate the workforce include 

recommendation and complaint boxes, as well as profit generation. Additionally, a large 

number of the family-owned businesses that were investigated did not think it important to 

create talent databases that could aid them in predicting future talent requirements related 

to succession planning. 
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6.4 Discussion about the barriers to effective succession among family business owners  

The findings show that one of the obstacles to an effective succession is a lack of financial 

literacy, and they also show that businesses collapse when financial discipline is not 

implemented. The largest issue that can bring down a family-owned firm is failing to 

distinguish between personal expenses and earnings. This view supports the findings of 

Ibrahim et al.'s (2003) study, which claims that family members boast excessively about their 

wealth and power, particularly in the event of an impending succession or change of 

ownership. They marry multiple women, have extramarital affairs, and indulge in other 

indulgences. However, a company's ability to secure capital significantly influences whether 

it succeeds or fails. Scholars such as Surdej and Wach (2010) and Paula et al. (1997) have 

contended that a large number of company failures can be attributed to funding from high-

interest lending institutions. 

Given that family business owners believe that succession should happen when they are too 

old or frail to manage their business, the findings on the topic of physical health have shown 

that it is one of the obstacles to successful succession. This finding agrees with the studies of 

(e.g., Paula et al., 1997; Dusor, 2020; Rukundo and Cyeze, 2015), which suggest that the age 

of the firm owner influences how a family reacts to succession. Nonetheless, other scholars 

(e.g., Polit and Beck 2012; Shahid and Khan 2014; Rutberg and Bouikidis 2018) contend that 

family business owners ought to think about succession planning sooner rather than later in 

the event of unanticipated events. Furthermore, this study discovered that family business 

owners are not driven to consider succession planning and instead despise their company for 

its size. This supports research by Davidson (1990; Litz (1995); and Zellweger (2012), among 

others, which claims that as a family firm grows, it becomes more important to develop a 

successor. This perspective is consistent with Chaganti and Malone's (1991) assertion that 

large corporations typically have more elaborate training programmes and more complex 

transition planning than smaller companies. 

Concern over losing one's identity has been mentioned as a deterrent to thinking about 

succession. Family business owners tend to put off succession planning due to a strong fear 

of losing their identity. Since family business owners believe they are well-known to the 

business, giving up control to someone else implies losing one's identity. This process has 
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been laborious over time, so it becomes challenging to leave given the authority and 

protection the company provides. This finding is consistent with the research of Ward (2016), 

who contends that incumbents are reluctant to cede power to their successors due to lifetime 

investments. Following the same line of thinking, scholars (e.g., Gordon and Kibblewhite 

2008; Perryer and Te 2010) contend that business owners' reluctance to cede control stems 

from their desire to maintain their own authority over others, making it challenging to 

transfer control to another person. 

In terms of identity loss, this finding is in line with research by (e.g., Gordon and Kibblewhite 

2008; Perryer and Te 2010), which asserts that family business owners, whose success is 

based on high self-esteem and the conviction that they control their own destiny, constantly 

worry about their businesses closing. Researchers have, however, argued that the reason for 

concern about the closure of the business if it is passed on to a successor is that remaining in 

the family business permanently would provide authority and security (e.g., Marler et al., 

2017; Boyd et al., 2014; Gilding, 2015; Lansberg and Gersick, 2015; Ghee et al., 2015; Ward, 

2016). Additionally, the study discovered that one of the obstacles to successful succession is 

the spouse's resistance to change. Studies (e.g., Carlock and Ward 2001; Gordon and 

Kibblewhite 2008; Perryer and Te 2010; Ghee et al. 2015; Ogbechie and Anetor 2015) support 

this view. According to the research findings, one of the main obstacles to successful 

succession in family-owned businesses is a lack of commitment. This emphasises the necessity 

for family business owners to forgo pleasures in order to devote their entire attention to their 

enterprise and secure a better future for their company. After all, no business can thrive 

without its owner's commitment. This perspective has served as the foundation for the 

research conducted by Rukundo and Cyezes (2015), which emphasises that some family 

company owners in this generation prioritise their personal lives over their businesses. 

 The findings indicate that the absence of a formal agreement can impede the successful 

succession of a business. Specifically, the absence of a structured agreement that establishes 

guidelines for family shareholders and business relationships following the original owner's 

departure can result in conflicts among family members. This finding has corroborated earlier 

research by Kumar (2018) and Prior (2012), which highlighted the fact that successful 

succession is hampered by a lack of formal consensus. According to Poza (2010), having a 
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structured agreement in place should specify who would take over the company in the event 

of an unexpected event. Poza emphasises that this will help to reduce the problem of sibling 

conflict. For instance, in a polygamous family, the constant conflict between siblings arises 

from the question of who will take over their father's business in the event of his illness or 

death (Kumar, 2018). Even though legal agreements are important, not all of the businesses 

examined in this research had formal agreements. 

As specified by the research findings, spousal support deficiencies pose a significant obstacle 

to successful succession, highlighting the fact that some women are self-sufficient and do not 

support their husbands' businesses on their own. Having said that, the present study 

emphasises how important it is for spouses to collaborate in order to create an effective 

succession plan. This is consistent with studies (e.g., Smyrnios et al., 2003; Ghee et al., 2015) 

that suggest one of the main obstacles to seamless succession is a lack of spousal support. 

Gender was found to be a barrier to successful succession in family-owned businesses. The 

primogeniture criterion is a cultural trend or philosophy that causes some families to favour 

their male offspring above their female offspring when it comes to business succession. In 

order to prevent disclosing family secrets to strangers, it is customary for outsiders to be 

prohibited from taking over family-owned businesses. As a result, if there are no males to 

succeed them, the business will eventually go extinct. This finding is in line with research (e.g., 

Jimenez, 2009; Pyromalis and Vozikis, 2009) that shows how the primogeniture criterion 

ideology, which permits the family business to be passed down to the owner's first son 

without considering other options, prevents some family business owners' daughters from 

taking over. leadership roles within the company. Many scholars (e.g., Jimenez, 2009; Ahrens 

et al., 2015) have claimed that the primogeniture criterion ideology leads businesses to 

assume that daughters are typically incapable, so male candidates are selected as suitable to 

take over the family business. According to Haberman and Dances (2007), sons may not 

always be preferable to daughters, and the first son may not always be the best fit. Brockhaus 

(2004) believes that a lack of involvement from daughters in managerial roles within the 

family business can lead to discord within the family. Vera and Dean (2005) have posited that 

denying daughters the opportunity to hold leadership roles in family-owned businesses 

results in the infrequent utilisation of certain essential company resources. In a similar vein, 



  

ONYEBUCHI ONUKWUGHA 140 

 

Stavrou et al. (2005) have emphasised that the likelihood of gender discrimination stems from 

the family's expectations of sons as apparent heirs. 

Regarding favouritism, this study found that favouritism is a barrier that hinders good 

succession. According to the research, parents nearly always have a favourite child. This is 

unfortunate, but it also means that some parents are biassed and usually want their preferred 

child to succeed them in business rather than other children. Frequently, the firm collapses 

because the beloved children fail to meet expectations. Carlock and Ward (2001) contended 

that choosing a successor should be based on capacity and respect for family values, which 

include treating children equally and with love. This is in line with corporate ethics. 

Additionally, the study discovered that parental control over their kids' professional paths 

impedes seamless succession. Although the study identified parental influence as a barrier, it 

had less impact because kids are increasingly choosing for themselves what they want to do 

when they grow up. In line with studies conducted by Tatoglu et al. (2008) and Ghee et al. 

(2015). 

In conclusion, obstacles to successful succession have been noted as follows: inadequate 

financial knowledge; physical fitness; disdain for our company; fear of losing one's identity; 

fear of the business closing; spouse's unwillingness to accept change; lack of commitment; 

lack of a formal agreement; lack of support from the spouse; gender issues; and favouritism. 

While Aronoff et al. (2003) contend that dread of retirement or death is one of the obstacles 

to an efficient succession plan, the results of this study did not discover any evidence to 

corroborate or contradict their claims. 

Figure 6.1 Revisiting conceptual Framework. 
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6.5 Chapter Summary 

This chapter provides an overview of the major variables that affect successful succession 

planning in small, family-owned enterprises. Some of the major themes that came out were 

the successor's development and grooming, family values and beliefs, and preparation and 

control activities. hiring family consultants or specialists, forming a family council, carefully 

organising the succession process, and adding outside board members. However, studies 

have revealed that not all of the identified determining elements have an equal impact on 

effective succession; some are seen to be more important than others. 

 The importance of developing a succession plan for family-owned businesses has been 

highlighted by this study. To make sure that the plan or programme is successful, family 

stakeholders must be involved and focus on establishing specific objectives and goals. 

Furthermore, family-owned businesses must have an appropriate and customised 

advancement plan. However, the research's conclusions indicate that a small percentage of 

family-run companies in London are using comprehensive evaluation systems to assess 

workers' competencies; these systems analyse workforce performance based on revenue as 

well as through suggestion and grievance boxes. Moreover, the bulk of family-owned 

businesses that were investigated did not think it was necessary to create talent databases, 

which could aid them in figuring out what kind of talent they would need in the future for 

succession planning. 

The following categories of barriers were used to categorise obstacles to effective succession 

planning: Individual level (lack of education, physical fitness, fear of losing identity, looking 

down on your business, lack of business skills), family level (familial conflicts, lack of support 

from a female spouse, gender issues, lack of children to take over the business, and 

favouritism), and institutional level (lack of commitment and lack of structured agreement). 

Since these same family cultural patterns are what give rise to "familiness," owners of small 

family-owned firms must eliminate any family restrictions that prohibit nonfamily individuals 

from succeeding in family-owned businesses, as well as gender issues and childlessness. Why, 

for instance, should a capable female family member be excluded from the chance to follow 

her father in business? This will lower the business death rate by preventing capable 

daughters from contributing significantly to the corporate world. 
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The research conclusion is covered in the next chapter, chapter seven, along with the research 

overview, summary of findings, contributions, implications, and findings. 
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Chapter Seven: Ccnclusion And Recommendations  

7.1 Introduction   

This section shows an overview of the key aspects captured in the study, comprising the 

research findings and theoretical and feasible contributions to the body of knowledge. 

Following the research limitations highlighted, recommendations are made for future studies. 

7.2 Summary of Key Findings/Overall Conclusion. The purpose of this study was to investigate 

the variables that affect successful succession in small, family-run firms in London. Overall, 

three primary themes emerged from the variables of effective succession. Theme 1: The 

successor's development and grooming, comprising training, interests, early participation of 

children, experience outside of one's own firm, and education (both official and informal). 

The second theme is family values and beliefs that strengthen bonds between members. This 

comprises the following: excellent relationships, communication, creativity, attention, 

record-keeping, sourcing of funding, necessary talents, and transparency. theme 3: Activities 

related to preparation and control, which include hiring family consultants or specialists, 

forming a family council, carefully organising the succession process, and adding outside 

board members.  

However, this study has revealed that not all of the identified determining elements have an 

equal impact on effective succession; some are seen to be more important or significant than 

others. For instance, some elements are more influential than others, such as an appropriate 

succession planning process, the successor's training, possession of the necessary abilities, 

and the desire to take over the company. Conversely, the findings of this study indicate that 

experience gained from outside one's own company has the least influence on the 

effectiveness of succession. The finding of this research upholds the position of Le Breton-

Miller et al. (2004) that expertise gained outside the company is less significant because the 

succession process is based on experience within the business. 
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The main succession planning techniques in use have also been highlighted by this study. A 

few of these practices include setting up talent databases, having clear objectives, 

individualised progression plans, giving the necessary resources—cash and human capital—

and implementing a comprehensive assessment system to determine the suitability of a 

possible successor. The need for a succession plan for family-owned businesses has been 

shown by this study, which also emphasises the need for family stakeholders to concentrate 

on establishing specific targets and goals in order to guarantee the success of the succession 

plan. Furthermore, family-owned businesses must have an appropriate and customised 

advancement plan. However, based on the research's findings, only a small percentage of 

family-owned businesses in London use a comprehensive appraisal system to assess workers' 

competencies; these methods include profit margin analysis and suggestion and grievance 

boxes. Moreover, the bulk of family-owned businesses that were investigated did not think it 

necessary to create talent databases, which could aid them in figuring out what kind of talent 

they will need in the future for succession planning. 

Ultimately, the obstacles to successful succession were recognised and categorised as barriers 

at the individual level. These barriers include a lack of financial literacy, a lack of physical 

fitness, a negative attitude towards your company, a fear of losing your identity, a fear of a 

business failing, a spouse's resistance to change, a lack of business skills, and a lack of interest 

from the successor. Institutional level barriers include lack of commitment and lack of 

structured agreement; family level barriers include gender issues, sibling conflicts, lack of 

support from the female spouse, lack of children to take over the firm, and favouritism. 

7.3 Research contributions to the body of knowledge and business practice  

This study made a significant contribution to theory by offering empirical support for the 

underlying assumptions of game theory, which postulate that: (i) good communication, 

transparency, and knowledge of the game's intention are necessary for two key players to 

play effectively and achieve the desired outcome; and (ii) players have the freedom to end a 

game at any time or continue according to their own preferences. Research indicates that 

successors ought to be free to pursue their professional goals rather than being pressured to 

work for the family firm. 
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• By offering data that helped create a comprehensive and proven conceptual 

framework for successful succession in family-owned firms, this study provided a 

novel contribution to the field. The approved conceptual framework acts as a resource 

for aspiring family business owners and helps family business owners better grasp the 

critical factors that influence successful succession planning. It can be argued that this 

will result in future generational transitions being more successful. 

• This study's identification of new factors has added to the body of knowledge. Keeping 

meticulous records and maintaining focus, for instance, were shown to be influencing 

aspects of efficient succession; on the other hand, favouritism and a demeaning 

attitude towards the business were found to be obstacles to effective succession, 

which have not been addressed in prior research. This is a significant addition since it 

aids family business owners in their planning for the sustainability and succession of 

their enterprises. 

• Lastly, new research indicates that a naturalistic approach that engages study 

participants in their everyday surroundings is preferable to a case-study research 

strategy. In addition to expanding our understanding of the application of the 

ethnographic approach beyond the fields of health and social sciences, this study 

made a significant methodological contribution by collecting data in a social context 

that facilitated interaction with study participants in their actual settings. Stated 

differently, this was the first instance of conducting research of this kind using an 

ethnographic approach. 

• 4 Research Recommendations to the Body of Knowledge and Business Practice  

The three categories of recommendations for this study are policy, practice, and further 

research. 

Policy 

Since small family-owned businesses continue to be the main driver of employment and 

economic growth in the UK, the government should work to create regulations that will 

support these companies' success, particularly in light of the COVID-19 pandemic's recent 

devastation of the global economy. 
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Practice 

• Therefore, family business owners in the southeast region of London feel that having 

a well-thought-out succession plan has many advantages. These include raising the 

likelihood that family members and the heir will work together to create an effective 

succession, decreasing the likelihood that a succession plan will fail, encouraging the 

successful transfer of institutional skills, upholding family values, supporting employee 

career advancement, and ensuring the longevity of the company. In order to ensure 

effective succession between generations, it is advised that family business owners in 

the southeast region dedicate themselves to the practice of succession planning. 

• Since these same family cultural patterns are what create "familiness," owners of 

small family-owned enterprises must eradicate any family restrictions that keep 

nonfamily members from succeeding in the family firm, such as gender issues and 

childlessness. Why, for instance, should a capable female family member be excluded 

from the chance to follow her father in business? This will lower the business death 

rate by preventing capable daughters from contributing significantly to the corporate 

world. This pattern needs to be adjusted to allow capable individuals of any gender to 

succeed. Furthermore, cultural norms prevent non-family personnel from taking on 

leadership roles in family-owned businesses, so why should a family firm be auctioned 

off on the grounds that the owner does not have children to succeed him or her? This 

will deny a dedicated worker the chance to meet their quota in the business domain. 

• Additionally, as demonstrated by this study, it is critical that successors hold a college 

degree prior to taking on leadership roles in the family business, as those with such 

experience tend to be more successful family leaders than their counterparts without 

such experience. 

Future Research 

Since the only respondents included in this study were family business owners, the 

perspectives of employees and nonfamily members were not included in the analysis of the 

divergent opinions regarding the topic under investigation. Consequently, further research 
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involving the perspectives of employees, nonfamily members, and family business owners is 

required to fully comprehend the range of divergent viewpoints regarding this topic. 

• More investigations need to be carried out in other UK locations in order to 

extrapolate the research findings to a more untamed population and facilitate cross-

cultural comparisons. 

7.3. Conclusion  

The purpose of this study was to look into the variables that affect successful succession in 

small, family-run businesses in London. According to the research findings, the following 

elements influence efficient succession: the successor's desire to take over the firm; their 

grooming; their possession of the necessary abilities; and their good planning of the 

succession process. Key obstacles that compromise effective succession were identified. The 

study emphasised the importance of developing a succession plan to ensure the continued 

operation of family-owned businesses and the necessity of family members cooperating to 

make sure the plan is successful.  

In addition to making methodological advances, this study added something new to theory 

by offering empirical support for the tenets of game theory, which was essential in developing 

a comprehensive conceptual framework that would direct families. Furthermore, given that 

these same family cultural patterns give rise to "familiness," This study highlighted the need 

to remove gender- and family-related hurdles, like childlessness, that prevent non-family 

individuals from succeeding in family-owned firms. Cultural traditions prohibit non-family 

individuals from inheriting family businesses, such as when a female family member is denied 

the chance to replace her father in business or when a family business is sold because the 

owner does not have children to take over. 
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RQ5. Do you think that creating a succession programme or scheme can improve the success 

rate of family-owned businesses? 

RQ6. What are the barriers or hinderances to effective succession in family business? 

  

Speakers: researcher and respondent 1.  

Researcher 

Good evening, gentleman. I am grateful that you agreed to participate in my study. My name 

is Onyebuchi. As a student at the University of Wales Trinity St. David, I am investigating the 

variables that affect successful succession in family-owned businesses in a London, UK, 

setting. I would like to let you know that you have the right to withdraw from the interview 

at any time, that no personal questions will be asked during it, and that your identity will 

remain anonymous. You have the right to remain silent in response to any questions that 

make you uncomfortable. As I discuss my research and your rights as a respondent, please 

don't be afraid to ask me questions or request further information. Each respondent will get 

their unique identification number from the interview sheet. There will be audio 

documentation of the interview. I promise to keep all of the information you provide us 

private and confidential. Having said that, let me start by posing the following question: What 

are the variables that you believe can affect successful succession? 

Participant 1 

In my opinion, a variety of things can affect how effectively a succession is managed. The 

eagerness of the heir to assume control of the business is the first. This is critical because your 

business will fail if you pass it on to a successor whose interests are not aligned with the 

company's. Effective succession is therefore dependent on the successor's interest, which the 

incumbent must cultivate by paying the successor appropriately when tasks are delegated to 

them. To spark his interest, for instance, I have started giving my son small chores to complete 

and rewarding him monetarily when he completes them. I am introducing the successor to 

the business's financial advantages. Additionally, the successor's training is crucial. Training 
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increases the successor's capacity and self-assurance, preparing them to manage a business 

successfully. The successor's early involvement in the company is another element that can 

affect successful success. When their time for retirement arrives or they get ill, some business 

owners make the error of bringing their successors into the company. One important 

consideration is the successor's experience. Indeed, experience is the key to running a firm; 

hence, having experience is necessary for a successor to lead the company successfully. I think 

that being communicatively open with my successor will benefit him or her in the business 

after he or she takes over. 

Resercher 

Are you saying that openness in communication influences effective succession? 

Respodent 1 

Yes, I think so. How can my successor manage the business if I don't provide him with the 

information he needs to know? I might also add that one element of successful succession is 

creativity. Because the business world is competitive, a businessperson needs to be 

imaginative and able to bring fresh ideas to the table to keep the company running smoothly. 

If the owner of the company lacks innovation, it might quickly become irrelevant and 

eventually go out of business. To maintain my business, for instance, I have been 

implementing new ideas on a regular basis to raise the bar and better serve my clients' 

demands. To avoid typical mistakes that could endanger the company's future and 

production, you must maintain focus. That has enabled me to accomplish my goals for today. 

Nothing hinders a business's growth more than a lack of attention, since it makes it difficult 

to concentrate on your vision and objectives. One thing that may affect how well a succession 

is carried out is keeping corporate records. since your record makes it easy to determine the 

state of your company, financially and otherwise. 

To be honest, record-keeping is essential since it provides trustworthy guidance on how to 

maintain business viability. For example, my business collapses if I don't monitor it. You can 

identify the areas where the company performed poorly in the past and make improvements 

from the records that are available. The necessary abilities are required to advance a firm. For 
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instance, without the necessary talents, I could not have succeeded in my firm. Tell me, what 

will happen if my successor doesn't have the fundamental knowledge and abilities needed to 

manage this company? The company will fail. Your abilities, in my opinion, are what will 

ultimately determine how successful you are in business. 

A key component of an efficient succession plan is the successor's educational background. 

Those with education may anticipate the path the company will take in the future and strive 

for success. Consider anticipating unanticipated events and taking action before they occur. 

Researcher  

Are you talking about formal or informal education? 

Respondent  1 

For me, both formal and informal education are needed to achieve effective succession. 

Researcher 

Ok. 

Respondent 1 

So, these are the factors that I think can influence effective succession. 

Researcher 

Thank you so much. 

Respondent 1 

Oh! I remember another factor; can I say it? 

Researcher  

Of course! Go ahead 
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Participant 1 

I neglected to include the important factor of dedication. I really think that the secret to 

successful succession planning is dedication. In order to devote all of my focus to the business 

and secure a better future, I have denied myself luxuries like holidays, social interactions, and 

extended sleep. I understand that dedication is what will help me achieve my goals; luck 

cannot help me. You might find it interesting to learn that dedication is a virtue in any area of 

your life, not just business. To ascend the succession and continuity ladder, in my opinion, 

requires devotion. If I hadn't been dedicated, my business would not have expanded the way 

it did. Respondent 1 

Ok, I am done. 

Researcher 

Do you remember any other factors? 

Respondent 1 

No. 

Resercher 

Ok, that is fine. 

Researcher 

Another question is: have you made any plans regarding who would take over from you? 

Respondent 1 

Yes, I have given my son, who will succeed me, some experience in the industry. Because I 

have other children, I also have a formalised document that specifies who will take over at 

my death, which helps to avoid sibling rivalry or disputes. Because of this, everyone in the 

family is aware of who will take over the company after me. Furthermore, I have discussed 

this agreement with every employee of the company. In addition to integrating my 
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replacement into the company, I also set up a career advancement plan to guarantee my 

successor's growth and lay out a clear path for his or her future goals. Effective succession 

might not be guaranteed if I did not allow my successor to start from the lowest position in 

the business and work his way up to the highest one. This is because it is challenging for a 

successor to succeed in a family business if they do not start early and learn the ins and outs 

of the operation. For example, my successor started from scratch and will gradually progress 

to the leadership position. 

Researcher 

Great! What benefit do you think the Career Progression Scheme can offer to your successor? 

Respondent 1 

I believe that the Career Progression Scheme would help to strengthen the effective success 

planning process and broaden the successor’s management skills. The main aim of 

establishing a career progression scheme was to ensure that my successor was moving ahead 

or progressing in the business gradually. Also, we have a full appraisal system designed to 

evaluate my successor’s competencies. 

Reseaecher 

Okay! I had wanted to ask how you get your successor prepared and ready to take over the 

business, but you had already answered the questions in your previous response. 

Researcher 

Can you tell me what helps you stay on track while undertaking succession planning, and what 

will happen if they are not on course? 

Respondent 1 

Excellent query! I suppose I could say that following succession planning through to its 

execution stage—during which an assessment scheme is incorporated and the process 
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informs me of whether the scheme has resulted in a favourable outcome or not—is what is 

keeping me on track for successful succession planning. 

Researcher 

Okay! What is your perception of a successful business? 

Respondent 1 

What do you mean by perception? 

Researcher 

I meant, how do you define a successful business? 

Respondent 1 

Alright! I think that a company's longevity is a good indicator of its success. A successful 

business is one that has endured over an extended period of time. That may not be my 

opinion, but that is what I believe. 

Researcher 

Thank you so much! 

Resercher 

What are the barriers to effective succession in family-owned businesses? 

Respondent 1 

You mean things that can prevent effective succession from happening? 

Researcher 

Yes. 
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Respondent 1 

There are numerous things that can go wrong with an excellent succession plan. For example, 

one of the things that can hinder successful succession is a lack of financial literacy. If the 

individual in charge of the company lacks the knowledge and proficiency to use various 

financial abilities, such as investing, budgeting, and personal financial management, a solid 

relationship can be developed with money. Additionally, profits must be kept apart because 

doing so could lead to the consumption of operating revenue, which would be detrimental to 

the family business. For instance, some family business owners use their profits to support 

their opulent lifestyles. Every business owner needs to practice financial discipline. The largest 

issue that can bring down a family-owned business is failing to distinguish between earnings 

and profits, which leads to personal expenses that eat away at income or profits from 

operations. Furthermore, physical fitness is another aspect that may hinder successful 

succession planning. When you are physically fit, you don't think succession planning is 

something you should be involved in. I never gave succession planning any thought before 

because, up until I got sick, I was strong and realised the importance of having a successor.  

In my opinion, family business owners ought to think about succession planning as soon as 

they become physically unstable. Another aspect is that it looks down on you due to its size, 

which is a strong deterrent to thinking about succession. 

Resercher 

Wow! Please expand on this point. 

Respondent 1 

Some family business owners whose businesses are small do not have the motivation to 

consider succession on the basis that their business is small, so succession does  

Researcher 

Is that all you can remember? 

Respondent 1 
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No, one factor is the fear of losing one's identity. Family business owners define succession 

differently; for some, it means becoming irrelevant in the company, while for others, it means 

having someone else take over all the hard work done over the years. Because of this, leaving 

the company can be challenging, given the authority and stability it provides. Fear of the 

business closing if it is transferred to a successor It can be challenging to leave a company 

since not all business owners have faith in their successor's ability to manage it successfully. 

Researcher 

Do you think that a lack of commitment is one of the factors preventing successful succession 

in family-owned businesses? 

Respondent 1 

Yes, of course! Prioritising commitment over the other considerations I listed was the right 

move. In actuality, a key component is dedication. The failure of a family-owned firm is caused 

by a lack of dedication. Since no firm can exist without its owner's commitment, family-owned 

business owners are required to forgo pleasures in order to devote their entire attention to 

their enterprise and secure a better future. For instance, I haven't taken a single day off from 

this business during the holidays. Because of my unwavering dedication, my business is 

thriving. Once more, there isn't a formal agreement in place. In the absence of a formal 

agreement, sibling rivalry may result in the dissolution of the company. 

Providing a structured agreement involves, among other things, making it clear who takes 

over the reign of the business in case of any unforeseen circumstances. This arrangement 

helps to curb the issue of sibling conflict, which has been identified in this study as posing a 

threat to a smooth generational transition. For example, in a polygamous family, there is 

always the issue of who would succeed their father’s business upon death or sickness, 

resulting in sibling rivalry. Like I told you before, I have a structured agreement spelling out in 

clear terms who takes over my business. The gender issue is another factor preventing 

effective succession. 

Researcher 
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What do you mean by gender issue? 

Respondent 1 

Due to cultural norms, male children in Africa are more likely than female children to succeed 

their parents in the family company. As a result, if there are no male offspring to carry on the 

family business, it will eventually die extinct because, historically, it has been illegal for 

outsiders to take over family-owned enterprises in order to protect family secrets. Finally, 

one of the obstacles impeding successful succession is favouritism. It is a sad fact that parents 

in nearly every household have favourite children. However, these parents are frequently 

biassed and will always want their favourite child to succeed them in business rather than 

other children. Most of the time, the business fails because those beloved kids don't live up 

to expectations. 

Respondent 1 

So, these are the factors I believe can prevent effective succession. 

Researcher 

We have come to the end of this interview. Thank you once again for being part of this 

interview; I appreciate it.  I am also going to interview other small-family business owners. 

My objective is to make a contribution to the body of knowledge regarding the phenomenon 

under investigation. 

Respondent 1 

No worries. I wish you well in your research journey. 

  

Speakers: Researcher and respondent 2    

Researcher  
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Good afternoon, sir! Thank you for agreeing to be interviewed. My name is Onyebuchi 

Onukwugha. I am a student at the University of Wales Trinity St. David, and I am conducting 

research on the influencing factors of effective succession in family-owned businesses within 

the context of London, United Kingdom. May I inform you that nothing personal will be asked 

in this interview, your identity remains anonymous, and you have the right to the interview 

at any time? If questions that you are not comfortable with are raised, you are at liberty not 

to respond; that is your right. Please do not hesitate to ask me questions or seek an 

explanation as I talk about this research and your rights as the respondent. The identification 

number on the interview sheet will be given to all the respondents, respectively. The 

interview will be recorded. Every piece of information we receive from you will be treated in 

a confidential manner. Having said that, I will begin by asking, What are those factors that you 

think can influence effective succession? 

Respondent 2 

Wow! The first point I will mention is that commitment in business is a key factor that can 

influence effective succession. When a business owner is committed to his or her business, it 

enhances the business's ability to reach its goals. In fact, commitment is a pre-requisite for a 

successful business. Not only in business is commitment required, but also in life generally. 

Another factor I consider necessary is the interest of the successor. If your successor is not 

interested in the family business due to a different career aspiration, there is no way the 

business can be sustained. Therefore, the interest of the successor is important to consider 

in ensuring effective succession. For example, I have four children, but one of them is 

interested in the business I am running; others have different career aspirations, and it will 

be counterproductive for me to hand the business over to any of those who did not show 

interest. Training of the successor is another factor I believe can cause effective succession. 

Researcher 

Are you talking about formal or informal training? 

Respondent 2 
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I am referring to informal training; I do not think that formal training is needed for effective 

succession to happen. That is why it is essential for family business owners to incorporate 

their successor on time to undergo training before taking over the business. 

Researcher 

Okay, are you saying that incorporating your successor at an early stage in business can 

influence successful succession? 

Respondent 2 

Exactly! Because when a successor is incorporated into the business at an early stage, he or 

she will be better groomed and equipped to increase the chance of effective management of 

the business, leading to smooth succession. 

Researcher 

Are there other influencing factors you can remember? 

Respondent 2 

Yes, it is important that the successor has the required skills to run the business; otherwise, 

effective succession will not happen. So, having the required skill has the ability to cause 

successful succession. Also, the owner of the business should endeavor to be transparent and 

open to communication with his or her successor to better equip them to manage the 

business well. A good relationship between the owner and successor is key. I have the view 

that innovation is one of the factors influencing effective succession. For example, if the 

successor is not innovative in responding to client needs, business will not be sustained, and 

effective succession is not guaranteed. Also, there is a need to keep business records so that 

when you are unsure of anything, you can refer to your records. 

Researcher 

Do you think that gaining experience from other businesses as a successor before joining the 

family business will make any difference? 
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Respondent 2 

I do not think so, because every business is unique; what works in my business may not work 

in another person’s business. 

Researcher 

Okay! Is there anything else you want to say regarding factors that can influence successful 

succession? 

Respondent 2 

No 

Researcher 

Have you made any plans regarding who would take over from you? 

Respondent 2 

Like I said earlier, one of my children is interested in my business, and though I have not made 

it official to him, he would be my successor. 

Researcher 

Okay, when do you intend to make it official for your successor? 

Respondent 2 

Well, I am not in a hurry; hence, I already have someone who is interested in the business. 

Researcher   2 

  

Can you tell me what helps you stay on track while undertaking succession planning and what 

will happen if they are not on course? 
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Respondent 2 

I do not understand the question. Are you asking how I will know that my plan is successful? 

Researcher 

Yes 

Respondent 2 

Succession is not something that happens overnight; there is a process. To know if my 

succession plan is successful or not, I must monitor the progress of my successor in the 

business. For example, my successor, although I have not officially told him that he would be 

my successor, shows me that the succession process will be smooth and the sustainability of 

the business is guaranteed. Did I answer your question? 

Researcher 

Yes, in case your would-be successor is not making satisfactory progress that suggests hope 

for effective succession, what are you going to do? 

Respondent 2 

I will change strategy. 

Researcher 

What kind of strategy are you going to change? 

Respondent 2 

Well, changing strategy means strengthening the areas in which the successor lacks capacity. 

For example, providing more training 

Researcher 

Okay, what is your perception of a successful business? 
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Respondent 2 

Please reword the question so that I can understand it. 

Researcher 

How do you define a successful business? 

Respondent 2 

In my view, any business that has lasted for a long time is a successful business. 

Researcher 

Thank you so much! 

Resercher 

What do you think can prevent effective succession from happening? 

Respondent 2 

The first factor is physical strength. When the incumbent is physically sound and full of energy, 

considering succession becomes difficult on the basis that he or she is strong enough to quit 

the business. Like I told you previously, I have a successor already working in the business, 

but that does not mean that I will quit soon because I am strong enough to run the business. 

My happiness is that I already have someone who can operate the business in the event of 

any unforeseen circumstances. 

Researcher 

When are you going to quit the business? 

Respondent 2 

I will quit when I am no longer strong enough to run the business. 
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Researcher 

Okay. Go ahead with other factors. 

Respondent 2 

Fear of losing identity can prevent an effective succession factor. To some family business 

owners, their definition of succession is to lose relevance in the business, while another is for 

another person to take over everything labored over the years, so considering the benefits 

the business offers in terms of authority and security, quitting becomes difficult. Also, fear of 

business closure if handed over to a successor Not every business owner believes in their 

successor’s capacity to run their business effectively; this makes quitting difficult. 

Researcher 

Do you think that lack of commitment is one of the factors preventing successful succession 

in family-owned businesses? 

Respondent 2 

Sure! Commitment is a vital factor. In fact, a lack of commitment leads to family-owned 

business failure. Family-owned business owners are expected to shy away from pleasures to 

give full attention to their business to ensure a better future because no business survives 

without the owner being committed to it. For example, I have not left this business for the 

holidays for even one day. I am fully committed to my business, which is why it is flourishing. 

Again, there is a there is a lack of structured agreement. If there is no structured agreement 

there might be sibling rivalry leading to business closure.  

Providing a structured agreement involves, among other things, making it clear who takes 

over the reign of the business in case of any unforeseen circumstances. This arrangement 

helps to curb the issue of sibling conflict, which has been identified in this study as posing a 

threat to a smooth generational transition. For example, in a polygamous family, there is 

always the issue of who would succeed their father’s business upon death or sickness, 
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resulting in sibling rivalry. A lack of male presence in the family prevents successful 

succession. 

Researcher 

How does a lack of male presence prevent effective succession? 

Respondent 2 

Within the confines of Africa, male children are preferred over female children to succeed 

their parents in family business due to cultural structure. Therefore, if there are no male 

children to succeed their business, it goes into extinction because traditionally, outsiders are 

forbidden from taking over family-owned businesses to avoid sharing family secrets with 

outsiders. Lastly, favoritism is one of the barriers preventing effective succession. In almost 

every family, it is sad to say that parents have their favorite children, but most of the time 

they are biased, always preferring their favorite child to succeed them in business over other 

children. Most often, those favorite children do not deliver as expected, leading to the 

collapse of the bus. 

Respondent 2 

These are the barriers that I think can prevent effective succession in family-owned 

businesses. 

Researcher 

We have come to the end of this interview. Thank you once again for being part of this 

interview; I appreciate it. I am also going to interview other small-family business owners. My 

objective is to make a contribution to the body of knowledge regarding the phenomenon 

under investigation. 

Respondent 2 

You are welcome. I wish you well in your research journey. 
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	Chapter One: Introduction 
	1. 1 Introduction 
	This chapter introduces the outline of the research by describing the background of the study, the problem statement, the research rationale, the research aims and objectives, and the research question.  
	1.2 Background to the study 
	There were over 4.8 million family-owned businesses in the UK in 2017, comprising 85% of all the private sector firms in the UK (IFB, 2019). Although the coronavirus pandemic and the measures put in place to contain its spread had impacted family businesses in the same way they had affected non-family firms (IFB, 2020), Between 2016 and 2019, 24% of family-owned businesses delivered new and upgraded products and services to market, and 21.0% considerably improved their own production or supply processes, ac
	According to a report by the Department for Business, Energy, and Industrial Strategy, family-run firms are counted as businesses with their majority possessed by one or more members of the same family (BEIS, 2016). A family-run SME has up to 249 employees and is usually bound to a single owner (BEIS, 2016). A family-owned business entails at least two generations of a family whose impact on the company is similar to its policy, interests, and objectives (Cater et al., 2016; BEIS, 2016). Around the globe, a
	1.3 Problem Statement 
	Dalpiaz et al. (2014) stated that family-owned businesses face a variety of difficult issues, including managing intergenerational succession in addition to making financial and business 
	decisions. Many academics (e.g., Cesarani and Sentuti, 2017; Vakilbashi et al., 2017) think that the succession process—which doesn't always occur in family firms—is one of the most important aspects of managing family businesses. For family-owned businesses, it might be difficult to find a successor who is both interested in and capable of joining during the succession process (Ahmadi et al., 2014). The lack of established protocols for managing succession in a diverse range of family-owned businesses may 
	1.4 Rationale and motivation for undertaking the research.  
	Literature has long established that family-owned businesses, which employ 38% of the labour force and account for 50% of private sector employment, represent a great way for wealth and skills to be passed down from one generation to the next in both developed and developing nations. They are also a major source of economic growth. But if this issue is not addressed, family business closures would result in a decline in expertise and wealth transfer, which would cause the economy to slow down (Björnberg and
	Numerous studies worldwide have investigated the factors that impact succession effectiveness, including those conducted by (e.g., Morris et al., 1996; Mustakallio, 2002; Venter et al., 2005; Prior, 2012; Hania, 2012; Dyck et al., 2002; Bathija and Priyadarshini, 2018; Aloya et al., 2016; Fahed and Maalouf, 2016; Kumar, 2018; and Aderonke, 2014), but the investigation was conducted from a cultural perspective. Several studies (Odhiambo et al., 2014; Mokhber et al., 2017; Otika et al., 2019) have looked at t
	performance perspectives when examining the factors that influence effective succession. Additionally, very few studies have looked into family business innovation and succession planning, as well as solutions for intergenerational succession (Austin 2018; Baltazar et al., 2023). The degree to which these variables accurately represent the elements affecting successful succession in London, United Kingdom, is still up for debate (Bąkiewicz 2020; Klein et al. 2022; Astrachan 2022; Smyrnios et al., 2023). Giv
	When conducting research of this kind, it may be necessary to abandon the case study research strategy in favour of a naturalist approach that engages study participants in their real-life setting or environment, according to recent evidence (Yin 2014; Klein et al. 2022; Astrachan 2022; Smyrnios et al. 2023). The authors argued that case studies, which provide a weak foundation for generalisation, have been overused in the social sciences. Additionally, an increasing amount of research is emphasising the ne
	  
	   
	1.5 Scope of the Study 
	In the context of family-owned firms in London, UK, this study focuses on the determining elements of efficient succession with the goal of improving business operations. The selection of London was based on the region's high concentration and wide range of family-owned enterprises. According to the IFB Research Foundation (2020), London is one of the two regions in the UK with the highest concentration of family-owned businesses. The results of this study will contribute to the body of knowledge that famil
	1. Research Aims and Objectives  
	1.6.1. Research Aim 
	This study aims to investigate the influencing elements of effective succession within the context of small family-owned firms in an effort to offer guidance to current and future family-owned businesses on how to manage intergenerational succession. 
	1.6.2. The objectives 
	•
	•
	•
	 To review existing literature on small family-owned business succession in London, UK 

	•
	•
	 Based on the gap(s) identified, conduct, analyse, and synthesise evidence through qualitative inquiry on succession effectiveness in small family-owned businesses. 

	•
	•
	 To examine succession planning practices currently in use within the context of small family-owned businesses operating in London. 

	•
	•
	 To critically review the factors that influence effective succession in small family-owned businesses in London, UK, and the difference between theory and practice, if any. 

	•
	•
	 To develop a holistic conceptual framework and make recommendations for practitioners for effective succession in small family-owned businesses. 


	1.7 Research Question 
	Below is the research question (RQ) that needs to be addressed as part of the empirical study. 
	What are the contributing factors to effective succession in small-owned family businesses in London? 
	1.8 Research Synopsis: Structure for the Thesis 
	Figure 1.1: Thesis Structure 
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	Chapter 1: Introduction  
	This chapter provides background information about the study and an overall description of the nature and purpose of the research problem. It addresses the rationale for this study, followed by the research aim and objectives, as well as the research question to be considered. Also, the first chapter shows the three perspectives of family business succession and process. 
	Chapter 2: Literature Background  
	This chapter introduces the definition of succession and its concept, process, benefits, and barriers in the context of family-owned business building based on the existing literature. Followed by theories and models that describe family-owned business systems to contextualise the study. Finally, it reviews the appropriate literature to identify gaps as well as the direction of arguments, which have been the primary basis for this study. 
	Chapter 3: Conceptual Framework  
	Chapter three discusses and justifies the framework that helps understand how family businesses can better survive trans-generational ownership issues based on the growing impulsion. 
	 
	 
	 
	 
	 
	 
	 
	Chapter 4: Research Methodology  
	Chapter four explains the methodological approaches for this research, comprising the instruments and techniques employed with respect to study design, research area of interest, research population, methods of sampling, selection criteria, gathering of data, and analysis. It examines the ethical considerations adopted in designing and conducting the research. 
	Chapter 5: Data analysis and presentation of the research findings  
	Chapter five shows the data analysis and research findings for this study. It begins by showing respondents’ demographic information, followed by the formation of emerging themes. A thematic analytical approach was applied for identifying, analysing, and reporting themes within interview data. This research considers the main findings in clear terms, leading to the identification of qualitative themes. 
	Chapter 6: Research Discussion  
	Chapter six discusses the findings of the study through a comparison and dissimilarity between the present findings and the existing literature. 
	Chapter 7: Research Conclusion  
	Chapter seven demonstrates the key conclusion of this research by outlining the theoretical implications, research limitations, and research contribution and offering recommendations for future study. The next chapter, which is chapter two, presents and discusses the literature review of this research. 
	 
	 
	 
	 
	 
	Chapter Two: Literature Review  
	2.1   Introduction  
	Building on the body of previous research, this chapter clarifies what succession means and discusses its concept, procedure, advantages, and disadvantages in relation to family-owned businesses. In order to contextualise the study, it presents the definition, concepts, principles, advantages, and difficulties of family-owned businesses. It also looks at the theories and models that characterise family-owned company systems. The factors that are thought to be responsible for successful succession in family-
	2.2 Succession: concept, definition, and practices in use. 
	2.2.1 succession concept  
	According to recent research, the concept of succession in family-owned firms is not new; rather, it dates back to a time when the staff in these businesses operated at a subsistence percentage, just like the human species (Baltazar et al., 2022). As stated by Gomez-Mejia et al. (2009), the idea of succession originated in human resource management, which stands for the practices the company has selected to guarantee that it has the right kind of people with the right qualifications to provide a certain lev
	Nonetheless, it is claimed that the idea of a family business evolved as a result of the life circle (Churchill and Lewis, 1983; Morris et al., 1996). On the contrary, Rothwell and Kazanas (2003) argued that in most conceptions of a company's life cycle, a business eventually separates ownership from management and gains more administrative power than its initial owner. Conversely, these models typically fail to take into account the conditions surrounding succession and do not tackle the unique distinction
	as a unit (Dyer and Handler, 1994; Morris Williams et al., 1999). Every entity has distinct cultures that are recognised. Every creature experiences its own life cycle and its own unique subsystems. The aforementioned subsystems are also extremely interconnected. As a result, there are plenty of opportunities for subsystems to interact and become competitive. In the opinion of Kepner (1983), family firms are claimed to have benefited from rather robust processes when the original owner is operating.  
	This "triggering event" would eventually weaken them due to the decision to include a family member in an executive position or the founder's decision to step down. This may cause conflict, disarray, and animosity between family members and the professionals employed by the company. The subsequent adjustment process is frequently incomplete, disorganised, and poorly managed. According to Dyer (1983), cited in Morris et al. (1996), family dynamics—such as closeness within the family, dependences among family
	Kepner (1983) asserted that pressure increases when family changes occur at the same time as firm changes when analysing dependencies regarding family life cycles and business cycles, adding that every system is linked to maintaining itself and exhibiting strong resilience towards differentiation and disconnection. It's important to distinguish between administrative and functional changes to the firm. The firm grows on the basis of several institutional framework categories, incentive programmes, and expan
	2.2.2 Succession definition  
	Succession has no traditional definition. Many academics and researchers have attempted to describe succession from a process perspective. Armstrong (2012), for instance, described succession as the process of identifying heirs. According to Avanesh (2011), succession planning involves selecting a capable, qualified, and skilled candidate to take over the role of 
	manager when needed. In line with the opinions of scholars (e.g., German and Glawe 2004; Wolfe 1996; Tropiano, 2004; Gersick et al. 1999; Collins 2009; Hirsh 2000; Guinn 2000; Sharma et al. 2003; Steiner and Miller 2010; Michel and Kammerlander 2015), succession refers to the process of giving the next generation of business owners and leadership roles. However, scholars (e.g., Sharma et al., 2001; De Massis et al., 2008) contended that the process of selecting a successor through a planned procedure is not
	As expressed by German and Glawe (2004), the succession and identification of the potential successor to take on various roles within the company constitute a planned process. However, this definition is flawed because it does not incorporate fresh insight. The description provided by Wole (1999) is regarded as excellent because it describes succession as a unique firm-specific plan that supports key role sustainability in management through a planned advancement programme that can develop employees' capaci
	Subtly, a cultural perspective has been applied to the concept of succession. Gilding et al. (2015), for instance, hold that succession includes aspects of both social and cultural accomplishments. Norms, values, and other family conventions are among the variables that make up social and cultural perspectives, according to Chua et al. (1999). In order to facilitate social contact, Galvin et al. (2015) emphasised the importance of consistently communicating the same values, norms, and meanings within the fa
	elements are the source of weaknesses and power during succession. They also stressed the importance of identifying these elements in conjunction with family cultural values. 
	However, scholars have defined succession from an illustrative standpoint. As articulated by Michelson (2006), succession management involves removing inappropriate people from the bus, adding suitable people, and making sure the correct people are seated in the right places. Conger and Fulmer's (2003) assertion that succession planning entails placing the right people in the right places at the right times supports this point of view. According to Rothwell (2001), succession is not defined as any process t
	After giving scholars' definitions of succession careful thought, this research adopts those of Sharma et al. (1997) and Hania (2012) because they are well-suited for this kind of research, as they are not restricted to a specific type of succession situation. Instead, they have taken a comprehensive approach, characterising the succession process as the actions, occurrences, and modifications that affect the transfer of leadership power from one generation to the next. 
	 
	 
	 
	 
	 
	 
	Table 2.1 Summary of the three perspectives of Succession definitions.     
	No 
	No 
	No 
	No 
	No 

	Definitions 
	Definitions 

	Succession 
	Succession 

	References 
	References 



	1. 
	1. 
	1. 
	1. 

	First perspective       
	First perspective       

	Succession is defined as a process through which potential successors are identified.  
	Succession is defined as a process through which potential successors are identified.  

	(Armstrong 2012; Avanesh 2011; Tropiano 2004; Carter 2016; Lui Eubank and Chater 2015; Miller 2010; Gersick et al. 1999; Astrachan 1994; Kim 2003; McDonald 2006; Gronn 1996; Collins 2009; Collins 2009; Hirsh 2000; Guinn 2000; German and Glawe 2004; Wolfe’s 1996). 
	(Armstrong 2012; Avanesh 2011; Tropiano 2004; Carter 2016; Lui Eubank and Chater 2015; Miller 2010; Gersick et al. 1999; Astrachan 1994; Kim 2003; McDonald 2006; Gronn 1996; Collins 2009; Collins 2009; Hirsh 2000; Guinn 2000; German and Glawe 2004; Wolfe’s 1996). 


	2. 
	2. 
	2. 

	Second perspective 
	Second perspective 

	Succession is described from socio-cultural point of view.  It is believed that succession comprises both the elements of social and cultural achievements. For example, norms, values, and others 
	Succession is described from socio-cultural point of view.  It is believed that succession comprises both the elements of social and cultural achievements. For example, norms, values, and others 

	(Gilding Gregory and Cossonz 2015; Chua et al. 1999; Galvin Braithwaite and Bylund 2015; Mussolino and Calabro 2014;  and Kellermanns 2018; Zwack et al., 2016). 
	(Gilding Gregory and Cossonz 2015; Chua et al. 1999; Galvin Braithwaite and Bylund 2015; Mussolino and Calabro 2014;  and Kellermanns 2018; Zwack et al., 2016). 


	3.   
	3.   
	3.   

	Third perspective  
	Third perspective  

	Succession is explained from illustrative stance. For example, getting unsuitable individuals out of the bus, replace them with suitable individuals, and ensuring that the right people are placed in the right seats.  
	Succession is explained from illustrative stance. For example, getting unsuitable individuals out of the bus, replace them with suitable individuals, and ensuring that the right people are placed in the right seats.  

	(Michelson 2006; Conger and Fulmer 2003; Rothwell 2001; Baldwin, 2000). 
	(Michelson 2006; Conger and Fulmer 2003; Rothwell 2001; Baldwin, 2000). 




	 
	2.2.3 Succession practices currently in use  
	The importance of succession planning practices in family-owned businesses cannot be overemphasised, especially now that the COVID-19 pandemic is negatively impacting the business environment. 
	Dusor (2019) lists the following succession planning practices in use: talent databases, centralising on specific objectives and capacity building schemes, involving senior executives in the process, and holistic appraisal based on competences. Noting that evaluation schemes, talent databases, and future talents, among other things, are needed to be recognised as the best practices in relation to effective succession planning, Dusor strongly advised family business owners to have people they can draw inspir
	In the opinion of Caruso and Groehler (2007), Haroski (2010), Seniwoliba (2015), and Clifford (2008), best practices for succession planning include assigning sufficient funds, communicating frequently about the importance of future planning, and clearly stating the goals and shareholders of the business owner. On the other hand, competency-based appraisal schemes, talent database development, and future talent needs and requests should all be part of best practices for succession planning in family-owned b
	2. Family-owned Business: Concept and Definition  
	2.3.1 Family-owned business concept 
	It should be noted that the life cycle theories of firms generally hold that a firm outgrows the administrative capabilities of its founding company and becomes a separate entity that separates ownership from management (Churchill and Lewis 1983). This is how the idea of a family business is said to have evolved. However, Morris et al. (1996) contended that these models tend to ignore factors surrounding succession and fail to address particular distinctions between family-owned and managed businesses. As s
	unit. Every entity experiences a life cycle, and every entity has distinct subsystems. The aforementioned subsystems are also extremely interconnected. When examining how each impacts and is influenced by the other, Kepner (1983) refers to this as the coexistence of family and business. 
	Since the original owner is still involved and operating, family firms are thought to have benefited from relatively robust systems. These "triggering events"—such as the decision to promote family members to senior positions or the founder's decision to step down—would eventually weaken them and produce conflict, disarray, and animosity between the family and the professionals who work for the company. The process of later adjustment is frequently incomplete, disorganised, and poorly managed. According to 
	Differentiating between administrative and functional changes in the business is essential. The growth of the company is based on a variety of factors, including its unique institutional framework, incentive programme, and expansion strategies. The best outcomes, in the opinion of Hershon (1976), cited by Morris et al. (1996), happen when shifts in family leadership conflict with firm changes. In other words, changes constitute a bilateral adaptation process between the business and family subsystems. 
	2.3.2 Family-owned Business: Definition  
	According to the data from the business survey, 40% of family businesses around the globe today are passed down to family members (PWC, 2012). Therefore, in order to ensure a seamless succession process in a family-owned business, it is crucial to provide the successor with the necessary skills and knowledge (Gersick et al., 1997; Fahed and Maalouf, 2016). There are several definitions that have been put up concerning family businesses (Venter and Farrington, 2009; Donna, 2016; Venter et al., 2005; Nebauer 
	2015; Steiger, 2015; Suess-Reyes, 2017; Jaskiewicz, 2015; Harms, 2014; Farrington, 2009). However, despite their best efforts to come to a consensus on defining a definition, researchers have not settled on a specific one.  
	Nebauer and Lank (2016) contend that in order to prevent issues when comparing studies, a common definition that accurately captures the essence of family businesses must be established. According to Chua et al. (1999), the distinction between ownership and management must be clearly defined, and family businesses differ from other types of organisations in that regard. As a result, the definition of a family business should start at the practical and theoretical levels. This is in line with the description
	This definition is crucial for understanding family businesses. Dieguez et al. (2015) countered that family involvement's constituent parts do not ensure its long-term viability. The majority of research studies have focused on governance, management, and occasionally ownership when defining a family firm, despite the fact that business continuity seems to have been overlooked by scholars over time (Suess-Reyes, 2017). They also note that business and governance are related in the interim. 
	Drawing from Sarbah and Xian (2015), family businesses differ in that they have a different structure that makes it easier for family members to establish themselves. This underscores how the concept of a family-owned firm is still complicated by the similarities between family and commercial matters. However, Ward (2016) believes that the definition of a family business should be based on its ability to achieve succession, given the significance of succession in boosting the economy. Ward emphasises that s
	Following the same line of reasoning, Jaskiewicz et al. (2015) noted that the pursuit of family legacy, which is reliant on family customs, values, and the owner's vision, is what sets family businesses apart from nonfamily ones. They also noted that family decisions and activities that have the potential to impact future generations are made easier by this pursuit. 
	However, Pindado and Requejo (2015) disagreed, arguing that a more expansive definition of family company would enable theoretical models to accurately capture the relevant domains without restricting the family business environment. Meanwhile, the goal of the majority of definitions of family businesses is to make sure that important aspects are covered, such as the engagement of family members in the company and the incumbent's capacity to exert control or power.  
	Research has demonstrated that there is a gap in the definition of family businesses because many of the definitions that have been proposed are too general and do not take into account all aspects of ownership, management, subsystems, intergenerational transfer, family involvement, and interdependence. As a result, it is challenging to come to a consensus on a precise definition when it comes to family businesses (Venter and Farrington, 2009; Donna, 2016). Nevertheless, this study supports the definition p
	2. Benefits and Barriers to Succession 
	2.4.1 Benefits of Succession Planning 
	According to McDonald (2008), succession planning improves the company's ability to find and train a successor to take over in the event of an unexpected circumstance, such as the incumbent's or founder's sudden death or a serious illness. This is consistent with Garg and Van Weele's (2012) assertion that a lack of succession planning can result in incapacitation and ineffectiveness, which over time causes the family business to disintegrate because unfit or uninterested people take on leadership roles. As 
	However, Tunje also pointed out that when there is no succession planning in place, the best possible successors leave the company in search of better opportunities elsewhere. Some family enterprises eventually lose their integrity because unfit and incompetent family members are left in charge of running them. Huselid (1995), who belongs to the same school 
	of thought, sees succession as one of the HR tactics that greatly increases employee retention by enhancing the skilled workforce. Govender (2010) claims that when employees recognise there is no longer a possibility for succession-driven corporate growth, they quit the organisation. The existence of succession planning has a significant impact on employee retention in family businesses (Ali and HamiReza, 2014; Tetteh, 2015; Eshiteti et al., 2013). When workers feel that not enough preparation is being done
	As attested by Haroski (2010), succession offers a chance for knowledge transfer, and prospective successors can pick up fundamental abilities, knowledge, and positive working relationships from incumbents' extensive experiences before they leave. Rothwell (2010) believes that succession planning helps executives and employees be constantly prepared to replace current employees without running the risk of losing expertise. It is possible to maintain internal expertise that is familiar with the business with
	One tactic for ensuring the survival of a family business is succession planning, as it can assist in addressing the feelings, obstacles, and expectations that come with the process (Lucky et al., 2011). This is in line with Lucky et al.'s (2011) theory that successful succession promotes family company sustainability by mediating the relationship between the incumbent, successor, and environment. Succession planning would enable family businesses to reach their full potential and be of use.  
	Table 2.2 below recaps the benefits of succession.   
	No 
	No 
	No 
	No 
	No 

	 Benefits 
	 Benefits 

	  Description  
	  Description  

	References  
	References  



	 1. 
	 1. 
	 1. 
	 1. 

	Identification and preparation of potential successors  
	Identification and preparation of potential successors  
	 
	 

	Succession improves the company's ability to find and train successors to take over in leadership roles in the event of any unanticipated events, such as 
	Succession improves the company's ability to find and train successors to take over in leadership roles in the event of any unanticipated events, such as 

	(McDonald 2008; 
	(McDonald 2008; 
	Garg and Weele, 2012).  
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	TBody
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	the incumbent's or founder's sudden death or serious sickness. 
	the incumbent's or founder's sudden death or serious sickness. 
	 


	2. 
	2. 
	2. 

	Employee’s retention 
	Employee’s retention 

	Succession increases the value of family businesses by enabling them to retain talented and skilled workers in leadership roles. Because there is no succession plan in place at their organisation, the greatest possible successors frequently leave in search of better opportunities.  
	Succession increases the value of family businesses by enabling them to retain talented and skilled workers in leadership roles. Because there is no succession plan in place at their organisation, the greatest possible successors frequently leave in search of better opportunities.  

	(Govender 2010; Ali and HamiReza 2014; Tetteh 2015; Eshiteti et al. 2013; Walsh and Taylor 2007; Tunje 2014; Huselid 1995; Hassan, 2020). 
	(Govender 2010; Ali and HamiReza 2014; Tetteh 2015; Eshiteti et al. 2013; Walsh and Taylor 2007; Tunje 2014; Huselid 1995; Hassan, 2020). 


	3. 
	3. 
	3. 

	Knowledge transfer 
	Knowledge transfer 

	Planning for succession offers a chance to transfer expertise. Potential successors benefit from the wealth of experiences that incumbents have before leaving in the form of information, basic skills, and positive working relationships. 
	Planning for succession offers a chance to transfer expertise. Potential successors benefit from the wealth of experiences that incumbents have before leaving in the form of information, basic skills, and positive working relationships. 
	 

	(Haroski 2010; Rothwell 2010; Barginere Franco and Wallace,  2013).  
	(Haroski 2010; Rothwell 2010; Barginere Franco and Wallace,  2013).  
	 


	4. 
	4. 
	4. 

	Sustainability strategy  
	Sustainability strategy  

	One tactic for ensuring the viability of a family business is succession planning, as it can assist in addressing the feelings, obstacles, and expectations that come with the process.  
	One tactic for ensuring the viability of a family business is succession planning, as it can assist in addressing the feelings, obstacles, and expectations that come with the process.  

	Minai and Isaiah 2011; Frick-Becker, 2015).    
	Minai and Isaiah 2011; Frick-Becker, 2015).    
	 




	   
	2.4.2 Barriers to effective succession in family-owned business  
	One obstacle to succession, according to Marler et al. (2017), is the incumbent's lack of willingness. Boyd (2016) agreed with this stance, the incumbent's reluctance to relinquish 
	leadership power to the next generation is due to the stability and authority it provides. In a similar vein, Ward (2016) pointed out that the incumbent would be hesitant to cede power due to lifetime investment. However, Aronoff et al. (2003) contended that the incumbent's hesitation stems from their fear of passing away or retiring. Rukundo and Cyeze (2015) tabled that one of the obstacles to succession is a lack of commitment, stating that reliance on family members during the business changeover might r
	Gender bias exists in family business succession, as Wang (2010) pointed out, since female offspring are not permitted to replace their father in the family firm. Wang discovered that cultural patterns or ideologies, in addition to individual and familial factors that discriminate against female children, are the root causes of female children's exclusion from the family business. This ensures that their knowledge and assistance in the family business go unnoticed. However, under rare situations, such as wh
	spouse's resistance to change (Ghee et al., 2015; Ogbechie and Anetor, 2015; Perryer and Te, 2010). In line with the viewpoints of Smyrnios et al. (2003) and Ghee et al. (2015), a spouse's resistance to change impedes the successful succession of the business. 
	Based on scholarly research (e.g., Kumar 2018; Prior 2012), the absence of structured agreement prevents effective succession since it causes discord among family members following the departure of the original owner. This is consistent with Poza's (2010) research, which shows that unstructured agreement impedes orderly succession. The research has identified sibling conflict as a barrier to effective succession, and this structure helps to mitigate that issue (Kumar, 2018). On the authority of Ibrahim et a
	Table: 2.3 below encapsulates the barriers to family business succession 
	  No 
	  No 
	  No 
	  No 
	  No 
	  No 
	  No 
	  No 

	    Barriers 
	    Barriers 

	       Description 
	       Description 

	References 
	References 


	 1. 
	 1. 
	 1. 

	Incumbent unwillingness to relinquish power.  
	Incumbent unwillingness to relinquish power.  

	The incumbent may be reluctant to assist with the succession process if they believe they are losing influence or status within the company. Furthermore, because of their lifetime investment, the incumbent might not want to help with succession planning.  
	The incumbent may be reluctant to assist with the succession process if they believe they are losing influence or status within the company. Furthermore, because of their lifetime investment, the incumbent might not want to help with succession planning.  

	(Boyd et al. 2014; Marler et al. 2017; Ward 2016; Gilding 2015; Lansberg and Gersick 2015; Dusor, 2020). 
	(Boyd et al. 2014; Marler et al. 2017; Ward 2016; Gilding 2015; Lansberg and Gersick 2015; Dusor, 2020). 
	 







	2. 
	2. 
	2. 
	2. 
	2. 
	2. 
	2. 
	2. 

	Lack of commitment  
	Lack of commitment  

	One of the obstacles is a lack of commitment, as no company can succeed if its owner is not dedicated to it. 
	One of the obstacles is a lack of commitment, as no company can succeed if its owner is not dedicated to it. 

	(Rukundo and Cyeze, 2015; Mussolino and Calabró, 2014) 
	(Rukundo and Cyeze, 2015; Mussolino and Calabró, 2014) 


	3. 
	3. 
	3. 

	Successor’s unwillingness to take over the leadership of the business  
	Successor’s unwillingness to take over the leadership of the business  

	Effective succession is hampered by potential successors' reluctance to participate in the family firm since they have different career goals. 
	Effective succession is hampered by potential successors' reluctance to participate in the family firm since they have different career goals. 
	 

	(Paula et al., 1997; Rukundo, and Cyeze, 2015; Ward, 2016) 
	(Paula et al., 1997; Rukundo, and Cyeze, 2015; Ward, 2016) 


	4. 
	4. 
	4. 

	Lack of financial literacy 
	Lack of financial literacy 

	When there is a lack of financial discipline, family companies fail. For instance, leading a lavish lifestyle at the price of your company 
	When there is a lack of financial discipline, family companies fail. For instance, leading a lavish lifestyle at the price of your company 

	(Surdej and Wach; 2010; Paula et al. 1997; Ibrahim et al., 2003). 
	(Surdej and Wach; 2010; Paula et al. 1997; Ibrahim et al., 2003). 


	5. 
	5. 
	5. 

	Refusal of spouse to accept change. 
	Refusal of spouse to accept change. 
	 

	Effective succession is hampered when a spouse refuses to accept change.  
	Effective succession is hampered when a spouse refuses to accept change.  
	 
	  

	Carlock and Ward 2001; Gordon and Kibblewhite 2008; Perryer and Te 2010; Ghee et al. 2015; Ogbechie and Anetor, 2015). 
	Carlock and Ward 2001; Gordon and Kibblewhite 2008; Perryer and Te 2010; Ghee et al. 2015; Ogbechie and Anetor, 2015). 


	6. 
	6. 
	6. 

	Lack of structured agreement  
	Lack of structured agreement  

	Business closure results from the absence of a formal agreement that can serve as a template for guidelines between family shareholders and company relationships. 
	Business closure results from the absence of a formal agreement that can serve as a template for guidelines between family shareholders and company relationships. 

	(Prior 2012; Poza 2010; Kumar, 2018). 
	(Prior 2012; Poza 2010; Kumar, 2018). 
	 







	7. 
	7. 
	7. 
	7. 
	7. 
	7. 
	7. 
	7. 

	 Lack of spousal support   
	 Lack of spousal support   
	 

	These days, some women are stepping out on their own and supporting themselves instead of their spouses' businesses. 
	These days, some women are stepping out on their own and supporting themselves instead of their spouses' businesses. 

	TD
	P
	(Smyrnios et. al. 
	2003; Ghee 
	et al.,
	 
	2015).
	 



	8. 
	8. 
	8. 

	Gender issue  
	Gender issue  

	Because of cultural ideology, some families do not allow their female offspring to succeed their father in business and instead embrace their male children.  
	Because of cultural ideology, some families do not allow their female offspring to succeed their father in business and instead embrace their male children.  

	Jimenez 2009; Pyromalis and Vozikis 2009; Ahrens et al. 2015; Overbeke et al. 2013; Wang, 2010). 
	Jimenez 2009; Pyromalis and Vozikis 2009; Ahrens et al. 2015; Overbeke et al. 2013; Wang, 2010). 


	9. 
	9. 
	9. 

	Sibling rivalry  
	Sibling rivalry  

	Effective succession is threatened by wrangling over who would take over the company. 
	Effective succession is threatened by wrangling over who would take over the company. 

	Alkahtani 2021; Lansberg and Gersick, 2015). 
	Alkahtani 2021; Lansberg and Gersick, 2015). 


	10.  
	10.  
	10.  

	Physical fitness  
	Physical fitness  

	Because they are physically strong enough to manage the business, the majority of family business owners disregard succession. 
	Because they are physically strong enough to manage the business, the majority of family business owners disregard succession. 

	(Paula et al., 1997; Rukundo and Cyeze, 2015; Ward, 2016). 
	(Paula et al., 1997; Rukundo and Cyeze, 2015; Ward, 2016). 


	11. 
	11. 
	11. 

	Fear of losing identity  
	Fear of losing identity  

	 Family business owners assume that because they have gained recognition through their enterprise, passing the reins to a new leader would imply losing one's identity.  
	 Family business owners assume that because they have gained recognition through their enterprise, passing the reins to a new leader would imply losing one's identity.  

	(Dusor, 2020; Ward, 2016). 
	(Dusor, 2020; Ward, 2016). 
	 



	 




	 
	2.5.  Theories and Models Relating to Family Business Succession Planning 
	Numerous models and theories, including agency theory, resource-based theory, game theory, stewardship perspective, and others, exist for family business succession, according to scholars (e.g., Aloya et al. 2016; Almarri and Gardiner 2014; Hernandez, 2008). 
	2.5.1 Agency Theory  
	The ideology of agency theory states that in the event of a conflict of interest between the principal and the agent, there is a possibility that the agent may act opportunistically, leading to agency costs. However, agency expenses won't be an issue if the principal and the agent have similar interests (Mitchell and Meacham, 2011). Since a business runs more efficiently when there is a friendly relationship between the managers and owners, agentcy theory suggests that family involvement in the company's ow
	Even while agency expenses don't exist in family businesses when there is a relationship between the principal and agent, they can eventually change when ownership is divided among several heirs (Aloya et al., 2016). Should a non-family manager be chosen to succeed the current manager, agency expenses will rise (Bocatto et al., 2010). Scholars have recently drawn attention to the shortcomings of agency theory in family businesses, arguing that its ability to shed light on dynamic enterprises is limited by a
	who exhibit empathy in an unwise or inappropriate way and who maintain family customs. Such an action devalues company efficiency. (Bendickson et al., 2016). 
	2.5.2 Resource-based view theory 
	Resourced-based view theory is applied in family business succession on the basis of the supposition that family firms obtain their competitive edge through their internal assets, according to researchers (e.g., Barney 1991; Grant 1991; Aloya et al., 2016). These inner resources stand for skills that require improvement. When a business possesses unique and valuable assets, it is considered prosperous (Cabrera-Suarez et al. 2001; Aloya et al., 2016). Aside from their assets and accounting records, family fi
	On that note, resources that stand for skills that are difficult to imitate always stem from the overflow of family patterns into family business policymaking. This is achieved by combining family business practices, creating and maintaining the family business name, carrying out unofficial applications for human resources, and managing the expansion of social networking that links the family and business structures (Almarri and Gardiner, 2014). Nevertheless, giving the company to unskilled family members i
	Grant (1991) emphasised the importance of looking into more resources known as immovable assets, which are difficult to replicate and rely on the sharing of knowledge and intelligence, believable closeness between employees and managers, and their connections with suppliers and customers, among other things. Numerous unique, complex, impalpable, and strong assets are owned by family enterprises (Bocatto et al., 2010). From the view point of Habbershon and Williams' (1999), familianess refers to the degree o
	valuable even though they are impalpable. Family intellectuals therefore have a tendency to believe that the foundation of family enterprises' distinctive selling points is the implementation of family ideals. Nevertheless, the inevitable problem of succession, which affects all firms, may limit the potential that family enterprises have.        
	2.5.3 Steward perspective theory  
	Poza (2010) claims that the founding family members saw the family business as an extension of themselves, one that they had a duty to maintain (Woodman, 2017). As owners struggle to pass the torch to their successor, Poza (2010) believes that a sense of honour is evident in their agenda, which may act as an agent for a preferred outcome or inevitable failure. Poza also adds that Steward theory holds that business owners have a responsibility to prepare the next generation. According to Davis et al. (1997),
	Pelavo and Camarena (2013) observed that by emphasising the relationship between the management's and the principal's interests, steward theory challenges the venal inducements upholding agency theory. According to studies (e.g., Hernandez, 2008; Zahra et al., 2009; Dibrell and Graig, 2008), managers are seen as stewards who have an intrinsic drive to serve the business and, as such, are naturally in line with the principal's objectives. This is supported by the findings of Davies et al.'s (1997) research, 
	The concept is more appropriate for family-owned businesses than agency theory because it emphasises how business owners see themselves as maintaining total confidence in the company for future generations (Barrett, 2014). Madison et al. (2016) supported this viewpoint by recommending that management trust systems instruments be made available and encourage participation and collaboration in order to promote the manager and principal's natural affiliation of interests; this theory results in greater success
	together, taking the initiative to promote favourable results and build relationships of trust(Camarena and Pelavo 2013), 
	Davis et al. (1997), maintained that steward theory holds that the steward's attitude is intended for communal and business objectives rather than for individual accomplishment of higher and positive outcomes through collaboration, demonstrating a good association between the business's satisfactory completion and the maximisation of stakeholders' wealth as well as the principal's and stakeholders' satisfaction with the steward's desire and interests in joining individual objectives with the business, with 
	2.5.4 Game theory  
	Drawing from Boyd et al. (2014), game theory was proposed as a desirable option for providing insights into managing the succession process in a family-owned business. It further states that game theory is used to analyse decisions that are effective and the factors that influence them when the choices made by a large number of decisionmakers have a significant impact on the outcomes. This is consistent with the research of Blumentrit et al. (2012), that game theory analyses the situations in which the choi
	Habbershon and Williams (1999), argued that game theory views succession management as a series of astute decisions made by current owners/founders and potential successors regarding the future management of a family business. This is achieved by identifying the 
	players involved in the business's succession process, estimating their likely strategies, and anticipating information about the outcomes of those decisions. There are two ways to show how game theory relates to the succession of family businesses. First, according to game theory, decisions made by players that are highly reliant on one another are included in the succession (Lee et al., 2003). It is hard for a player to make an independent decision under these circumstances. For instance, the current owne
	From the position of Duh et al. (2009), game theory in family business succession makes it easier to structure the choices and elements that distinguish a succession activity. Information with several interrelationships is always considered while making succession decisions. Utlising game theory to guide succession planning in a family business may not completely eliminate psychological and emotional challenges, it does aid in decision makers' ability to articulate the data that guides their decisions. As a
	2.5.5 Justification for adopting game theory in this study. 
	This study's main objective was to add to the body of knowledge by figuring out the variables that affect successful succession, as family-owned firms have shown. The ability of the current leaders to effectively transition from one generation to the next was the main topic of discussion. This may be a reference to what theorists referred to as strategic ambiguity when the incumbent's retirement age draws near (Bonau, 2017). As tabled by Malekpour et al. (2016), strategic uncertainty encompasses innate shor
	better understood with the use of game theory as a tool. This agrees with the stance of Blumentritt et al. (2012), game theory may help to clarify how family business owners have modelled their decisions to have successful successions between generations, as there has been concern over the lack of continuity in family-owned businesses throughout generations. Every family business owner's main goal is to successfully pass on their company to the next generation (Blumentritt et al. 2012). 
	Game theory may help to clarify how family business owners have modelled their decisions to have successful successions between generations, as there has been concern over the lack of continuity in family-owned businesses throughout generations. Every family business owner's main goal is to successfully pass on their company to the next generation. According to McMullen and Warnick (2015), 90% of family-owned firms fail to survive into the third generation and 70% of family-owned enterprises do not survive 
	From the standpoint of Blumentritt et al. (2012), game theory could be useful for assessing choices and fundamental components of succession plans that involve several decision-makers. Failure to successfully transfer a family-owned firm from one generation to the next results in the loss of family status (Mathews and Blumentritt 2015). Every article and study that was used in this investigation looked into game theory's theoretical underpinnings using data from various investigations (Schelling 1960; Osbor
	Throughout the seventeenth century, game theory had a mathematical evolution that was applied to nonmathematical applications in the social and biological sciences. The literature claims that game theory has been examined to look at player strategy communications but has finally been determined to be a method for studying social dynamics. Turocy and Von Stengel (2001) make the assumption that earlier research on disagreements and cooperation has applied game theory. As claimed by Blumentritt et al. (2012), 
	theory is a science of strategy that is growing more and more important in a variety of academic subjects, according to published research. Bohlin and Inha (2017) assert that game theory acts as a link between the formal, abstract ideas of theory and actuality. On that point, one may make the case that the family firm might survive because of the practical experiences and lessons that the current owner and the potential successor gained over the transitional period. The goal of game theory, according to res
	         Blumentritt et al. (2012), game theory is guaranteed to be effective if a player can explain the identity, choices, strategy, actions, and limitations regarding those strategies, actions, and decisions of another; the results of game theory are influenced by the aforementioned considerations. Schelling (1960) stated that game theory is a decision-making pattern that depicts interacting situations. This view is underpinned by Bonau (2017), that game theory was created to predict player behaviour by 
	Schelling (1960) confirmed that game theory may be used to build models that include environmental and psychological underpinnings. Neil (2016) disputed that players possess the cognitive ability to make decisions through psychologically realistic processes that involve problem solving without the need for complex calculations, high levels of precision, or mutual understanding requirements, and noted that the psychological method of logical thinking has demonstrated that decisions would be based on what peo
	As per Turocy and Von Stengel (2001), game theory has been useful in developing a vocabulary for analysing and gaining understanding of tactical situations. However, Gutierrez et al. (2017) contended that language has never provided an exact framework for understanding how players behave because the consensus is that they are acting strategically and rationally in order to achieve their goals. However, Dalpiaz et al. (2014) disagreed, arguing that language and meaning are not just confined to rationality in
	should be in line with the decisions they make for their family, their company, and their tactical behaviour to pass on to the next generation. Basco (2014) postulated that decision-making progress could be influenced by different degrees of family and business linkages. A component of the process involves the family prioritising the family by focusing on family business ventures or giving the company top attention, adding that a family-owned company's priorities can determine whether or not the business wi
	Similar to this, Constantiou and Kallinikos (2015) posited that information must be gathered through a methodical and intentional procedure because the findings addressed specific information needed about decision-makers that improves the accuracy of future events that comprise succession. They also added that the incumbent and a potential successor must use the information gathered through an organised and intentional procedure to develop strategies. The process doesn't have to be difficult; careful planni
	 In the opinion of Michael-Tsbari and Weiss (2015), if every player is purposefully inspired, the concept of speculating on other players' intentions to decipher unofficial signals would be obsolete. They emphasise that the foundation of game theory was the discovery of balance, and in this way, actualizing equilibrium in the transition process suggests that both the incumbent and the potential successor must use a strategy that cannot be changed. Furthermore, a set of circumstances resulting from the depen
	understood as an alliance of ideals and an incentive for the participants to gain various benefits. 
	Bennett and Miles (2011) asserted that achieving a goal that will satisfy both parties serves as an incentive for cooperation. Even though game theory may contain accurate or inaccurate information, it is still essential for all players to be aware of the rules of the game and the decisions made by their opponents. According to Michael-Tsbari and Weiss (2015), communication between the incumbent and the potential successor is essential for striking a balance during future transitions. They also stated that 
	When considering succession from a game theory perspective, each player may choose their approach based on the preferences of other players. The main goal of game theory is to simulate choices and project results based on interactions between a company's current owner and a potential successor (Blumentrit et al., 2012: Bennett and Miles 2011; Habbershon and Williams, 1999). Family business owners may be able to use their logical thinking skills by applying game theory, which might result in a variety of con
	Table 2.4 summary of the Theories Relating to Family Business Succession 
	Theory/model 
	Theory/model 
	Theory/model 
	Theory/model 
	Theory/model 

	Definition, concept, and application 
	Definition, concept, and application 

	                    References 
	                    References 



	1.Agency theory 
	1.Agency theory 
	1.Agency theory 
	1.Agency theory 

	Agency theory believes that a person has an agency relationship with another person when they are dependent on their actions due to either explicit or implicit consent. Because family members hold both ownership and management positions concurrently, agency theory argues that there is a relationship between the principal (owner) and the agent (manager) in the context of family-owned business succession. 
	Agency theory believes that a person has an agency relationship with another person when they are dependent on their actions due to either explicit or implicit consent. Because family members hold both ownership and management positions concurrently, agency theory argues that there is a relationship between the principal (owner) and the agent (manager) in the context of family-owned business succession. 

	(Fama and Jensen 1983; Jensen and Meckling 1976; Gersick et al. 1997; (Bendickson et al. 2016; Bocatto et al. 2010; Barrett 2014; Aloya et al. 2016; Mitchell and Meacheam 2011; Kraizy, 2013). 
	(Fama and Jensen 1983; Jensen and Meckling 1976; Gersick et al. 1997; (Bendickson et al. 2016; Bocatto et al. 2010; Barrett 2014; Aloya et al. 2016; Mitchell and Meacheam 2011; Kraizy, 2013). 


	2. Resourced-based view theory  
	2. Resourced-based view theory  
	2. Resourced-based view theory  

	The resource-based view’s position is that family businesses derive their competitive edge through their inner assets. These assets are sources of strength and are subject to the distribution of information and intelligence, the relationship of mutual trust between workers and managers, as well as their associations with clients and suppliers, among others. In 
	The resource-based view’s position is that family businesses derive their competitive edge through their inner assets. These assets are sources of strength and are subject to the distribution of information and intelligence, the relationship of mutual trust between workers and managers, as well as their associations with clients and suppliers, among others. In 

	(Barney 1991; Grant 1991; Cabrera-Suárez et al. 2001; Bocatto et al. 2010; Habbershon and Williams 1999; Fang et al. 2012; Almarri and Gardiner 2014; Dusor 2020). 
	(Barney 1991; Grant 1991; Cabrera-Suárez et al. 2001; Bocatto et al. 2010; Habbershon and Williams 1999; Fang et al. 2012; Almarri and Gardiner 2014; Dusor 2020). 
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	family business today, various impalpable factors are present in conjunction with a high level of engagement towards the business, through which the business sustains lifelong prosperity. 
	family business today, various impalpable factors are present in conjunction with a high level of engagement towards the business, through which the business sustains lifelong prosperity. 


	3. Steward Perspective 
	3. Steward Perspective 
	3. Steward Perspective 

	Steward Perspective believes that founding family members see family as part of themselves, which they will do anything humanly possible to sustain. 
	Steward Perspective believes that founding family members see family as part of themselves, which they will do anything humanly possible to sustain. 
	 

	(Poza 2010; Pelavo and Camarena, 2013; Woodman, 2017; Davis et al., 1997; Dibrell and Graig, 2008; Zahra et al., 2009; Hernandez, 2008; Barrett, 2014; Madison et al., (2016). 
	(Poza 2010; Pelavo and Camarena, 2013; Woodman, 2017; Davis et al., 1997; Dibrell and Graig, 2008; Zahra et al., 2009; Hernandez, 2008; Barrett, 2014; Madison et al., (2016). 
	 


	Game theory 
	Game theory 
	Game theory 

	 Game theory believes that family business succession includes decisions considered to be interrelated among players that are extremely interdependent. Under these circumstances, there is no possibility for a player to make independent decisions. For example, an incumbent wishes to transfer the management and ownership of the business to his son, whereas the son is not keen on that profession, or two brothers desire to succeed the incumbent, but only one job is available. Thus, these 
	 Game theory believes that family business succession includes decisions considered to be interrelated among players that are extremely interdependent. Under these circumstances, there is no possibility for a player to make independent decisions. For example, an incumbent wishes to transfer the management and ownership of the business to his son, whereas the son is not keen on that profession, or two brothers desire to succeed the incumbent, but only one job is available. Thus, these 

	 (Blumentrit et al., 2012; Bennett and Miles, 2011; Habbershon and Williams, 1999; Bennett and Miles, 2011; Lee et al., 2003; Bohlin and Inha, 2017; Duh et al., 2009). 
	 (Blumentrit et al., 2012; Bennett and Miles, 2011; Habbershon and Williams, 1999; Bennett and Miles, 2011; Lee et al., 2003; Bohlin and Inha, 2017; Duh et al., 2009). 
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	illustrations have shown how the outcome of any single player is dependent on the decisions of other players.  
	illustrations have shown how the outcome of any single player is dependent on the decisions of other players.  




	 
	2. 6   factors influencing effective succession in Family-owned Business 
	Three factors were discovered to affect the effectiveness of succession planning in family-owned businesses by Morris et al. (1999). These elements include the heirs' degree of preparation in terms of their training and work history, the dynamics between family and business associates, and their involvement in planning and oversight operations. The results also imply that thorough evaluation of the three previously listed elements is necessary for a seamless succession in family businesses. Furthermore, oth
	Other academics, however, have suggested different categories of characteristics impacting family company successions, including the successor's degree of preparation, readiness to take on a leadership role, and the owner-successor connection (Venter et al., 2005). 
	In the study carried out in Gaza, Hania (2012) identified four significant factors that contribute to successful family succession: going public, succession planning, the founder's influence, and the successor's influence, adding that a written succession plan should be drafted, outlining the key players' responsibilities in order to achieve effective succession in family 
	businesses. On the other hand, Prior (2012) found that, in a study carried out in South Africa, there are five elements that affect effective succession in family businesses. These variables include contexts pertaining to families, businesses, structured agreements, incumbents, and successors. Similar to this, Fahed-Sreih and EL-Maalouf (2016) identified five crucial elements of a successful succession in research carried out in Lebanon, including the successor's lack of outside work experience, the father 
	According to Kumar (2018), there are five elements that contribute to successful succession in family businesses: the business environment, the family context, the presence of a structured agreement system, the management of a complex succession relationship, and incumbent-related factors. Furthermore, the researcher found that the two most important variables influencing a successful succession in a family firm are the successor's readiness and willingness. The study discovered that the successor's readine
	However, Bachkaniwala et al. (2001) identified six contributing elements and classified them into internal and external factors that affect the succession of family enterprises owned by ethnic minorities. Internal considerations include the successor's readiness, the makeup of the family, the business relationships, and the planning and control processes. While the following three external elements are classified as kinds of succession planning, business growth and development, and employment prospects for 
	of strategic considerations. The researchers think that these variables have a big impact on who a family business chooses to succeed it. 
	Ten factors, including the transference of tacit knowledge, the presence of positive relationships between the incumbent and successor, the successor's readiness, stages of induction, tension resulting from mistrust of the successor's abilities, early preparation, the importance of upbringing within the family business lifestyle, situational factors, and the successor's gender and order of birth, were identified by Kumar and Mallik (2017) as responsible for effective family business succession. Some of the 
	Further studies examined succession planning strategies and innovation in family businesses across generations (Austin 2018; Baltazar et al., 2023). Most of these studies also employed a case study research technique to investigate the factors that lead to effective succession in family-owned firms (Prior 2012; Hania 2012; Dyck et al. 2002; Bathija and Priyadarshini 2018; Aloya et al. 2016; Fahed and Maalouf 2016; Kumar, 2018). A naturalistic approach that engages with study participants in their real-life 
	In the context of small family-owned firms in London, UK, there is, however, a paucity of research regarding the influencing factors of effective succession. Therefore, the goal of this current study is to look at the variables that affect successful succession in small, family-owned firms in London, United Kingdom. London is one of the two regions in the UK with the highest concentration of family firms and offers a significant diversity in small family-owned business concentration (IFB research foundation
	The information gathered will be useful in creating a conceptual framework that small family business owners can use to address the growing body of literature that emphasises the need for a comprehensive conceptual framework that will enable them to better understand how their companies can survive issues related to transgenerational ownership (Donthu et al. 2021; Toska et al. 2021; Yang et al., 2022). 
	Table 2.5 Summary of the research gap identified for this study.                                                           
	(References/Authors) 
	(References/Authors) 
	(References/Authors) 
	(References/Authors) 
	(References/Authors) 

	Research Topic  
	Research Topic  

	        Characteristics 
	        Characteristics 

	      Research Gap 
	      Research Gap 


	Morris, Williams, and Nel (1996).  
	Morris, Williams, and Nel (1996).  
	Morris, Williams, and Nel (1996).  

	Elements that affect the succession of family businesses 
	Elements that affect the succession of family businesses 
	 

	The relationship between family and business members, the preparation of heirs in terms of education and experience, and planning and control activities were discovered to be the three aspects that affect effective succession in family businesses by the scholars. The findings also imply that a 
	The relationship between family and business members, the preparation of heirs in terms of education and experience, and planning and control activities were discovered to be the three aspects that affect effective succession in family businesses by the scholars. The findings also imply that a 

	The literature indicates that many studies (Morris et al., 1996; Mustakallio, 2002; Venter, et al., 2005; Prior, 2012; Hania, 2012; Dyck et al., 2002; Bathija, and Priyadarshini, 2018; Aloya et al., 2016; Fahed and Maalouf, 2016; Kumar, 2018) have looked at the predictors of family business succession in various countries. Numerous scholarly 
	The literature indicates that many studies (Morris et al., 1996; Mustakallio, 2002; Venter, et al., 2005; Prior, 2012; Hania, 2012; Dyck et al., 2002; Bathija, and Priyadarshini, 2018; Aloya et al., 2016; Fahed and Maalouf, 2016; Kumar, 2018) have looked at the predictors of family business succession in various countries. Numerous scholarly 
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	thorough evaluation of the three previously listed elements is necessary for a seamless succession in family businesses. Additionally, honesty and transparency in communication have been found to be other critical components of successful succession 
	thorough evaluation of the three previously listed elements is necessary for a seamless succession in family businesses. Additionally, honesty and transparency in communication have been found to be other critical components of successful succession 

	works have examined the cultural viewpoint in relation to the characteristics that influence family business succession (Aderonke, 2014; Bąkiewicz, 2020). Studies on the governance structure and performance in family businesses are scarce. 
	works have examined the cultural viewpoint in relation to the characteristics that influence family business succession (Aderonke, 2014; Bąkiewicz, 2020). Studies on the governance structure and performance in family businesses are scarce. 
	(2017); Odhiambo et al. (2014). Additional research looked at family business innovation and succession planning techniques, as well as plans for intergenerational succession (Austin 2018). (Baltazar et al., 2023)  In order to examine the determinants of successful succession in family-owned businesses, the majority of these studies also used a case study research methodology (Prior, 
	Otika et al. (2019); 
	Mokhber et al. 



	TR
	Venter, Boshoff, and Maas (2005). 
	Venter, Boshoff, and Maas (2005). 

	The Influence of Successor-Related Factors on the Succession Process in Small Family Businesses. 
	The Influence of Successor-Related Factors on the Succession Process in Small Family Businesses. 

	The study highlighted four factors influencing effective succession, which include the preparation level of the successor, the willingness of the successor to take over the business, and the relationship between the successor and owner-successor, which have a direct impact on succession. 
	The study highlighted four factors influencing effective succession, which include the preparation level of the successor, the willingness of the successor to take over the business, and the relationship between the successor and owner-successor, which have a direct impact on succession. 


	TR
	Hania, (2012). 
	Hania, (2012). 

	Factors Influencing Family Business Succession 
	Factors Influencing Family Business Succession 

	The study found four influencing factors responsible for effective succession in family business, such as founder influence, successor 
	The study found four influencing factors responsible for effective succession in family business, such as founder influence, successor 
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	2012; Hania, 2012; Dyck et al., 2002; Bathija and Priyadarshini, 2018; Aloya et al., 2016; Fahed and Maalouf, 2016; Kumar, 2018). When conducting research of this kind, it may be necessary to abandon the case study research strategy in favour of a naturalistic approach that engages study participants in real-life settings (Yin, 2014; Klein et al. 2022; Astrachan 2022; Smyrnios et al., 2023). According to the authors, case studies have been overused in the social sciences since they provide a weak foundation
	2012; Hania, 2012; Dyck et al., 2002; Bathija and Priyadarshini, 2018; Aloya et al., 2016; Fahed and Maalouf, 2016; Kumar, 2018). When conducting research of this kind, it may be necessary to abandon the case study research strategy in favour of a naturalistic approach that engages study participants in real-life settings (Yin, 2014; Klein et al. 2022; Astrachan 2022; Smyrnios et al., 2023). According to the authors, case studies have been overused in the social sciences since they provide a weak foundation
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	2.7 Chapter Two Summary 
	This chapter has reviewed existing literature about the influencing factors of effective succession in small family business. The review identified the factors of effective succession and the need for more robust study to explore this phenomenon under study. The conceptual framework created to assist family business owners in understanding how family businesses can more successfully navigate difficulties related to transgenerational ownership is presented in the next chapter. 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	Chapter Three: Conceptual Framework 
	3.1 Introduction 
	The objective of this section is to develop a conceptual framework that small family business owners can use to manage intergenerational succession within the context of London, United Kingdom. There are three parts to the framework: hurdles to effective succession as well as influencing factors and practices related to succession. 
	The conceptual framework, according to Ravitch and Riggan (2016), comprises three primary areas of divergence in research. First, a conceptual framework serves as a graphic representation of the main theoretical tenets or organisational structure of a researcher. Usually, this kind of representation is included as an independent reckoning within the researcher's literature evaluation. Colin (2012) supports this viewpoint by emphasising that the purpose of utilising a conceptual framework in research is to f
	Additionally, by emphasising the conceptualization of research conclusions within their diverse theoretical backgrounds or concepts, this perspective allows conceptual frameworks to influence the direction of those conclusions. Examining the conceptual framework in the context of this viewpoint provides context for the study by highlighting the discernible connections between theoretical potential, research approach, research design, fieldwork, and the evidence's conceptual significance. Following this expl
	Paivio (2014) that the conceptual framework provides a template for the theories and issues related to the study's topic. 
	This design shows how theories can shed light on study subjects and make the connections between the various components more meaningful. This point of view has led academics to think about using conceptual frames to set data in context. Furthermore, it has encouraged scholars to explicitly state the concepts of conceptualization and framework as well as acknowledge the connections between theoretical elements as an essential part of excellent research. Maxwell (2013) maintains that a conceptual framework ca
	The conceptual framework for this study is based on the first viewpoint, which emphasises that one of a conceptual framework's primary purposes is to support the visual representation of a research effort, after taking into account the three different perspectives of a conceptual framework. A visual depiction of a study is crucial for illuminating and demonstrating important elements, affilations, and patterns identified during research, according to Miles et al. (2014). This is consistent with Harper's (20
	view of Clare and Paivio (1991) that ideas, opinions, and utterances will enter one ear, breeze through the brain, and exit the other ear unless they are represented by visuals. We can only retain about seven pieces of information in our temporary memory, which is where words are supposed to be processed. On the contrary, pictures are directly ingrained in long-term memory, where they remain forever. Miles et al. (2014) state that a conceptual framework is both the main framework and the process of planning
	Waller (2017) asserts that a useful tool for summarising research procedures and findings is the development of conceptual frameworks for visualising the work. Researchers may discover opinions, connections, and results during their study that will be very helpful to those who will likely read their ultimate work. As a result, it is crucial that the researcher clearly illustrate and explain the ideas and potential connections. Using a graphical conceptual framework is an essential way to present results and
	3.2 Justification of the conceptual framework  
	Small-owned family businesses face numerous complex challenges, including investment and business decision-making as well as intergenerational succession management, despite being acknowledged globally as the source of economic growth and the transfer of wealth and skills across generations (Dalpiaz et al., 2014). It is implied that the transition rate of small family-owned businesses decreases with each generation, as only about 30% of them survive to be passed down to the next generation, 10% to the third
	owners' incapacity to handle the transgenerational transition well. This signifies a loss of expertise and wealth transfer, and if left unaddressed, it will cause the economy to slow down. There is little information on the effectiveness of succession in family-owned businesses in London, despite the fact that a sizable number of researchers have examined the influencing factors of family business succession in various countries (e.g., Morris et al., 1996; Mustakallio, 2002; Venter et al., 2005; Prior, 2012
	Based on the literature review, it appears that there is no conceptual framework that presents a thorough analysis of the elements that influence effective succession, obstacles, and succession planning strategies used in the London, UK setting. Designing a conceptual framework that will aid in comprehending how family firms may more effectively withstand transgenerational ownership challenges is therefore necessary. (Donthu et al., 2021; Toska et al., 2021; Yang et al., 2022). In order to close this gap, t
	3.3 Proposed Framework 
	The first section focuses on the influencing factors, which include things like succession planning, the successor's interest, the children's early involvement, experience outside of the family business, formal and informal education, communication, funding sources, necessary skills, positive relationships, transparency, and the use of family experts or consultants. The framework's second section outlines the obstacles to successful succession planning in family-owned businesses. Among these are a lack of e
	identity, a spouse's unwillingness to accept change, a lack of business acumen, a lack of interest from the successor, a lack of support from the female spouse, concerns about gender, a lack of children to take over, a lack of communication, and a lack of structural agreement. The third and last section deals with succession planning procedures, which include supplying the necessary resources (funds and human capital), setting clear goals, customising a progression plan, creating talent databases, and imple
	3. The impact of game theory on succession effectiveness in family business 
	In the context of family businesses, game theory is concerned with the connected and interdependent decision-making between the incumbent and the successor, who are seeking to enter a "game" known as the succession process (Lee and colleagues, 2003). It is not possible for a player to make independent decisions on this account. The decision to move forward in the succession process or not must be made by both the incumbent and the successor. A challenge to the succession process could arise, for instance, i
	Succession researchers (e.g., Almeida and Wolfenson 2006; Blumentritt et al. 2013; Botero et al. 2022) suggest that the founder tends to want to stay in the driver's seat and tries to avoid 
	giving the successor all the information that is most important, while the successor tries to be open and honest with the founder. They start to disagree with each other as a result of this disparity, which experts refer to as "communication traps." As a result, the succession process produces uneven or disproportionate outcomes, with one person holding back while the other advances. Additionally, Blumentritt et al. and Botero et al. noted two categories of communication traps: The first communication trap 
	As a result, game theory emphasises how important it is for family business owners to communicate more effectively in order to achieve success. Also, family business founders and their heirs should make an effort to avoid the occurrence of traps in interpersonal interactions, ensuring that all parties involved benefit. If there are difficulties between the incumbent and the successor, they can communicate through intermediaries like consultants, advisers, or close family members. Family members will activel
	Similar to this, game theory holds that for the two main players (the incumbent and the successor) to achieve the intended goal, there must be transparency and trust, and both players must be aware of the game's intention in order for everyone to benefit (Michael-Tsabari and Weiss, 2015; Blumentrit et al., 2012; Bennett and Miles, 2011). Game theory suggests that if the incumbent shares their goal with their successor early on to cultivate their interest in the company, successful succession can be achieved
	take over the family business without being forced to join it (Farooqui and Niazi, 2016; Colman, 2013; Kelly, 2003). 
	 3.4 Summary 
	Figure
	A conceptual framework was created in this chapter to fill the research gap that the literature review had shown. The framework has helped family business owners gain a better understanding of the crucial elements of succession, such as the practices of succession planning used in the southeast region of London, obstacles to effective succession, and influencing factors of succession. The research methods used in this study are introduced and discussed in the following chapter, chapter four.  
	 
	 
	 
	 
	Chapter Four: Research Methodology  
	4.1 Introduction  
	The research philosophies and methodologies used to investigate the elements that promote successful succession in family-owned firms in London, UK, are discussed in this chapter. It lays out the study's chosen epistemological stance and gives a thorough description of the methodology. The chapter justifies the preference for qualitative research methods over quantitative ones and outlines the chosen research design as well as the methods used for data collection, analysis, and ethical considerations throug
	4.2 Epistemological Stances 
	A research paradigm is seen as a philosophical structure that offers guidelines for carrying out scientific research (Collis and Hussey, 2009). New research paradigms have developed over time to aid in directing our comprehension of the best ways to gather, examine, and apply data on a topic of interest. What makes true knowledge and how might we gain it (epistemology), as well as what defines reality and how we can grasp existence? to alter people's perceptions, exposing the shortcomings of the earlier par
	As stated by Candy (1989) and referenced by Kivunja and Kuyini (2017), there are three main taxonomies that can be used to classify research paradigms: positivist, interpretivist, and critical paradigms. Despite the fact that Orlikowski and Baroudi (1991) made an effort to include post-positivism, a fourth philosophical paradigm, Selecting an appropriate research philosophy is crucial, as it allows the investigator to address the current research issues from multiple angles rather than just one (Baroudi, 19
	reality concerning the determining variables of effective succession but rather multiple (Oates 2006). 
	4.2.1 Positivist  
	The goal of positivist research is to increase the phenomenon's predictive understanding by interpreting theory. Information system research was labelled as positivist by many academicians if findings supported prior assumptions, could be measured quantitatively, and could be applied to a sample of a given population. Since the quantitative research approach uses the overall result to relate properties to specific occurrences, it follows a logical path. However, scientists disagree that the positivist posit
	4.2.2. Interpretivism  
	The interpretivism study uses people's interpretations of phenomena to try and understand them better. The goal of an interpretivism approach in research is to offer insight into the boundaries of an information system, including the way in which the system influences and is influenced by its surroundings (Walsha, 1995). According to academics (e.g., Lee 1991; Orlikowski and Baroudi 1991; Walsham 1993; Myers 1997; Easterby-Smith et al. 2002; Myers and Avison 2002; Oates 2006; Ryan et al. (2007)), Collis and
	The core tenet of interpretivism is that there are various dimensions to social reality and that investigation shapes it. It is widely believed that social structure consists of shared meanings, language, and beliefs. It is possible to access and communicate reality to a group of people or to others through perception and comprehension. Research findings can be generalised to other similar viewpoints by using interpretivism, which allows scholars to apply and transfer qualitative data (Lee 1991; Orlikowski 
	4.2.3 Critical (realism) paradigm 
	According to the critical paradigm, social reality is generated and renewed by individuals and is shaped by tradition. While it is true that people can consciously choose to change their social and financial circumstances, critical scholars recognise that social, cultural, and control factors limit people's ability to do so. Public criticism, which limits and alienates the current circumstances, is thought to be the main function of critical study (Orlikowski and Baroudi, 1991; Myers, 1997; Klein and Myers,
	The critical paradigm is frequently used philosophically to gain insight or understanding regarding focusing on the oppositions, disagreements, and inconsistencies in the modern world, even if it shares certain ideas with interpretivism. On the other hand, positivism and interpretivism focus on explaining or projecting the present state of affairs. The critical paradigm reshapes current circumstances by critiquing, assessing, and analysing changes in social reality. Therefore, the positivist and critical pa
	4.2.4. Justification for using an interpretive approach. 
	Following a thorough evaluation by the researcher, the current study is based on interpretivism, whereby the researcher attempts to see the public sphere from the respondents' point of view and takes into account their perspective on the world (Edwards and Skinners 2009). According to Denzin and Lincoln (2003), the interpretivism approach 
	takes into account the perspectives of both researchers and respondents on reality in order to help the researcher clearly understand the significance of an action or make it more understandable so that it can be better explained to others (Edwards and Skinners 2009). When people communicate with the outside world in their surroundings, they create their own terms of reality (Orlikowski and Baroudi, 1991). Because the researcher was interested in seeing and learning about the opinions and perceptions of fam
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	Positivist 
	Positivist 
	Positivist 

	Quantitative data collection is the focus of positivist research, since they think reality is accurately defined. Official variable calculations, theory and hypothesis testing, and the pursuit of enhancing predictive understanding of a phenomenon employ quantitative data. Additionally, using precise and particular data to infer a phenomenon from the sample for a certain population  
	Quantitative data collection is the focus of positivist research, since they think reality is accurately defined. Official variable calculations, theory and hypothesis testing, and the pursuit of enhancing predictive understanding of a phenomenon employ quantitative data. Additionally, using precise and particular data to infer a phenomenon from the sample for a certain population  

	(Yin, 2003; Straub et al., 2004; Orlikowski and Baroudi, 1991).  
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	Interpretivism 
	Interpretivism 

	The goal of interpretive research is to use the meanings that individuals have assigned to phenomena in order to describe, comprehend, and translate them. This method allows for a thorough understanding of the phenomenon in relation to its cultural and contextual background. Additionally, interpretive research facilitates the development of hypotheses and aims to produce qualitative evidence. 
	The goal of interpretive research is to use the meanings that individuals have assigned to phenomena in order to describe, comprehend, and translate them. This method allows for a thorough understanding of the phenomenon in relation to its cultural and contextual background. Additionally, interpretive research facilitates the development of hypotheses and aims to produce qualitative evidence. 
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	Philosophically, critical research is used to focus on the disagreements, contradictions, and inconsistencies that exist in the modern world. The argument put up by academics is that the critical paradigm aims to examine, evaluate, critique, and alter social reality in order to alter the current circumstances. Academicians also think that social reality is a product of history. The limiting conditions of the current circumstances are revealed, with social critique being regarded as the primary responsibilit
	Philosophically, critical research is used to focus on the disagreements, contradictions, and inconsistencies that exist in the modern world. The argument put up by academics is that the critical paradigm aims to examine, evaluate, critique, and alter social reality in order to alter the current circumstances. Academicians also think that social reality is a product of history. The limiting conditions of the current circumstances are revealed, with social critique being regarded as the primary responsibilit
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	4.3. Research Type: Primary or Secondary 
	4.3.1. Primary Research  
	Primary research is defined as the type of research that enables the researcher to get unprocessed or original data (Gratton and Jones, 2010). Similarly, Brenes (2011) pointed out that primary research is carried out when a researcher wants to investigate a specific study phenomenon. Burke-Johnson et al. (2007) contend that if primary research is used in a study, 
	newly available data or information should be published in an existing magazine to benefit the general audience. This suggests that the researcher is heavily involved in the process of gathering and classifying data when conducting primary research. Researchers can obtain data independently through primary research, as opposed to relying on information gathered from earlier investigations. One advantage of primary research is that data obtained from first-hand sources would be accurate and authentic (Smith 
	4.3.2. Secondary Research 
	The term "secondary research" refers to research that is conducted using pre-existing data. According to Manheim (2010), secondary research comprises compiling data that has been produced and published by previous researchers. Every piece of information needed is already available since secondary research saves time and money (Gabriel 2013). For some social research problems, secondary research enables the researcher to make use of data that has already been gathered by researchers. administrative records, 
	4.3.3. Justification for Employing Primary Research in This Study. 
	In light of the goals and purposes of the study, primary research has been determined to be the most appropriate approach. This is because it will give the researcher the chance to participate in the data collection and categorization process, leading to first-hand sources that are regarded as authentic and genuine, rather than relying on information gathered from earlier studies that may not precisely contain the information the researcher is looking for or address the researcher's direct questions (Smith 
	4.4. Approach: deductive or inductive  
	According to Patton's (1990) conclusions, the first step is to determine which approach will best yield the correct answers for the topic being studied. This is consistent with Gabriel's (2013) research, which emphasises that the main factor to be considered when selecting a research approach is the goal of the study and the methodology you believe is suitable to test a hypothesis, investigate newly emerging data in the field, or address particular research questions. However, it could be difficult to selec
	4.4.1. Deductive research approach  
	Trochim (2006) asserts that the deductive method begins with the general and ends with the specific. Working from the top down—that is, starting with a theory and moving through hypotheses and facts to support or refute it—is made possible by deductive research reasoning (Creswell et al., 2007). Testing theory is the main goal of the deductive research approach, which is inappropriate for this kind of investigation. Deductive research methodology captures daily life, builds ideas, and specifies a variety of
	4.4.2. Inductive research approach 
	Drawing from Creswell et al. (2007), the inductive research approach develops wilder themes and produces a theory connecting the themes by starting from the bottom up and accepting the perspectives of the respondents. The goal of inductive research reasoning is to investigate novel phenomena or examine previously investigated phenomena from a different perspective (Nind, 2014). A further aspect of the inductive research approach is the generalisation of novel theories that emerge from the data. According to
	From the perspective of Thomas (2006), there are three primary reasons why an inductive approach should be taken into consideration: (a) condensing textual information into a clear pattern; (b) creating a connection between the research objectives, the summarised result, 
	and the explorations that started with the raw data; and (C) creating a structure or processes that are evident in the raw data. As stated by Brackett and Davison (2012), the purpose of selecting the induction research strategy is to offer a platform for research findings that stem from frequent, prevalent, or significant themes inherent in raw data, free from the constraints imposed by structured methodologies. When assessing qualitative data, using an inductive research approach yields accurate and trustw
	4.4.3. Reason for Adopting an Inductive Approach  
	After an extensive review, inductive reasoning was chosen as the best technique to support data analysis in this project. This is because inductive reasoning aims to generalise new theories that emerge from data rather than testing existing theories (Creswell et al., 2007). By employing this strategy, the findings can come from the recurring, significant themes found in the unprocessed data without the need for a formal methodology. This contrasts with the deductive approach, where the main themes are typic
	In addition, there are three main reasons to use the inductive technique. The first step is to combine various raw data sources into a summary. The second is to create a clear link between the research goals and the data's outcome, explain that link to others, and explain how that link will help the study achieve its goals. Third, develop a hypothesis that takes into account the experiences and procedures that the facts demonstrate. Because the inductive method was used for this study, understanding the phe
	4.5. Research Method 
	4.5.1. Quantitative Research Method 
	As mentioned by Polit and Beck (2012), a quantitative research approach has an objective tone and is focused on statistics, details, and quantifications. Polit and Beck continued by stating that a quantitative research technique is positivistic in nature, meaning that its 
	primary focus is on gathering firsthand facts related to social processes and their sources rather than emphasising the perspectives of individuals. McCusler and Gunaydin (2014) assert in a similar vein that a quantitative research approach uses experiments or questionnaires to collect statistical data; additionally, this kind of research approach is conducted in a more standardised environment, allowing the researcher to supervise research variables, settings, and research questions.The quantitative resear
	A controlled experiment that can be repeated and in which the outcome can be investigated by adjusting variables is one of the methods used to collect data for a quantitative research method. Another method is the random sampling of individuals who should be numerically represented in a population (Choy, 2014). A mean, standard deviation, and t-text computation may be included in a numerical evaluation of the data. The data is supported by an evaluation of the numbers (Creswell, 2014). A hypothesis, an expl
	4.5.2 Mixed Methods Research  
	Burke-Johnson et al. (2007) noted that mixed-methods research is an empirical study that combines qualitative and quantitative research techniques in order to achieve a deeper level of evidence and a wider scope. According to Creswell (2014), mixed-methods research enables the qualitative approach to incorporate open-ended data without predetermined answers, while the quantitative approach incorporates closed-ended data. According to Tashakkori and Teddlie (2010), pragmatic belief systems provide the basis 
	have defects and that employing both in a research study will serve to offset the weaknesses of the other is the source of mixed research approaches. 
	In comparison to applying one method, applying both quantitative and qualitative research methodologies will yield higher levels of understanding (Creswell and Plano-Clark, 2011). Furthermore, a researcher collects and analyses data that is both quantitative and qualitative. This data can be gathered serially, concurrently, or in some other manner. The type of investigation and the researcher's philosophical stance will determine how thoroughly the data from both methods is incorporated. 
	4.5.3. Qualitative Research Methods  
	Shahid and Khan (2014) believe that social sciences and education are the places where the qualitative research approach first emerged. Along these same lines, Choy (2014) argues that a qualitative research methodology takes social life into account, emphasising that the qualitative research method is used when the phenomenon is not well understood and there is a significant need to investigate the matter in depth. Respondents are typically asked for detailed information, which is then assessed in an effort
	Following Rowley’s (2012) opinion, a qualitative research method is the kind of methodology that enables the researcher to thoroughly examine ideas, concepts, and experiences. According to Merrian and Tisdell (2015), a qualitative research approach provides a comprehensive perspective on the phenomenon being studied, is adaptable and adjusted to the most recent information based on the data obtained, and allows the researcher to be deeply rooted throughout the investigation without bias. Yilmaz (2013) claim
	Yin (2014) emphasises that a qualitative research method, as opposed to a quantitative one, can be used to assess the quality of something. Creswell (2014) asserts that any researcher using a qualitative research technique has gathered open-ended data, which is subsequently employed for the development of themes, highlighting the fact that the qualitative method allows researchers to carry out exploratory studies. Using a qualitative research methodology to investigate and gather data reveals that there is 
	4.5.4. Justification for applying the qualitative research method. 
	Given the exploratory character of this research, a qualitative approach will be used. According to De Massis et al. (2012), family business scholars should think about using a qualitative research strategy because it is a suitable way for examining complicated problems. This is because family business is a complex phenomenon. This is in line with the findings of Descombe's (2014) research, which emphasises that a qualitative research approach was developed specifically to address complex situations. This k
	In the same line of philosophy, Corte (2019) asserts that the qualitative research method will give an impression of the world that is more realistic than what can be obtained from the statistics and numerical representation used in quantitative research. The qualitative research approach is the most appropriate one to use for this study because it will give respondents plenty of opportunity to express their feelings, thoughts, and frames of reference, as well as to relate their experiences—things that the 
	4.6 Research Design  
	Research design, as stressed by Stavrou (2015), is the framework for research that binds all of its constituent parts together. Stated differently, it is regarded as the planned research work procedure. This is consistent with the study conducted by Jahoda et al. (2010), which 
	argues that a research design is the framework of requirements that balances the significance of the research goal with economy and procedure. Kothari (2020) defined research design as a method to obtain secure search questions and control variance. In line with this definition, 
	Wright’s et al. (2016) see research design as the entire strategy employed to conduct a study that describes a succinct and rational strategy to handle the developed research question. Manheim (2010) contends that a study design demonstrates logical justification for the innumerable decisions related to carrying out data collection, processing, and evaluation. In addition to planning and outlining these decision(s) through the collection, analysis, justification, and debate of data, The techniques incorpora
	Research design, according to Creswell and Clark (2007), is the procedure used in research projects for obtaining, assessing, elucidating, analysing, and debating data. It is the standard approach to connecting pertinent empirical research to conceptual research challenges. On the other hand, De Vans (2020) believes that a research design is the overall strategy that a researcher selects to integrate the different components of the study in a clear and rational way, guaranteeing that the research question i
	4.7 Types of Research Design 
	4.7.1 Explanatory research design 
	As indicated by Brinkmann (2014), explanatory research design is a research methodology that concentrates on identifying more comprehensive evidence in an area with little information. This kind of study design is used by researchers to give a thorough understanding of their work at the beginning of their task. The "why" question is frequently the first one asked in this kind of study design. According to Fraley et al. (2000), the goal of an explanatory research design is to explain why specific phenomena b
	of view of Kvale (2007), explanatory research design is used to identify research projects that address the "why question," noting that it attempts to make connections between disparate points of view in order to comprehend cause-and-effect relationships. On the other hand, explanatory research design is appropriate to be employed when the researcher wishes to explain why a specific phenomenon occurs, according to McLeod (2019), who also argues that explanatory research design assesses certain issues and sp
	4.7.2 Descriptive research design 
	Descriptive study design is described by many scholars (e.g., Ethridge, 2004; Fox and Bayat, 2007; Sharma, 1997) as the methodical and exact facts and qualities of a given group or domain of interest. Conversely, researchers (e.g., Dumas et al. 1995; Dickinson 2000; Fang et al.) assert that descriptive research design is concerned with offering a genuine representation or description of the characteristics of a particular individual, problem, or population; this design allows for the identification of vario
	A descriptive study design, based on the stance of researchers (e.g., Davis et al., 2010; Kaunda and Nkhoma, 2013), addresses current problems. Irani (2009) argues that collective definitions of descriptive research design have painted a clearer picture of its principles than any one of them could have done on its own. This is because the foundation of this research design is the exact and systematic explanation of a phenomenon or a person. Tracy (2012), however, claims that a descriptive research design ai
	research design aims to elucidate the situation in greater detail, fill in any gaps, and broaden people's perspectives. This is consistent with Hernandez's (2008) opinion, which emphasises that descriptive research design is defined as the act of looking into and analysing a gloomy situation in order to gain a deeper understanding. 
	4.7.3 Exploratory research design 
	The goal of exploratory research is to get a deeper understanding of an issue by analysing phenomena that have not been thoroughly studied (Cavana et al., 2001; Marshall and Rossman, 2006). This is in line with Phillips and Pugh's (2000) assertion, which stresses that exploratory research provides in-depth knowledge and justification. Based on Dunemann and Barrett's (2004) study, exploratory research looks into phenomena that have not been studied before. This view underpins the standpoint of Klein and Smyr
	4.7.4 Justification for choosing an exploratory research design.  
	Because there are few studies about the influencing elements of efficient succession in family-owned businesses in London, UK, exploratory research is thought to be appropriate for this particular study. Consequently, the researcher thinks that using this approach will give family business owners further insight into the influencing elements that can enable them to effectively pass their company down to the following generation. The researcher's stance on choosing exploratory research aligns with that of Bo
	      Table 4.2 below summarised the types of qualitative research design. 
	 
	 
	 
	 
	 

	Research Dimension  
	Research Dimension  

	              Description  
	              Description  

	              References  
	              References  



	1 
	1 
	1 
	1 

	Explanatory  
	Explanatory  

	The goal of explanatory research design is to explain why a specific phenomenon operates in the way that it does, while also describing causation.  
	The goal of explanatory research design is to explain why a specific phenomenon operates in the way that it does, while also describing causation.  

	(Fraley et al., 2000; Brinkmann, 2014; Kvale, 2007; McLeod, 2019; Almarri and Gardiner, 2014). 
	(Fraley et al., 2000; Brinkmann, 2014; Kvale, 2007; McLeod, 2019; Almarri and Gardiner, 2014). 


	2 
	2 
	2 

	Expository  
	Expository  

	 An authentic representation or description of the characteristics of a particular person, problem, or population is the main goal of descriptive study design; it allows for the identification of various meanings, the explanation of what is known, the determination of the frequency at which something occurs, and/or classification. 
	 An authentic representation or description of the characteristics of a particular person, problem, or population is the main goal of descriptive study design; it allows for the identification of various meanings, the explanation of what is known, the determination of the frequency at which something occurs, and/or classification. 

	Ethridge, 2004; Fox and (Bayat, 2007; Sharma, 1997; Dumas et al., 1995; Dickinson, 2000; Fang et al., 2015; Stavrou, 1995; Dalpiaz et al., 2014; Harvey and Evans, 1995; Barrett, 2014; Zahra et al., 2008; Kaunda and Nkhoma, 2013; Tracy, 2012). 
	Ethridge, 2004; Fox and (Bayat, 2007; Sharma, 1997; Dumas et al., 1995; Dickinson, 2000; Fang et al., 2015; Stavrou, 1995; Dalpiaz et al., 2014; Harvey and Evans, 1995; Barrett, 2014; Zahra et al., 2008; Kaunda and Nkhoma, 2013; Tracy, 2012). 


	3 
	3 
	3 

	Exploratory 
	Exploratory 

	The objective of exploratory research is to gain deeper understanding of an issue by investigating phenomena that have not been thoroughly or very thoroughly studied. 
	The objective of exploratory research is to gain deeper understanding of an issue by investigating phenomena that have not been thoroughly or very thoroughly studied. 
	 

	The objective of exploratory research is to gain deeper understanding of an issue by investigating phenomena that have not been thoroughly or very thoroughly studied. 
	The objective of exploratory research is to gain deeper understanding of an issue by investigating phenomena that have not been thoroughly or very thoroughly studied. 




	 
	 
	 
	 
	   
	Research design for influencing factors of succession effectiveness in the UK family business. 
	  
	Figure
	Figure 4.2: Research Design 
	4.8 Research Strategy  
	As accented by Cooper and Schindler (2006), a research strategy is a planned sequence of actions that provide the researcher with direction and enable them to do research in a methodical way. Academic research relies heavily on selecting the appropriate study approach, according to scholars. Research strategy establishes both the overall course and methodology of an academic investigation. Furthermore, research strategy provides the researcher with a general framework for addressing the study questions (Bry
	4.8.1. Phenomenology Research  
	Though this methodology opposes first-hand generalisations, phenomenology research is enthusiastic to gather people's experiences based on their viewpoint while uncovering underlying meanings related to those experiences (Van Manen, 2016). In a similar vein, Donalek (2004) has observed that phenomenological research takes into account individuals' experiences through the explanations provided by the participants. We refer to these encounters as "live experiences." Explaining the significance of experiences 
	4.8.2. Grounded Theory  
	As stated by Khan (2014), the purpose of grounded theory is to shed light on a phenomenon. According to Tie et al. (2021), grounded theory is primarily concerned with creating theories based on facts. They further state that interviews and pre-existing evidence are the main sources of data used in the development of grounded theories. This is in line with the viewpoint of Jacelon and O'Dell (2005), who emphasise that grounded theory is used to collect data in order to further develop a theory. Conversely, J
	4.8.3. Case Study Research  
	A case study, as believed by Yin (2014), is an evidence-based research project that focuses on examining a contemporary phenomenon in the context of real-world events, especially when the lines between the phenomenon and context are blurry. Yin points out that if someone consciously wants to examine contextual circumstances, case study research ought to be used. This lends credence to Mitchell's (1983) assertion that a case study research design entails a thorough examination of a phenomenon or series of co
	Both Yin (2014) and Stoecker (1991) concur that a case study is a design rather than a particular technique. Stake (2000), on the other hand, feels that a case study should be seen as a choice of what a researcher wants to investigate rather than a choice of approach. Yin (2014) believes that a case study research method should not be confused with a qualitative research strategy. Contrary to Yin's (2014) assertion, Gomm et al. (2000) contend that the primary focus of a case study is the collection and qual
	However, many case study researchers assert that a case study can be utilised in qualitative as well as quantitative ways (Yin, 2014; Stake, 2013; Svenonius, 2016). Svenonius (2016) argues that researchers examine different outcomes of routine processes as suggested by theories based on unique settings with the aid of case studies. Ragin (1992) noted that there is no agreement among academics in the social sciences about what constitutes a case because case studies rarely define what is intended by a case. 
	4.8.4. Ethnography Research Strategy  
	The purpose of ethnographic research design is to study a people's way of life by going to their natural surroundings (Austin, 2018). According to Crookes et al. (2016), an ethnographic study is the kind that enables researchers to become fully immersed in the respondents they are studying, to watch their behavioural patterns, and to gain a thorough understanding of the phenomenon they are studying. 
	4.8.5. Justification for Employing Ethnography  
	The researcher will use ethnography because it allows for transparency in the data gathering process and gives the chance to use in-depth interviews that exemplify ethnography to investigate family business owners in their natural setting. According to Britten et al. (2002), ethnography is a qualitative method that focuses on providing a detailed description of a population, highlighting the fact that ethnography is a fantastic chance for ethnographers who are attempting to understand people's beliefs and b
	Researching social relationships, ideas, behaviours, and perceptions occurring inside a group or establishment is thought to be a good fit for ethnography (Austin, 2018). This aligns with the viewpoint of Merdian and Hassett (2016), who emphasise that by immersing people in their natural environments, the ethnographic approach can capture information about people's opinions, way of life, and experiences. Since the goal of this study is to investigate respondents' perceptions of the characteristics that infl
	 
	Table 4.3 below summarised the research strategy.  
	 
	 
	 
	 
	 

	Research strategy 
	Research strategy 

	Description 
	Description 




	1 
	1 
	1 
	1 
	1 

	Phenomenology  
	Phenomenology  

	Though this design opposes first-hand generalisations, phenomenology is willing to gather people's experiences based on their viewpoint and identify underlying meanings because of those experiences. 
	Though this design opposes first-hand generalisations, phenomenology is willing to gather people's experiences based on their viewpoint and identify underlying meanings because of those experiences. 


	2 
	2 
	2 

	Grounded theory 
	Grounded theory 

	The intention of grounded theory is to shed light on an occurrence. Grounded theory is based on the premise that Tie et al. (2021) focus on creating theory from facts. 
	The intention of grounded theory is to shed light on an occurrence. Grounded theory is based on the premise that Tie et al. (2021) focus on creating theory from facts. 


	3 
	3 
	3 

	Case study 
	Case study 

	A case study is an evidence-based research project that focuses on examining a contemporary phenomenon in the context of real-world events, especially when the boundaries between the phenomenon and its context are blurry. 
	A case study is an evidence-based research project that focuses on examining a contemporary phenomenon in the context of real-world events, especially when the boundaries between the phenomenon and its context are blurry. 


	4 
	4 
	4 

	Ethnography 
	Ethnography 
	 
	 

	In order to collect data for ethnography, researchers visit respondents in their natural habitat and conduct in-depth interviews or close observation. Rather than depending solely on surveys or interviews, an ethnographic research methodology enables the researcher to spend time immersed in the culture in order to gain a deeper understanding of it (Austin, 2018). 
	In order to collect data for ethnography, researchers visit respondents in their natural habitat and conduct in-depth interviews or close observation. Rather than depending solely on surveys or interviews, an ethnographic research methodology enables the researcher to spend time immersed in the culture in order to gain a deeper understanding of it (Austin, 2018). 




	 
	4.9  Sampling and respondents’ recruitment procedure  
	According to Collins (2015), a distinctive study is often linked to the sampling process. As an illustration, purposeful sampling is linked to qualitative research designs, whereas random sampling is linked to quantitative research designs. According to researchers (e.g., Bengtsson 2016; Teddlie and Yu 2007; Collins, 2015), a sampling approach necessitates that a researcher use a literature review that builds on prior research using a homogenous method to initiate issues, designs, and recommendations. It to
	that can be used for scholarly research, purposive and snowball sampling strategies were both employed in this study. 
	The following procedures were followed in the selection and interview preparation processes: In order to locate intergenerational small family-owned enterprises, their antecedents, and biographical details, the researcher first employed a search engine. A few family-run businesses were located, and emails were sent to the potential respondents asking them to participate in the study; however, the potential participants did not answer. The researcher opted to send follow-up emails after two weeks had passed 
	Few participants who satisfied the recruitment requirements and had a track record of effective succession were discovered during this procedure. After being informed of the research's purpose, they agreed to participate in the study. The interviewees scheduled and decided on the meeting's date, time, and location. After business hours, the respondents and the researcher met at a prearranged, isolated place to conduct the interviews. Since respondents were guaranteed the privacy of their answers, the result
	The interviewers were informed by the researcher that participation in the study was entirely optional and that they might withdraw from it at any moment. The interview lasted between thirty and ninety minutes. The researcher used the snowball sampling technique, asking the 
	first participants to recommend more family business owners who could meet the selection criteria and provide the same information. Finding additional individuals who fit the selection criteria was made possible through this procedure. As a result, the first responders served as a conduit for contacting further potential respondents, which lessened the difficulty of finding qualified respondents and setting up the time and location of the interviews. Finding targeted respondents who had satisfied the select
	4.10 Sampling size and population  
	McLeod (2018) defines sampling as the small proportion of a population that chooses to participate in a particular study. From the perspective of Kerr et al. (2010), a population in an academic study is defined as a group of individuals or things that share similar characteristics. Without a doubt, the sample should reflect the characteristics of a certain population. In a similar spirit, Ali (2012) thinks that the term "sample" refers to the selection of elements (people or objects) for study involvement i
	Mason (2010) asserts that there have been numerous conversations about the appropriate sample size for qualitative research and notes that most researchers agree that the concept 
	of saturation should be taken into account when determining the appropriate sample size for a qualitative study. In a similar vein, Frances et al. (2010) contend that saturation is a crucial indicator of when the sample size is appropriate for the issue being studied—it signifies that all the data gathered has addressed every facet that must be included in order to fully understand the topic. As specified by O'Reilly and Parker (2013), who share this similar line of thinking, achieving the saturation thresh
	There are several methods used in academic research to gather data for qualitative studies, including focus groups, interviews, literature reviews, and observation. Different degrees of saturation would correspond with different research methodologies; however, the issues that need to be addressed include the number of interviews that should be done before reaching a saturation point or the number of respondents that should be interviewed, the number of focus group discussions that should be watched, and th
	However, Boddy (2016) contends that an 11-person sample size ought to be sufficient in a homogeneous population. This bolsters the argument put forth by Latham (2013), who noted that saturation typically happens at about 11 participants. In order to guarantee that saturation occurs, the researcher must proceed past the saturation point to ensure that no new significant concepts arise in the few interviews or observations that follow. Nevertheless, Crouch and McKenzie (2006) proposed that for the majority of
	Following the position of Baker and Edward (2012), a variety of factors, including saturation, the minimum requirements for sample sizes in qualitative studies, the theoretical underpinnings of the study, the population's heterogeneity, and the scope and magnitude of the research questions, influence the total number of interviews that should be sufficient. Researchers (e.g., Creswell, 2014; Guest et al., 2006; Roy et al., 2015) have recommended small sample sizes. However, other researchers (e.g., Roy et a
	are sufficient for qualitative research. As a result, the guidelines for appropriate sample sizes are inconsistent (Britten, 1995; Ritchie et al., 2003; Sandelowski, 2001). 
	Therefore, in order to establish and preserve a strong relationship and enhance the "open" and "frank" exchange of information, the researcher employed 42 sample sizes in the current study. This lessened the risks of validity and bias that come with qualitative research. However, one of the research's weaknesses could be that it only used 42 sample sizes, which is a pretty small number. Family-run companies that had a history of smoothly transitioning were the focus. The researcher's choice of 42 sample siz
	Table 4.4: Profile of the participants using fictitious or pseudonymous names. 
	Resp. 
	Resp. 
	Resp. 
	Resp. 
	Resp. 

	Businesses  
	Businesses  

	Gender 
	Gender 

	Sector 
	Sector 

	Description  
	Description  



	R1 
	R1 
	R1 
	R1 

	BACFS 
	BACFS 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store-selling African and Caribbean food 
	Grocery store-selling African and Caribbean food 


	R2 
	R2 
	R2 

	JPS 
	JPS 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store-selling continental food items 
	Grocery store-selling continental food items 


	R3 
	R3 
	R3 

	WGP 
	WGP 

	Male 
	Male 

	Hospitality 
	Hospitality 

	Chicken restaurant and bar 
	Chicken restaurant and bar 


	R4 
	R4 
	R4 

	KSN 
	KSN 

	Male 
	Male 

	Hospitality 
	Hospitality 

	Restaurant and bar 
	Restaurant and bar 


	R5 
	R5 
	R5 

	CBLAGFE 
	CBLAGFE 

	Male 
	Male 

	Retail 
	Retail 

	Selling and repairing wrist watches and cutting keys 
	Selling and repairing wrist watches and cutting keys 


	R6 
	R6 
	R6 

	SCS 
	SCS 

	Female 
	Female 

	Retail 
	Retail 

	Continental grocery supermarket: selling a variety of food and other items 
	Continental grocery supermarket: selling a variety of food and other items 


	R7 
	R7 
	R7 

	CWCWP 
	CWCWP 

	Male 
	Male 

	Retail 
	Retail 

	  
	  


	R8 
	R8 
	R8 

	ACCLFFDW 
	ACCLFFDW 

	Male 
	Male 

	Retail 
	Retail 

	Continental grocery store 
	Continental grocery store 
	  




	R9 
	R9 
	R9 
	R9 
	R9 

	AGTCFS 
	AGTCFS 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store: selling different kinds of African and Caribbean food 
	Grocery store: selling different kinds of African and Caribbean food 


	R10 
	R10 
	R10 

	MSACF 
	MSACF 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store, selling a variety of food stuff. 
	Grocery store, selling a variety of food stuff. 


	R11 
	R11 
	R11 

	SHC 
	SHC 

	Female 
	Female 

	Cosmetology 
	Cosmetology 

	Hair and cosmetics store 
	Hair and cosmetics store 


	R12 
	R12 
	R12 

	MSB 
	MSB 

	Male 
	Male 

	Furniture store 
	Furniture store 

	Selling beds, sofas, armchairs, and tables 
	Selling beds, sofas, armchairs, and tables 


	R13 
	R13 
	R13 

	HSHGAWBER 
	HSHGAWBER 

	Female 
	Female 

	Cosmetology 
	Cosmetology 

	Hair and cosmetics store Unisex 
	Hair and cosmetics store Unisex 


	R14 
	R14 
	R14 

	NLHBSU 
	NLHBSU 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store-selling food items 
	Grocery store-selling food items 


	R15 
	R15 
	R15 

	TBBS 
	TBBS 

	Male 
	Male 

	Furniture store 
	Furniture store 

	Selling beds, sofas, electric rugs, and mirrors 
	Selling beds, sofas, electric rugs, and mirrors 


	R16 
	R16 
	R16 

	SPSTD 
	SPSTD 

	Female 
	Female 

	Retail 
	Retail 

	Eastern European food store 
	Eastern European food store 


	R17 
	R17 
	R17 

	CHRI 
	CHRI 

	Male 
	Male 

	Hospitality 
	Hospitality 

	Restaurant and Bar 
	Restaurant and Bar 


	R18 
	R18 
	R18 

	CDJP 
	CDJP 

	Male 
	Male 

	Cosmetology 
	Cosmetology 

	Wrist watches and jewellery store 
	Wrist watches and jewellery store 


	R19 
	R19 
	R19 

	PCJHBS 
	PCJHBS 

	Male 
	Male 

	Retail 
	Retail 

	Fashion store, selling clothes, shoes, belts, vests, and others. 
	Fashion store, selling clothes, shoes, belts, vests, and others. 


	R20 
	R20 
	R20 

	XPC 
	XPC 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store: selling continental food items 
	Grocery store: selling continental food items 


	R21 
	R21 
	R21 

	HAB 
	HAB 

	Male 
	Male 

	Retail 
	Retail 

	Selling unisex wear 
	Selling unisex wear 


	R22 
	R22 
	R22 

	PHI 
	PHI 

	Male 
	Male 

	Retail 
	Retail 

	Selling home interiors 
	Selling home interiors 


	R23 
	R23 
	R23 

	GDK 
	GDK 

	Male 
	Male 

	Hospitality 
	Hospitality 

	Kebabs, chicken, chips store, and bar 
	Kebabs, chicken, chips store, and bar 


	R24 
	R24 
	R24 

	SPS 
	SPS 

	Male 
	Male 

	Retail 
	Retail 

	Perfume shop 
	Perfume shop 


	R25 
	R25 
	R25 

	MACS 
	MACS 

	Male 
	Male 

	Retail 
	Retail 

	Afro grocery store 
	Afro grocery store 


	R26 
	R26 
	R26 

	BAFHTJ 
	BAFHTJ 

	Male 
	Male 

	Fashion store 
	Fashion store 

	Selling all kinds of unisex wear 
	Selling all kinds of unisex wear 


	R27 
	R27 
	R27 

	CARRKBPCC 
	CARRKBPCC 

	Male 
	Male 

	Hospitality 
	Hospitality 

	Rooster store: Periperi chicken, kebabs, and burgers. 
	Rooster store: Periperi chicken, kebabs, and burgers. 


	R28 
	R28 
	R28 

	WEDC 
	WEDC 

	Male 
	Male 

	Service 
	Service 

	Dry cleaning store 
	Dry cleaning store 


	R29 
	R29 
	R29 

	ZZZS 
	ZZZS 

	Male 
	Male 

	Hospitality 
	Hospitality 

	Restaurant and bar 
	Restaurant and bar 




	R30 
	R30 
	R30 
	R30 
	R30 

	SKCCCATA 
	SKCCCATA 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store: selling African and Caribbean continental food 
	Grocery store: selling African and Caribbean continental food 


	R31 
	R31 
	R31 

	POA 
	POA 

	Male 
	Male 

	Retail 
	Retail 

	Selling of meat and chickens 
	Selling of meat and chickens 


	R32 
	R32 
	R32 

	RCND 
	RCND 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store: selling African and Caribbean food stuff 
	Grocery store: selling African and Caribbean food stuff 


	R33 
	R33 
	R33 

	BGHA 
	BGHA 

	Male 
	Male 

	Retail 
	Retail 

	Selling home interiors 
	Selling home interiors 


	R34 
	R34 
	R34 

	KCSS 
	KCSS 

	Male 
	Male 

	Service 
	Service 

	Key cutting and shoe repairs 
	Key cutting and shoe repairs 


	R35 
	R35 
	R35 

	SALU 
	SALU 

	Male 
	Male 

	Service 
	Service 

	Unisex hair salon 
	Unisex hair salon 


	R36 
	R36 
	R36 

	TGHA 
	TGHA 

	Male 
	Male 

	Retail 
	Retail 

	Selling continental food items 
	Selling continental food items 


	R37 
	R37 
	R37 

	FJKK 
	FJKK 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store: selling food items 
	Grocery store: selling food items 


	R38 
	R38 
	R38 

	PPAAJ 
	PPAAJ 

	Male 
	Male 

	Retail 
	Retail 

	Supermarket store-selling continental items 
	Supermarket store-selling continental items 


	R39 
	R39 
	R39 

	RAJK 
	RAJK 

	Male 
	Male 

	Retail 
	Retail 

	Electrical store 
	Electrical store 


	R40 
	R40 
	R40 

	BAFF 
	BAFF 

	Male 
	Male 

	Retail 
	Retail 

	Selling African and Caribbean food 
	Selling African and Caribbean food 


	R41 
	R41 
	R41 

	AGTKL 
	AGTKL 

	Male 
	Male 

	Hospitality 
	Hospitality 

	Restaurant and bar 
	Restaurant and bar 


	R42 
	R42 
	R42 

	FTFGS 
	FTFGS 

	Male 
	Male 

	Retail 
	Retail 

	Grocery store-selling continental food 
	Grocery store-selling continental food 




	4.11 Pilot Testing  
	A tool used to evaluate an instrument prior to doing research is called a pilot test. It entails pre-testing a research methodology that involves gathering fresh data or testing a perspective on a hypothesis (Brace, 2004). This would help to enhance the possibility of success in the main research. In light of this, pilot testing is used to guarantee that study methodologies are reliable and sound (Saunders et al., 2003). In order to make sure the questions are precise, unambiguous, and address the goals and
	4.12 Interview protocol  
	According to Ritchie et al. (2014), an interview protocol is seen as a tool that details all of the procedures and stages involved in data collection. This is in line with Kornbluh's (2015) view, 
	which states that an interview protocol serves as a tool for outlining policies and guidelines pertaining to data collection. Kornbluh also mentioned that it highlights the questions being considered, explains the subject matter to be examined, and identifies the essential information required for the interview. Collins and Cooper (2016) believe that the set of questions that must be used throughout an interview is thought to constitute the primary interview protocol. 
	Conversely, Bell (2014) notes that the interview protocol is essential for the researcher to facilitate the interview process, as well as for the acknowledgment of the respondents' rights, the interview guidelines, and a timeline. Josselson (2013) asserts that a script intended for pre-interview research should be included in the interview process. Similarly, Tracy (2013) assumes that factual questions are necessary for interviewees to reply to "what" and "how" questions that promote conversation, narrative
	The researcher followed the guidelines in the interview protocol guide by first obtaining ethical approval from the University Ethics Committee and then obtaining a letter of support for the fieldwork. The researcher then made the decision to carry out a pilot study in order to evaluate the instrument prior to carrying out the primary investigation. For the pilot study, three family company owners were selected at random. As previously stated, the data gathered for this study did not include the results of 
	4.13 Data Collection Technique    
	In this study, the interview technique was used since it helped the researcher understand the meaning of the interviewees' statements. Due to its adaptability and ability to be utilised to modify situations for each individual, this technique is prevalent in the majority of qualitative data gathering (Burns, 2000; McNamea, 1991). This is in line with the perspective of Gillham (2005), who emphasises the value of interviews in gathering the narrative of a respondent's experiences and providing a wealth of op
	information about the subject of study. The researcher used in-person, semi-structured interviews with open-ended questions for this study. This method was thought to be suitable for the study since it allowed participants to elaborate on their experiences and highlight any elements they felt were significant, which allowed the researcher to fully understand the subjects of the study. Gomez (2014) indicates that a significant proportion of research projects have incorporated semi-structured interviews due t
	Overall interview guide method: This provides plenty of opportunities to get the same general information from each reply. Compared to the well-known strategy, this one places more focus on gathering information from respondents by allowing them some degree of liberty and flexibility. 
	Regularised, open-ended interview—This would improve the speed of the interview and sample for analysis because the researcher would ask identical open-ended questions to each respondent. 
	Closed, fixed-response interview: With this interview format, each respondent can ask the same question and choose their response from the same list of options (Naoum, 1999; Stewart and Cash, 2006). 
	4.14 Fieldwork Research Procedures  
	The definition of fieldwork in social studies is the process by which a researcher attempts to enter the realm of meanings and participate in the customs and ethical rules of the host society. The methods and strategies used in field research vary depending on the subject matter. It is expected that the researcher will be prepared with a system and plan in place to handle unforeseen events and circumstances. For instance, a respondent may express 
	disinterest in continuing the interview, crucial materials that are difficult to evaluate, or political or administrative reasons for omitting information that must be obtained (Remenyi et al., 1998; Yin, 2014). 
	The process of fieldwork research is stated below:  
	Selecting the appropriate companies and determining who ought to be present during the interview: The interviews were concentrated on family business owners who operate in the southeast region of London and have a history of successful business successions. Participants in the study were chosen from among the respondents who satisfied the selection criteria. They were informed of the purpose of the study and given a consent form to sign. To confirm the data validation of the study, the same set of questions
	•
	•
	•
	 To determine the best method for gathering data. There were in-person interviews conducted. 

	•
	•
	 In order to guarantee that sufficient resources were available for the fieldwork, the researcher ensured that audio recording equipment could be used to capture the thoughts of the respondents. Writing equipment, including a notepad and pen, was given by the researcher to the participants so they could record pertinent information while seeking answers to specific questions. 

	•
	•
	 Creating a schedule for interviews: Interviews were scheduled in advance by the researcher. The respondents scheduled and decided on the meeting's date, time, and location. In London, the interviews took place outside of regular work hours. That being said, due to other important commitments, dates and times were changed at the respondents' request. However, the researcher managed to find a way around this and prepared time slots for rescheduling appointments. 


	In order to disclose the results, numerical codes were used in place of names after the researcher ensured the confidentiality of the respondents. They felt more at ease and encouraged to contribute their opinions and experiences about the phenomenon under inquiry after receiving this assurance. The researcher had a rare opportunity to obtain more in-depth knowledge in such an environment. The researcher started the interview by asking 
	the respondents about their knowledge of succession before delving deeper into the questions. The main idea behind this was to make the interviewees feel at ease during the entire procedure. 
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	4.16. Research reflexivity 
	To be able to decrease transition failures, this study looked at the variables that affect successful succession in family-owned firms as well as the succession planning strategies used by family business owners in London, UK, to ensure smooth generational transitions. In my university circles, starting this doctorate journey had been the greatest hurdle. Discipline, integrity, and dedication were the cornerstones of this research adventure, which served to lessen bias and prejudiced opinions. As mentioned 
	Choosing an appropriate analytical tool for the study would require planning and organisation. An inductive technique was followed by the use of a qualitative research methodology. It was essential to document and describe answers as they happened during the data gathering process, instead of waiting until afterwards. Even though the data collection method would reveal its insights only gradually, it was imperative to record every statement made in order to avoid overlooking anything that might be important
	preconceived notions about the respondents or the interpretation of the results (Bengsson 2016). Austin (2018) referenced Lincoln and Guba (1985) as saying that member-checking by respondents seemed essential to guaranteeing their intended meanings. Overall, it was an intriguing trip that was worthwhile despite all of the challenges we faced. After completing this curriculum successfully, I now have the necessary credentials to work as a competent business and management leader. 
	4.17. Ethical Considerations  
	Human subjects are the topic of ethical principles in academic research, which direct the researcher to assure participant protection (Gregory, 2003). According to Newman (2011), the researcher is the one who starts and ends the ethical issue. Punch (1998) stated that ethical conundrums should be taken into account in both quantitative and qualitative research, but that ethical issues are more important in qualitative studies as the nature of the qualitative research approach always involves interfering wit
	As noted by Newman (2011), the researcher is held responsible for research ethics in light of this. Furthermore, Newman highlights that even in cases where research participants are unaware of or uninterested in ethical matters, it is ethically required of individual researchers to conduct their work with integrity. The researcher is the one who is aware of the potential benefits and drawbacks of a continuous research endeavour throughout the entire process. The researcher must inform the respondents of all
	Additionally, when interacting with the human subjects of this research, three ethical principles were followed: beneficence, justice, and respect. 
	4. 18 respondents: invitation and recruitment  
	The researcher ensured that there was no harm done to the study participants. Every respondent received a letter encouraging them to take part in the research via email. The invitation letter included an explanation of the purpose and aim of the research as well as the consent form that participants needed to read and sign. Participants were given the opportunity to voice their concerns or ask questions about the study if anything wasn't obvious or if they would want more information. 
	Data analysis was divided into three main phases, in line with other research (Garcia and Walter, 2011; Guest et al., 2012, for example). First, the researcher conducted English-language interviews and transcribed the results. Second, thematic analysis was used to examine the transcriptions in order to identify popular and interesting debate topics. Thirdly, the researcher manually categorised the interviews in order to make it easier to identify and explore topics and categories in an effort to find the gr
	 
	 
	 
	 
	 
	 
	 
	 
	Chapter Five:  Data Analysis and Research Finding 
	  5.1. Introduction 
	The data analysis and study findings presentation are included in this chapter. When possible, tables, percentages, and graphs were used to clearly present the data that were gathered through interviews after they had been carefully evaluated. This study's main goal was to determine the variables that affect successful succession in family-owned enterprises. It also looked at the obstacles to successful succession as well as the methods of succession planning that are currently in place. Table 5.2 below lis
	The research participants were small family-run business owners with a proven track record of successful succession planning who were willing to share crucial information. They were based in London, UK. Age, gender, or cultural differences were never taken into account in the research. Furthermore, it never took into account the participants' varying political and religious beliefs, as indicated in table 5.1 below. Interviews were conducted with forty-two (42) individuals, of which four (4) were female and 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 Table 5.1 contains respondents’ demographic information.  
	Demographics 
	Demographics 
	Demographics 
	Demographics 
	Demographics 

	Gender 
	Gender 

	Frequency 
	Frequency 

	Percentage (%) 
	Percentage (%) 



	 
	 
	 
	 
	Gender 
	 

	Male 
	Male 

	38 
	38 

	90 
	90 


	TR
	Female 
	Female 

	4 
	4 

	10 
	10 


	TR
	Total 
	Total 

	42 
	42 

	 100 
	 100 


	 
	 
	 
	 
	Age group 

	20-35 
	20-35 

	12 
	12 

	28.6 
	28.6 


	TR
	36-60 
	36-60 

	23 
	23 

	54.7 
	54.7 


	TR
	60 and above 
	60 and above 

	7 
	7 

	16.7 
	16.7 


	TR
	Total 
	Total 

	42 
	42 

	100 
	100 


	 
	 
	 
	 
	Level of education 

	Primary 
	Primary 

	2 
	2 

	4.7 
	4.7 


	TR
	Secondary 
	Secondary 

	9 
	9 

	 21.5 
	 21.5 


	TR
	College/University 
	College/University 

	31 
	31 

	73.8 
	73.8 


	TR
	Total 
	Total 

	42 
	42 

	100 
	100 


	 
	 
	 
	 
	Years of experience 

	1-5 
	1-5 

	1 
	1 

	2.3 
	2.3 


	TR
	6-10 
	6-10 

	5 
	5 

	11.9 
	11.9 


	TR
	11 and above 
	11 and above 

	36 
	36 

	85.8 
	85.8 


	TR
	Total 
	Total 

	42 
	42 

	100 
	100 


	 
	 
	 
	 
	Ethnic Group 

	Asian 
	Asian 

	18 
	18 

	42.8 
	42.8 


	TR
	             African 
	             African 

	8 
	8 

	19.5 
	19.5 


	TR
	    White British 
	    White British 

	4 
	4 

	9.5 
	9.5 


	TR
	   Caribbean 
	   Caribbean 

	12 
	12 

	28.2 
	28.2 


	 
	 
	 

	Total  
	Total  

	42 
	42 

	             100 
	             100 




	 
	 
	Figure
	According to Figure 5.1 above, of the total number of participants in the Southeast Region of London where the interviews were done, there were thirty-eight (38) male participants, or 90% of the total, and four (4) female participants, or 10% of the total. This indicates that there are more male family business owners in the area than female family business owners. The primogeniture requirement may be the cause of the higher male presence. Scholars (e.g., Jimenez 2009; Ahrens et al., 2015) claimed that fami
	 
	Figure
	 
	 
	 
	The data presented in Figure 5.2 above indicates that family-owned business owners in the 36–60 age group comprise the largest proportion of participants (23) or 54.7% in that region. Participants in the 20–35 age group came in second with 28.6% of participants. There are, however, fewer family company owners operating in that location if one is 60 years of age or older. This suggests that the interviews covered a range of participant ages and provided a fair assessment of the topic being studied.  
	 
	Figure
	In order to gain more insight into business operations, thirty-one (31) of the participants, or 73.8% of family-owned business owners operating in the south-eastern region of London (where the interview was held), attended college or university, based on the figure 5.3 above. Nine (9) of the participants, or 21% of the sample, attended secondary school, and only two (2) of the participants, or 4.7% of the sample, only completed primary school. The greater percentage of respondents who attended college or un
	 Participants with over eleven (11) years of experience had the highest frequency of 36  at 85.7%, as seen in Figure 5.4 above. Second place went to participants with six to ten years of experience, accounting for 11.9% of the total. Conversely, individuals with one to five years of experience had the lowest frequency (1), or 2.3%. According to the findings, respondents with more than 11 years of experience suggest rich data collection. 
	Figure
	 
	 
	 
	 
	 
	 
	 
	 
	Higher order theme 
	Higher order theme 
	Higher order theme 
	Higher order theme 
	Higher order theme 

	Themes 
	Themes 

	Sub-themes 
	Sub-themes 



	Facilitators of effective business succession in a family-owned business 
	Facilitators of effective business succession in a family-owned business 
	Facilitators of effective business succession in a family-owned business 
	Facilitators of effective business succession in a family-owned business 
	 
	 

	Succession grooming and development.         
	Succession grooming and development.         
	            
	 

	TD
	L
	LI
	Lbl
	• Training of the successor  

	LI
	Lbl
	• The interest of the successor to take over the the business. 

	LI
	Lbl
	• Children early involvement 

	LI
	Lbl
	• Experience outside own business    

	LI
	Lbl
	• Education  


	 


	TR
	Family beliefs and values which cement relationship among members.  
	Family beliefs and values which cement relationship among members.  
	 

	 
	 
	•
	•
	•
	 Openness in communication 

	•
	•
	 Innovation 

	•
	•
	 Being focused 

	•
	•
	 Keeping business record 

	•
	•
	 Sourcing of funds 

	•
	•
	 Required skills.  

	•
	•
	 Good relationship 

	•
	•
	 Transparency  

	•
	•
	 Commitment  




	TR
	Preparation and control activities 
	Preparation and control activities 
	 

	TD
	L
	LI
	Lbl
	• A well-designed planning of the succession process 

	LI
	Lbl
	• Establishing a family council 

	LI
	Lbl
	• Using family consultants or experts  

	LI
	Lbl
	• Having external board members  






	Practises in operation to promote effective succession  
	Practises in operation to promote effective succession  
	Practises in operation to promote effective succession  
	Practises in operation to promote effective succession  
	Practises in operation to promote effective succession  

	Succession practices 
	Succession practices 

	•
	•
	•
	•
	 Providing the required funds  

	•
	•
	 Having precise objectives  

	•
	•
	 Personalised progression schemes 

	•
	•
	 Establishment of talent databases  

	•
	•
	 Full appraisal system 




	Barriers to effective successful 
	Barriers to effective successful 
	Barriers to effective successful 

	Individual level barriers 
	Individual level barriers 

	TD
	L
	LI
	Lbl
	• Lack of financial literacy 

	LI
	Lbl
	• Physical fitness 

	LI
	Lbl
	• Looking down on your business 

	LI
	Lbl
	• Fear of losing identity 

	LI
	Lbl
	• Fear of business failure  

	LI
	Lbl
	• Refusal of Spouse to accept change 

	LI
	Lbl
	• Lack of business skills 

	LI
	Lbl
	• Lack of successors interest 




	TR
	Family level barriers 
	Family level barriers 

	•
	•
	•
	•
	 Sibling rivalry  

	•
	•
	 Lack of spouse support 

	•
	•
	 Gender issues 

	•
	•
	 Lack of children to take over the business. 

	•
	•
	 Favouritism  




	TR
	Institutional level barriers 
	Institutional level barriers 

	TD
	L
	LI
	Lbl
	• Lack of commitment  

	LI
	Lbl
	• Lack of structural agreement  






	 
	5.3 The purpose of this section was to investigate the factors that influence effective succession.  
	Three themes arose from the data, as seen in figures 5.6, 5.7, and 5.8 below.  
	 
	Figure
	All of the participants think that one of the key elements determining successful succession in family-owned firms is the successor's training. The participants stated that by boosting their capacity and confidence, training prepares the successor to manage a business successfully. The participants also clarified that one effective strategy for ensuring a company's viability is to train a successor.  
	Respondent (1) stated, 
	‘’Even though the company is small-scale and run by a family, several of the machines cannot be operated unless the operator has received some sort of training. Take the weighing machine and tail machine, for instance. The success of the company can be increased by knowing how to use those machines, but a lack of fundamental understanding about how to 
	use them might have a detrimental influence on the company and inhibit efficient succession’’.  
	Respondent (9) indicated,  
	"The successor's training should not be an isolated event, but rather should take  place periodically to ensure that they are knowledgeable about the latest technologies needed to operate the business."  
	Respondent (25) noted, 
	"Training is beneficial when it comes to customer service since a firm can benefit from having excellent customer service. For instance, providing excellent customer service results in client happiness, which in turn encourages repeat business and grows market share. On the other hand, an inexperienced individual provides poor service since they are not trained, which results in a loss of loyalty. Furthermore, when a business loses clients, you forfeit not only the opportunity to make more sales but also th
	Regarding the successor's desire to join the busness, every respondent stated that one of the factors impacting successful succession in family-owned businesses is the successor's desire to take over the company. Participants think that by rewarding their kids appropriately, parents could cultivate their kids' enthusiasm in the business. As a father, you could, for instance, give your kids a little assignment that has to do with your business. When they do it, you could give them a cash incentive to keep th
	“Children do not naturally gravitate towards business; instead, parents must pique their attention by explaining the financial advantages of the enterprise they are running. Youngsters must gain knowledge of the business at a young age since what they learn as they grow up determines what they want to do in the future”.  The participants emphasised, however, that kids shouldn't be pressured to work in the family business; instead, they should pursue their passions and areas of strength. For instance, when I
	he would like to pursue it. I granted his request and let him pursue his passion as a result. I knew it would be bad if I had forced him to join me in the business, therefore I refrained from doing so.  
	Participant (36) remarked,  
	"Forcing your children to enter your profession is not the same as exposing them to your business." If you introduce your kids to your business at a young age, you will have imbued in them a modest mindset and an appreciation for the responsibilities of future generations as well as the family business during their childhood. If a child is exposed to a business, for instance, that they are not passionate about, it is evident that the business will fail”.  
	Respondent 38 asserted,  
	"As a business owner, if my children are not good in the type of business I conduct, I will not allow them to succeed me. A succession plan is beneficial, but if the successor is uninterested, the company will fail”.  
	According to every respondent, successful succession is influenced by the early involvement of children (successors) in the firm. Nonetheless, the majority of parents, especially those with African ancestry, keep their kids out of their businesses. Since the children were not active in the family business from an early age, there is virtually little likelihood that it will survive the owner's death. Respondent (5) highlighted,  
	"Children become fascinated with the business if parents can begin early to involve them and help them understand that they are the next generation that will take over the business." For example, when my grandfather founded this company, he included my father in it from the beginning. After his death, my father took over the company and incorporated me. After my father passed away thirteen years later, I took over the firm and managed it successfully ever since. This was made possible by my early involvemen
	Regarding experience outside of one's own company, fewer than half of respondents think that experience outside of one's own company is one of the factors that leads to a successful succession, whereas over half of respondents contend that experience outside of one's own company would not help a succession be effective.  
	Respondent (11) noted, 
	"Having experience outside of your own company directly correlates with business success because it gives you access to knowledge and abilities that are essential to growing your own company". 
	All of the respondents made the assumption that the successor's education affects the effectiveness of succession planning, noting that well-educated individuals are better able to anticipate the course of the company and strive for success. For instance, anticipating the unanticipated event before it occurs.  
	Respondent (4) underlined,  
	"When I talk about education, I don't mean that the person should hold the greatest degree possible; rather, I mean that the person should be receptive to guidance and knowledge that can positively impact the company's future."  
	Respondent (7) pointed out,           
	"Formal education, in my opinion, lays the groundwork for sustainable business". 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	5.1.3. Theme 2: Family beliefs and values that cement relationship among family members 
	 
	Figure
	Figure 5:7 family beliefs and values which cement relationship. 
	Nearly all of the respondents affirmed that one of the elements that makes for an effective succession is open communication. This means that successful succession is considered to have occurred if the successor can keep up a high degree of communication both within the family and between the family and the non-family workforce of the business.  
	Respondent (27) accented,  
	"For family relationships to be strengthened, communication is essential. Family members won't support your vision if they don't trust you”.  
	Respondent 31 said,  
	"Trust and communication between family members and non-family members are essential for a successful succession."  
	Because every business depends on its ability to bring new ideas to the table in order to continue operating smoothly, the majority of respondents stated that innovation is one of the factors fostering effective succession in family-owned businesses. They also emphasise that because of the competitive nature of the business world, a business can quickly become irrelevant if its owner is not innovative—that is, does not periodically introduce new ideas into the business. Innovative business concepts truly ha
	Respondent (39) accentuated,   
	"I have been consistently implementing novel concepts to elevate the calibre of my enterprise and cater to the requirements of my clientele, as this is the sole means of maintaining my business."  
	More than half of the respondents stated that a successor's ability to stay focused on their business enhances the effectiveness of the succession. They maintained that concentrating on your business lowers distractions and enables you to focus on the tasks that need to be done, raising the calibre of the business. However, a small percentage of respondents did not answer the query. As mentioned by Respondent (5),  
	"I make every effort to maintain focus in order to avoid typical mistakes that could endanger the company's future and production. That is the only thing that has enabled me to do what I have done so far today”. Respondent (10) explained,  
	“Nothing hinders the advancement of a business-like lack of attention more than not being focused since it prevents you from concentrating on your vision and objective”.  
	The majority of respondents think that maintaining accurate business records contributes to a smooth family business succession since they make it simple to ascertain the financial and non-financial standing of the company. Efficient succession planning is aided by maintaining corporate documentation. To be honest, maintaining records is essential since it provides the next owner with accurate information about how the company is being operated. For instance, knowing your customers and knowing what to buy a
	Respondent (11) indicated, 
	“The record ought to be periodically consulted. Whenever I have any doubts, I always consult my records”. 
	                            
	Respondent (13) pointed out, 
	"As a business owner, losing track of your records will cause your company to fail.  Using the available records, you can identify the areas where the business performed poorly in the past and make improvements. Your track record will provide you with guidance and indicate whether or not you are profitable”.  
	Regarding commitment, every respondent said that succession effectiveness would be sparked by a dedication to your firm. This means giving up pleasures like extended naps, social interactions, and holidays in order to focus entirely on the business and secure a brighter future. Even in situations where it appears as though everything will work itself out, commitment is necessary for success in Commercial endeavours   Respondent (15) highlighted,  
	"Any successful company you see today can be traced back to its owner's dedication because dedication breeds success." Indeed, dedication should be utilised not only in business but in whatever area of your life that you select”.              .   
	Respondent (39) remarked, 
	"A business owner needs to have unwavering dedication in order to maintain their enterprise for an extended period of time. One could compare commitment to a force that propels a company up the succession and continuity ladder. If I hadn't been committed, my business wouldn't have expanded in this manner”.  
	Respondent (42) expressed,  
	“The viability of a firm depends on commitment. To maintain the viability of your business, you must deprive yourself of all pleasure. For instance, I rarely take vacations just for work-related purposes”. 
	A significant number of participants stated that one of the elements supporting successful succession in family-owned firms is the source of funding. They observe that it is crucial to inform the prospective heir of the business's funding sources and that taking over a family 
	business's leadership without understanding where to find funding has a detrimental effect on the company. A successor should be able to source cash in a corporate setting using a variety of methods and channels in order to prevent the company from being deeply indebted.  
	Respondent (10) indicated,  
	"It is important to teach the successor how to read financial statement pages and to be knowledgeable about financial statements. Because of the volatile difference between profitability and liquidity, this helps him determine when to withdraw money and when not to”. Respondent (16) noted, 
	"Knowing the funding sources that are available to your business and how to maximise them to grow your business is important".                        
	Each respondent noted that having the necessary skills plays a significant role in facilitating an effective succession in family-owned businesses. They emphasised that in order for a successor to take over as leader, they must possess the necessary abilities; otherwise, the business cannot continue. The successor requires the necessary abilities to continue growing their company for a very long time.  
	Respondent (10) highlighted,  
	"Your skills will determine how successful you will be in business. For instance, my abilities enable me to handle any difficulty associated with the day-to-day operations of the company”.  
	According to all of the respondents, one of the elements that makes for a successful succession is a positive relationship between the business's owner and the successor. They emphasised that a positive relationship between the predecessor and successor solidifies the succession process and promotes effective succession. Because it can have a favourable effect on the entire succession process, a strong relationship between the incumbent and successor is one of the influencing factors of successful successio
	Respondents (6) confirmed,  
	"Transparency and openness in terms of the way the predecessor confides in the successor are encouraged when there is a positive relationship between the predecessor and successor."  The majority of respondents argued that effective succession in family-owned businesses is a 
	result of transparency, citing the fact that all successful businesses today are built on secrets. As such, they advise business owners to be open and honest when disclosing business secrets to their heirs in order to guarantee effective succession. Nonetheless, relatively few respondents mentioned that it could be difficult to be open and honest in everything. Respondent (17) said,  
	"Every successful business you see today is built on a secret, and in order to ensure effective succession, I implore business owners to be transparent in disclosing business secrets to their successors". Respondent (29) stated, 
	“Maintaining transparency is critical to business continuity. If it weren't for the hard work of my father, who was open and honest with me about every facet of the business, I could not have been successful in this venture. His support has been invaluable to me”.  
	All the respondents believe that a well-designed succession planning process increases the likelihood that family members and the successor will collaborate, which results in an effective succession. It also reduces the likelihood of succession failures, encourages the successful transmission of institutional skills, preserves family values and beliefs, supports 
	Figure
	workforce career advancement, and strengthens the sustainability of the business. As per the responses, the initial step prior to initiating the planning process is determining whether to maintain family ownership of the business for successive generations. On the other hand, succession planning is not necessary if the family is unwilling to continue with family ownership. Was the respondent willing to maintain family control over the business? The interviewer inquired. Yes, the participants replied. 
	Respondent (6) specified, 
	"Well-designed succession planning is important to achieving successful succession because it upholds family norms and beliefs, minimises leadership succession catastrophes, and transmits institutional experience across generations."  
	Respondent (14) asserted, 
	“I believe that succession planning is the most important element that can have a significant positive impact on maintaining family unity when passing down family-owned business ownership from one generation to the next.". 
	Half of the respondents emphasised how crucial it is to establish a family council since they would be actively involved in the process of succession planning and would remove any bias that may be connected to it. According to the respondents, the purpose of forming a family council is to maintain family members' unity, alignment, and enlightenment. When a family council is properly established, it helps the business achieve its goals and solidifies its vision. A family council also offers a forum for organ
	Respondent (18) affirmed,  
	"By facilitating the seamless transition of family-owned businesses from one generation to the next, a family council makes sure that family members are in agreement with regard to succession planning."  
	Respondent (23) indicated, 
	"A family council that is properly established helps the business achieve its goals and solidify its vision.". 
	With respect to the use of family business experts and consultants, fewer than half of the participants indicated that doing so would ensure the process's efficacy during succession. despite the fact that a large percentage of respondents think succession may be achieved without the help of consultants or specialists. 
	As mentioned by Respondent (5), 
	"To have an effective succession, you need the wealth of knowledge and experience that experts and consultants can provide.".  
	According to half of the participants, having outside board members is one of the factors that helps a family business successfully transition. They emphasise that these outside board members would be unbiased and objective when offering advice because their opinions and political views would not taint or distort the board's current positions. Despite the fact that a small percentage of respondents disagreed that having outside board members would result in an efficient succession plan,. 
	Respondents (41) indicated, 
	"External board members are necessary because their perspective on issues differs from that of internal board members, and they are therefore looked at differently.".  
	5.4 Respondents’ views about succession planning practices in operation in London, United Kingdom. 
	This section looks at the succession planning strategies used by family-owned businesses in London to ensure a seamless transition from one generation to the next. Regarding the succession planning techniques in use, one theme and five sub-themes were found under this part, as shown in figure 5.9 below. Based on the respondents' opinions about the significance of developing or enhancing a succession plan, every single respondent believes that having a succession plan is essential. Despite the fact that some
	retirement. Few respondents believe that it is vital to implement a succession plan that would let non-family personnel participate actively in order to eliminate jealousy in family-owned businesses.  
	5.1.5. Theme 4: Existing succession planning practices  
	 
	Figure
	Figure 5.9: Existing succession planning practices 
	A small percentage of respondents mentioned that one of their practices is to provide the necessary funding for succession planning because, as succession planning preparation is viewed as a programme unto itself, resources such as money and human capital should be set aside for that purpose.  Respondent (5) described, 
	"We provide all the resources required for succession planning, including financial and human capital.".  
	Numerous participants indicated that they focus on clearly defined goals, noting that this approach is beneficial for developing succession planning. The participants explained how they were able to achieve this by "providing a career progression scheme," "making sure the transition is smooth," "setting achievable goals," and "to lessen work pressure from some staff." According to the interviewers, these will improve the process of succession planning and enlarge the successor's management capabilities. Two
	“Establishing attainable goals will facilitate the succession planning process.”.                        
	A small percentage of respondents mentioned that they had a tailored and well-designed advancement strategy in place for carrying out succession planning. According to the interviewees, the two progression schemes designed to increase the efficacy of succession planning are monitoring advancement accomplishments and providing coaching while performing duties.  Respondent number 21 emphasised, 
	"They have a well-thought-out, customised advancement plan that includes monitoring progress goals and providing coaching while working on tasks."  
	A few respondents emphasised that they employ a comprehensive assessment procedure to assess the competencies of possible successors. The respondents stated that this is accomplished by routine reappraisal, reviewing accomplishments to determine whether objectives are attained, and assessing employees' behaviour towards consumers. 
	Respondent (24) maintained, 
	"Succession planning is accomplished through regular reappraisal, by reviewing achievement to determine whether objectives are met, and by examining workers' behaviour towards customers."  Respondent (30) noted, 
	“There is no need to create a talent database because all of my children are aware of who the business's successor will be.”.  
	Few respondents mentioned that they have been using complaint boxes and earnings generated as their two assessment schemes when it comes to the method family business 
	owners employ to evaluate their successors. In order to show this, the respondents have been analysing their revenue each week and using suggestion and complaint boxes in their surveys to find out what their clients have to say. Conversely, a respondent insisted that the only method of assessment he used for gauging his employees is income targets. 
	Respondent (32) noted, 
	"My employees are all identified by name tags, which enable clients to voice concerns or offer suggestions. intended to improve the availability of successors.  
	After an investigation into how respondents prepare their children for positions in their businesses, every single respondent stated that educating employees to take on responsibilities is built on their competence. According to the participants, the success of their businesses is largely dependent on the skills of their relatives, who are also employees. Their knowledge is targeted at developing these individuals through a progression plan and by combining a variety of experiences. According to the respond
	Respondent (37) noted, 
	"My business is driven by the competence of my relatives, who are also workers. Their expertise is targeted, and career progression schemes are used to groom and develop them in combination with different areas of expertise."  
	Respondents clarified that successful succession planning and following it through to execution—which entails an assessment scheme being embedded in the procedure and the assessment process notifying them if the scheme has produced a positive outcome or not—are what help family-owned business owners to be on course while undertaking succession planning and what will happen if they are not. The responses clarified that straying from the topic will have a detrimental effect on the productivity of the company'
	"Going off course will have a detrimental effect on the company, resulting in decreased performance and productivity.". 
	According to an investigation into respondents' perceptions of successful businesses, half of them think that a successful business may be identified by its longevity. Conversely, other participants have contended that the hallmark of a prosperous enterprise would be its expansion and profit maximisation. They emphasise that since the goal of any business is to generate profits, any enterprise that proves profitable both in terms of profit maximisation and scale is deemed successful. Nonetheless, other part
	Respondent (9) noted, 
	“Every business is driven by a vision, so when that vision is accomplished, such a business is successful.”.  
	5.5. Respondents’ perspectives about the barriers affecting family business owners operating at south-eastern region in London United Kingdoms 
	The thoughts of the respondents regarding the obstacles to successful succession are examined in this section. As seen in the figures below, these barriers have been recognised and categorised into three main themes and supporting sub-themes. 
	5.5.1. Theme 1: Individual level barriers 
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	Looking down on your business 
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	Fear of business failure 
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	Spouse refusal to accept change 
	Figure

	 
	Figure 5.10 Individual- level barriers 
	All the respondents showed that one of the obstacles to a successful succession is a lack of financial knowledge. For instance, it is difficult for a corporation to remain sustainable if the person in charge is unable to comprehend and use various financial abilities, such as investing, budgeting, and personal financial management. On the other hand, a financially educated business owner establishes a solid basis for his relationship with money and embarks on a lifelong learning process. Additionally, profi
	Respondent (12) noted, 
	"The biggest issue that destroys a family-owned business is when you can't distinguish between earnings and profits, which leads to personal expenses eating away operational revenue."  
	Respondent (22) stated, 
	“I don't sacrifice my business to maintain an opulent lifestyle since I am aware of the consequences. My friend used to run a firm similar to mine, but due to his expensive lifestyle, his business failed”.   
	The majority of participants highlighted that one of the obstacles to effective succession planning is physical fitness, emphasising that if a business owner is physically healthy, they may not understand the need for succession planning. Few respondents, however, disagreed that physical fitness would not impede efficient succession, underlining that, in the event of unanticipated circumstances, succession planning should take place regardless of the firm owner's physical condition.  
	As stated by Respondent (7),  "As I am still qualified to run my business, I am unsure of when I will leave the company."                                         
	Respondent (19) highlighted,  
	“Since I am still in good shape, I will be honest and say that I have no plans to leave anytime soon. I don't see myself quitting my business anytime soon, unless I become ill, given the amount of time, energy, and efforts I have put into it”.  
	According to every respondent, one of the obstacles to successful succession planning is having people look down on your company due to its size. The respondents pointed out that 
	there isn't much incentive to consider succession planning in small businesses. However, the truth remains that the size of the business has little bearing on succession planning. Both large and small firms can use succession planning, as long as the owner wants to keep going.  
	Respondent (2) mentioned,                            
	"Since my business is small, I'm not too concerned about succession planning. When I retire, any of my kids can take over”.  
	The majority of respondents emphasised that one of the obstacles to a successful succession is identity loss, pointing out that business owners are recognised by their companies and that, after they pass away, their identity disappears. Furthermore, having a family business provides me a sense of stability and authority, so it can be difficult to let someone else take over.  
	Respondents (1) affirmed,  
	"My identity disappears when I step aside because people know me because of this business."   
	Respondent (17) noted,  
	"I am well-known now because of this business; therefore, giving up will take away my well-known status".  
	Respondents (41) remarked,  
	It is hard for me to give up control and authority to the younger generation since they don't understand the hardships I had to endure to start this firm.  
	One of the obstacles to efficient succession, according to more than half of the respondents, is the incumbents' reluctance to transfer authority to their successors out of concern that the company might not be managed well.   
	Respondent (11) remarked,  
	"I worry about whether my successor, should he succeed me, will be able to manage the company effectively." 
	Fewer than half of the participants agreed that one of the obstacles to the efficiency of succession is the spouse's resistance to change. Words like "my wife kicks against bringing an immediate family member to succeed me upon retirement" were used by the participants to express this. She wouldn't just let someone else gain our notoriety and status. Despite the fact that spouse’s has not got the necessary skills to manage the company, she wants to take 
	over when I retire. Such actions can harm a company's ability to expand and survive. Conversely, a majority of the participants disagreed with the notion that a spouse's resistance to change prevents effective succession.  
	Respondent (25) noted, 
	"I'm concerned about how my business is developing. as my wife wants to take over the company, despite the fact that she is completely ignorant of running this particular firm".  
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	Figure 5.11: Family level barriers 
	Sibling rivalry is a hindrance to the longevity of a firm, as all respondents emphasised. For instance, sibling rivalry arises when there is constant debate about who will take over their father's business after he retires in a polygamous family.  
	Respondent (4) stated,  
	''If a business owner has multiple spouses and children from different mothers, and after he passes away, sibling rivalry develops and the business is forced to close. A man formerly had 
	a family company and had numerous offspring, but before he passed away, he neglected to prepare his successor. His children from separate mothers started scheming shortly after his death about who would take over their father's firm, which ultimately resulted in its closure”.  
	One of the obstacles to a successful succession is a spouse's lack of support for the firm, according to over half of the respondents. For instance, if the heir is married and has children, eventually the wife will start to complain that he doesn't spend enough time with his family because of his business commitments. Before you know it, the husband's commitment will start to wane, which could have an impact on the continuity of the company. Similar to Asian women, African women do not show the same amount 
	“Some female spouses always tell their kids that they deserve a better life than their father and that taking over the business won't provide them with the happy future they hope for, discouraging them from becoming involved in the family business itself. Consequently, the kids' curiosity will start to wane”.  
	Regarding the gender issue, every respondent acknowledged that it is one of the obstacles to successful succession. For instance, some families would rather their male offspring take over from them in the family business than their female offspring because they believe that the latter will marry out. Therefore, the survival of the business is in jeopardy if the business owner has only female children  
	Respondent (27) noted, 
	"It is unfortunate that my female child will not succeed me because of her gender; in business, our culture does not support that".  
	One of the obstacles to effective succession, according to the majority of respondents, is not having children to take over the business. Since it is a family-owned business, a family member must succeed it. If no family member is available, the business fails because some 
	family business owners prohibit an outsider from taking over their company on the grounds that they don't want their trade secrets to be revealed to third parties.  
	Respondents (16) accented, 
	"I would prefer to sell my company than give up the work I have put in for many years to an outsider. Furthermore, my assets are represented by traditional family beliefs, which would be challenging to reveal to others. It would be challenging to reveal the factors that have given us the upper hand in our rivalries. In light of this, the business's owner is left with no option but to sell the company when he or she retires”.  
	Favouritism is regarded by half of the respondents as one of the obstacles to successful succession. It is a sad fact that every family has a favourite child, which means that parents are typically quite biassed in their decisions and will always want their favourite to succeed them in business rather than other children. Most of the time, the business fails because those beloved kids don't live up to expectations.  
	Respondent (1) pointed out,  
	"I knew a small business owner who loved one of the children, among others, just because the child looked like him. After giving the child his business on the basis of his love for him, rather than being based on capacity and competence, the business collapsed after a short while".  
	Every respondent stated that one of the obstacles to effective succession, particularly in the African context, is parents dictating their children's professional courses. The choice of a child's career by its parents can obstruct effective succession.  
	Respondent (7) explained,   
	"I have a business, and I am aware that one of my children will take over from me. In the meantime, I am training my kids to become engineers, doctors, scientists, teachers, and other professions. Instead of having them follow in the business careers, parents would prefer that their offspring work in white-collar occupations”.  
	5.5. Respondents’ perspectives about the barriers affecting family business owners operating in the south-eastern region of London, United Kingdom 
	The thoughts of the respondents regarding the obstacles to successful succession are examined in this section. As seen in the figures below, these barriers have been recognised and categorised into three main themes and supporting sub-themes. 
	                                                    Every respondent holds the opinion that one of the obstacles to a successful succession is a lack of organised agreement. During the succession process, a structured agreement acts as a template that establishes rules for the interaction between family shareholders and the business. It specifies exactly who takes over the family business's leadership in the event that an unanticipated event causes the original owner to leave. This approach serves to mitiga
	Figure
	Respondent (12) stated, 
	"Putting the things that business owners need to know in place to ensure their company survives for generations to come is one thing; knowing what to do is quite another. Thus, the purpose of a structured agreement is to clarify who will own and manage the company in the event of an emergency and to prevent family disputes.”.  
	All the participants stated that one institutional obstacle to successful succession is a lack of commitment. This generation of entrepreneurs includes some who just want to have fun. To the detriment of their business, for instance, by taking vacations and making costly clothing and vehicle purchases. According to the respondents, in order to ensure a brighter future for their business, the owner should deny themselves pleasures in order to devote all of their attention to it. They also say that no one eve
	Respondent (1) said, 
	"My predecessor informed me that, during his tenure at the business, he never took vacations and never purchased a luxury vehicle. He achieved significant strides in his business while having a strong commitment to it.”. 
	Respondent (3) accented, 
	"I understand that good fortune will not help me achieve my goals unless I dedicate myself entirely to my business, which is when my vision will come to pass."  
	Respondents (15) accentuated, 
	“In actuality, inaction poses a serious risk to the sustainability of the business since it often results in corporate closure. The secret to success in business and other aspects of life is dedication, not just in  business”. 
	5. Chapter summary 
	To summarise, this chapter has elucidated the variables that contribute to successful succession as well as the practices that impede it. A well-planned succession process, the establishment of a family council, the use of family consultants or experts, the presence of external board members, the successor's interest, the children's early involvement experience outside the family business, formal and informal education, communication, innovation, focus, maintaining business records, sourcing of funds, neces
	funding, customised advancement plans, talent database creation, and a comprehensive evaluation method, The following are obstacles to successful succession: a lack of financial literacy, physical fitness, a sense of inferiority towards your company, a fear of losing one's identity, a fear of business failure, a spouse's unwillingness to accept change, a lack of business acumen, a lack of interest on the part of the successor, gender issues, sibling rivalry, a lack of support from the female spouse, and a l
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	 
	 
	 
	 
	 
	Chapter Six: Discussion 
	6.1 Introduction 
	This chapter's goal is to go over the key conclusions that came from the research analysis presented in the preceding chapter. Based on the goals and research question, the study contrasts and compares the current findings with earlier research in the literature. 
	This research aimed to investigate the influencing elements of effective succession in family-owned firms to enhance the efficacy of succession. The research was motivated by the widespread failures of small family-owned businesses to have a smooth intergenerational transition from one generation to the next. The research has also looked at the methods that are currently being used for succession planning and the obstacles that stand in the way of a smooth transition for family business owners. This could p
	6.2 Discussion regarding the influencing factors of family-owned businesses operating in  
	in the south-eastern region of London, UK, as outlined by the owners.  
	Consistent with earlier research (e.g., Morris et al. 1997; Aloya et al. 2016; Kaunda and Nkhoma 2013; Ghee et al. 2015), this study discovered that the successor's training is a crucial factor influencing effective succession and should be taken into consideration when thinking about succession. It also added that a successor who has received training is better prepared and equipped. Building on the findings, a large number of the family business owners under investigation have training programmes in place
	so will result in a business collapse. The findings also show that some family-owned businesses under investigation have included their children in the company to pique their interest by giving them small tasks and providing financial rewards. This suggests that one way to encourage children to be interested in the company is to provide them with financial rewards, as children do not naturally develop an interest in business; rather, their interest is piqued by the potential benefits the company can offer. 
	The findings of this study indicate that experience acquired within a company is more valuable than experience acquired outside of it. This is because experience acquired within the company affects effective succession by giving the successor respect, credibility, and self-assurance, all of which work to destroy dependence on the predecessor. The findings also demonstrated the necessity of including a potential successor in the company early on in order to get adequate experience, highlighting the fact that
	In terms of education, this study discovered that successors with postsecondary training outperform their peers without college or university experience (see figure 4.1 above). According to the findings, attending college or university aids in providing a successor with the necessary training and expertise to successfully manage a corporation. This finding corresponds with the research of (e.g., Morris et al., 1996; Kaunda and Nkhoma, 2013; Ghee et al., 2015; Gersick, 1997; Danco, 1997; Le Breton-Miller et 
	The value of an educational degree is specific to family businesses and their sector, and it depends on the family's perception of education's value. The presence of educated members in the family structure may indicate that most members of the nuclear family will have independent means of subsistence. Thus, this resolves the problem of taking ownership of property as soon as the founder or owner dies (Ibrahim, 2003). 
	This study highlights that early engagement of the successor improves the successor's credibility and acceptance as a future leader in the eyes of the family and nonfamily workforce, which in turn encourages effective succession. While prior research (e.g., Kuratko et al., 1993; Lambrecht and Lieven, 2008; Mair and Bitsch, 2017; Neubauer and Lank, 2016) supports this conclusion, it does not indicate the precise moment at which a successor should be included in the family business. Additionally, the findings
	From the research findings, innovation raises the likelihood of a seamless transition, emphasising that family members' involvement in the business will foster innovation by enabling family businesses to follow a trajectory towards continuity. This aligns with research conducted by (e.g., Juliana et al., 2023; Ahmad et al., 2021; Aloya et al., 2016). On the other hand, a number of academics contend that family involvement in leadership and ownership roles may have an effect on innovation in companies (Hughe
	described family impact as a "sword with two edges," potentially having both positive and negative effects on the innovation of family-owned businesses,. 
	The findings of this study indicate that commitment is a powerful predictor of successful succession, highlighting the fact that no family-owned firm can succeed without devotion to the enterprise. Even in situations where it appears as though everything will work itself out, this is not always the case. As a family-owned business owner, luck cannot help me achieve my goals. This is consistent with the idea put forth by Morris et al. (1996), which holds that in the setting of family businesses, commitment i
	Concerning skills, this research found that having the necessary skills before taking on the leadership position of a family-owned business influences smooth succession. Also, the findings note that many businesses fail to be passed down to the next generation because the current generation lacks the business skills necessary to run them effectively. This finding has underpinned the studies (e.g., Semasinghe 2014; Ghee et al. 2015; Ward 2016; Ghee et al. 2015; Bathija and Priyadarshini 2018; Chanchotiyan an
	Barnett and Kellermanns, 2006). Conversely, Cabrera-Suárez et al. (2001) believe that the intergenerational transfer of a richness of information and values is contingent upon the nature of the relationship between the incumbent and the successor.  
	Effective succession has been found to be influenced by the transparency of the succession process. For succession planning to serve its intended goal, it must be clear. It is possible to accomplish seamless succession when there is a clear understanding of the goal. This finding has supported studies (e.g., Mehrtak et al., 2017) that suggest family business owners should make an effort to be open and honest with their successor, even though this can be challenging for certain family business owners. Regard
	The study has emphasised the need to establish a family council as a crucial element of successful succession planning. Families seeking to ensure a positive legacy and substantial impact for many generations will find that the council aids in the planning of the succession process. The purpose of forming a family council is to maintain harmony, cohesion, and awareness among family members. This finding supports the research conducted by Morris et al. (1996) regarding the significance of establishing a fami
	that family council is crucial, particularly for family businesses run by second and subsequent generations. The study also notes that family conflicts can be resolved and communication can be improved by using family council. 
	Consistent with earlier research (e.g., Ward and Morris 1993; Williams and Nel 1996; Dunemann and Barrett 2004), this study discovered that bringing in outside specialists to address potential generational disputes arising from nonfamily business settings could improve the likelihood of successful succession planning. Additionally, the research findings have shown that hiring outside board members is essential for providing fair recommendations because their judgement won't be tainted or compromised. This v
	Lastly, it is noteworthy that not all of the influencing elements found in this research have an equivalent impact on successful succession in family-owned businesses; some are thought to be more significant than others. The most influential factors include things like the successor's training, interest in taking over the business, early involvement of children and successors, educational attainment, open communication, necessary skills, the establishment of a family council, planning the succession process
	6.3 Discussion concerning the succession planning practices in use in the south-eastern region of London, United Kingdom, as explained by the owners.  
	Investigating the necessity for family businesses in the southeast region of London, United Kingdom, to establish a succession programmeme in order to increase the success rate of family-owned enterprises, the study discovered that such a programmeme is essential, 
	particularly in light of the global COVID-19 pandemic. The findings indicate that implementing a succession planning programme needs to happen right now. In line with the findings of Caruso and Croehler's 2007 research, which emphasises the necessity of family-owned firms implementing a succession planning program, The finding makes sense since family-owned companies operating in the southeast area of London, United Kingdom, would greatly benefit from the early implementation of succession planning in terms
	The findings of this study have demonstrated that one succession planning strategy in use is to supply the necessary resources, which include money and human capital. The reason the resources are important is that succession planning preparation is viewed as a programme in and of itself, meaning financial and human capital should be allocated. The findings have shown that senior management must be included in the succession planning process and that employees must be informed of its importance. This is cons
	  
	According to the findings, only a small percentage of business owners have established talent databases, which are useful for predicting future talent needs. Others, on the other hand, argue that creating talent databases is unnecessary because they increase operating expenses and that since everyone in my family knows who will take over the company, there is no need to waste money on them. These findings, however, are at odds with earlier research (Oduwusi 2018; Pandey and Sharma 2014; Caruso and Groehler,
	practices in the succession of family-owned businesses should include competency-based appraisal systems, talent databases, and the identification of future talent requirements. This indicates that a larger number of the businesses examined have not adopted the full appraisal systems, talent databases, and identification of future talent needs that have been considered essential components of good practices for succession preparation. As a result, the family business owners operating in southeast London are
	An investigation into how children are trained in various ways to take over the family business revealed that competency is the driving force behind their business. This finding backs up the findings of Caruso and Groehler's (2007) study, which shows that training is the primary means of preparing and empowering successors. Analogously, investigate the factors that assist family-run business owners in staying on course with succession planning and the consequences of deviating from it. The findings have dem
	Finally, the findings of this study have shown how important it is to develop a succession plan in order to maintain family-owned businesses. To ensure the accomplishment of a succession strategy, family stakeholders must be included and concentrate on creating well-defined objectives and targets. Furthermore, family-owned companies must have a customised and well-thought-out advancement plan. However, the findings have revealed that a small percentage of family-owned businesses use comprehensive appraisal 
	6.4 Discussion about the barriers to effective succession among family business owners  
	The findings show that one of the obstacles to an effective succession is a lack of financial literacy, and they also show that businesses collapse when financial discipline is not implemented. The largest issue that can bring down a family-owned firm is failing to distinguish between personal expenses and earnings. This view supports the findings of Ibrahim et al.'s (2003) study, which claims that family members boast excessively about their wealth and power, particularly in the event of an impending succe
	Given that family business owners believe that succession should happen when they are too old or frail to manage their business, the findings on the topic of physical health have shown that it is one of the obstacles to successful succession. This finding agrees with the studies of (e.g., Paula et al., 1997; Dusor, 2020; Rukundo and Cyeze, 2015), which suggest that the age of the firm owner influences how a family reacts to succession. Nonetheless, other scholars (e.g., Polit and Beck 2012; Shahid and Khan 
	Concern over losing one's identity has been mentioned as a deterrent to thinking about succession. Family business owners tend to put off succession planning due to a strong fear of losing their identity. Since family business owners believe they are well-known to the business, giving up control to someone else implies losing one's identity. This process has 
	been laborious over time, so it becomes challenging to leave given the authority and protection the company provides. This finding is consistent with the research of Ward (2016), who contends that incumbents are reluctant to cede power to their successors due to lifetime investments. Following the same line of thinking, scholars (e.g., Gordon and Kibblewhite 2008; Perryer and Te 2010) contend that business owners' reluctance to cede control stems from their desire to maintain their own authority over others
	In terms of identity loss, this finding is in line with research by (e.g., Gordon and Kibblewhite 2008; Perryer and Te 2010), which asserts that family business owners, whose success is based on high self-esteem and the conviction that they control their own destiny, constantly worry about their businesses closing. Researchers have, however, argued that the reason for concern about the closure of the business if it is passed on to a successor is that remaining in the family business permanently would provid
	 The findings indicate that the absence of a formal agreement can impede the successful succession of a business. Specifically, the absence of a structured agreement that establishes guidelines for family shareholders and business relationships following the original owner's departure can result in conflicts among family members. This finding has corroborated earlier research by Kumar (2018) and Prior (2012), which highlighted the fact that successful succession is hampered by a lack of formal consensus. Ac
	structured agreement in place should specify who would take over the company in the event of an unexpected event. Poza emphasises that this will help to reduce the problem of sibling conflict. For instance, in a polygamous family, the constant conflict between siblings arises from the question of who will take over their father's business in the event of his illness or death (Kumar, 2018). Even though legal agreements are important, not all of the businesses examined in this research had formal agreements. 
	As specified by the research findings, spousal support deficiencies pose a significant obstacle to successful succession, highlighting the fact that some women are self-sufficient and do not support their husbands' businesses on their own. Having said that, the present study emphasises how important it is for spouses to collaborate in order to create an effective succession plan. This is consistent with studies (e.g., Smyrnios et al., 2003; Ghee et al., 2015) that suggest one of the main obstacles to seamle
	Stavrou et al. (2005) have emphasised that the likelihood of gender discrimination stems from the family's expectations of sons as apparent heirs. 
	Regarding favouritism, this study found that favouritism is a barrier that hinders good succession. According to the research, parents nearly always have a favourite child. This is unfortunate, but it also means that some parents are biassed and usually want their preferred child to succeed them in business rather than other children. Frequently, the firm collapses because the beloved children fail to meet expectations. Carlock and Ward (2001) contended that choosing a successor should be based on capacity 
	In conclusion, obstacles to successful succession have been noted as follows: inadequate financial knowledge; physical fitness; disdain for our company; fear of losing one's identity; fear of the business closing; spouse's unwillingness to accept change; lack of commitment; lack of a formal agreement; lack of support from the spouse; gender issues; and favouritism. While Aronoff et al. (2003) contend that dread of retirement or death is one of the obstacles to an efficient succession plan, the results of th
	Figure 6.1 Revisiting conceptual Framework. 
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	6.5 Chapter Summary 
	This chapter provides an overview of the major variables that affect successful succession planning in small, family-owned enterprises. Some of the major themes that came out were the successor's development and grooming, family values and beliefs, and preparation and control activities. hiring family consultants or specialists, forming a family council, carefully organising the succession process, and adding outside board members. However, studies have revealed that not all of the identified determining el
	 The importance of developing a succession plan for family-owned businesses has been highlighted by this study. To make sure that the plan or programme is successful, family stakeholders must be involved and focus on establishing specific objectives and goals. Furthermore, family-owned businesses must have an appropriate and customised advancement plan. However, the research's conclusions indicate that a small percentage of family-run companies in London are using comprehensive evaluation systems to assess 
	The following categories of barriers were used to categorise obstacles to effective succession planning: Individual level (lack of education, physical fitness, fear of losing identity, looking down on your business, lack of business skills), family level (familial conflicts, lack of support from a female spouse, gender issues, lack of children to take over the business, and favouritism), and institutional level (lack of commitment and lack of structured agreement). Since these same family cultural patterns 
	The research conclusion is covered in the next chapter, chapter seven, along with the research overview, summary of findings, contributions, implications, and findings. 
	  
	  
	    
	  
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	                                                      
	Chapter Seven: Ccnclusion And Recommendations  
	7.1 Introduction   
	This section shows an overview of the key aspects captured in the study, comprising the research findings and theoretical and feasible contributions to the body of knowledge. Following the research limitations highlighted, recommendations are made for future studies. 7.2 Summary of Key Findings/Overall Conclusion. The purpose of this study was to investigate the variables that affect successful succession in small, family-run firms in London. Overall, three primary themes emerged from the variables of effec
	However, this study has revealed that not all of the identified determining elements have an equal impact on effective succession; some are seen to be more important or significant than others. For instance, some elements are more influential than others, such as an appropriate succession planning process, the successor's training, possession of the necessary abilities, and the desire to take over the company. Conversely, the findings of this study indicate that experience gained from outside one's own comp
	The main succession planning techniques in use have also been highlighted by this study. A few of these practices include setting up talent databases, having clear objectives, individualised progression plans, giving the necessary resources—cash and human capital—and implementing a comprehensive assessment system to determine the suitability of a possible successor. The need for a succession plan for family-owned businesses has been shown by this study, which also emphasises the need for family stakeholders
	Ultimately, the obstacles to successful succession were recognised and categorised as barriers at the individual level. These barriers include a lack of financial literacy, a lack of physical fitness, a negative attitude towards your company, a fear of losing your identity, a fear of a business failing, a spouse's resistance to change, a lack of business skills, and a lack of interest from the successor. Institutional level barriers include lack of commitment and lack of structured agreement; family level b
	7.3 Research contributions to the body of knowledge and business practice  
	This study made a significant contribution to theory by offering empirical support for the underlying assumptions of game theory, which postulate that: (i) good communication, transparency, and knowledge of the game's intention are necessary for two key players to play effectively and achieve the desired outcome; and (ii) players have the freedom to end a game at any time or continue according to their own preferences. Research indicates that successors ought to be free to pursue their professional goals ra
	•
	•
	•
	 By offering data that helped create a comprehensive and proven conceptual framework for successful succession in family-owned firms, this study provided a novel contribution to the field. The approved conceptual framework acts as a resource for aspiring family business owners and helps family business owners better grasp the critical factors that influence successful succession planning. It can be argued that this will result in future generational transitions being more successful. 

	•
	•
	 This study's identification of new factors has added to the body of knowledge. Keeping meticulous records and maintaining focus, for instance, were shown to be influencing aspects of efficient succession; on the other hand, favouritism and a demeaning attitude towards the business were found to be obstacles to effective succession, which have not been addressed in prior research. This is a significant addition since it aids family business owners in their planning for the sustainability and succession of t

	•
	•
	 Lastly, new research indicates that a naturalistic approach that engages study participants in their everyday surroundings is preferable to a case-study research strategy. In addition to expanding our understanding of the application of the ethnographic approach beyond the fields of health and social sciences, this study made a significant methodological contribution by collecting data in a social context that facilitated interaction with study participants in their actual settings. Stated differently, thi

	•
	•
	 4 Research Recommendations to the Body of Knowledge and Business Practice  


	The three categories of recommendations for this study are policy, practice, and further research. 
	Policy 
	Since small family-owned businesses continue to be the main driver of employment and economic growth in the UK, the government should work to create regulations that will support these companies' success, particularly in light of the COVID-19 pandemic's recent devastation of the global economy. 
	Practice 
	•
	•
	•
	 Therefore, family business owners in the southeast region of London feel that having a well-thought-out succession plan has many advantages. These include raising the likelihood that family members and the heir will work together to create an effective succession, decreasing the likelihood that a succession plan will fail, encouraging the successful transfer of institutional skills, upholding family values, supporting employee career advancement, and ensuring the longevity of the company. In order to ensur

	•
	•
	 Since these same family cultural patterns are what create "familiness," owners of small family-owned enterprises must eradicate any family restrictions that keep nonfamily members from succeeding in the family firm, such as gender issues and childlessness. Why, for instance, should a capable female family member be excluded from the chance to follow her father in business? This will lower the business death rate by preventing capable daughters from contributing significantly to the corporate world. This pa

	•
	•
	 Additionally, as demonstrated by this study, it is critical that successors hold a college degree prior to taking on leadership roles in the family business, as those with such experience tend to be more successful family leaders than their counterparts without such experience. 


	Future Research 
	Since the only respondents included in this study were family business owners, the perspectives of employees and nonfamily members were not included in the analysis of the divergent opinions regarding the topic under investigation. Consequently, further research 
	involving the perspectives of employees, nonfamily members, and family business owners is required to fully comprehend the range of divergent viewpoints regarding this topic. 
	•
	•
	•
	 More investigations need to be carried out in other UK locations in order to extrapolate the research findings to a more untamed population and facilitate cross-cultural comparisons. 


	7.3. Conclusion  
	The purpose of this study was to look into the variables that affect successful succession in small, family-run businesses in London. According to the research findings, the following elements influence efficient succession: the successor's desire to take over the firm; their grooming; their possession of the necessary abilities; and their good planning of the succession process. Key obstacles that compromise effective succession were identified. The study emphasised the importance of developing a successio
	In addition to making methodological advances, this study added something new to theory by offering empirical support for the tenets of game theory, which was essential in developing a comprehensive conceptual framework that would direct families. Furthermore, given that these same family cultural patterns give rise to "familiness," This study highlighted the need to remove gender- and family-related hurdles, like childlessness, that prevent non-family individuals from succeeding in family-owned firms. Cult
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	Researcher 
	Okay, are you saying that incorporating your successor at an early stage in business can influence successful succession? 
	Respondent 2 
	Exactly! Because when a successor is incorporated into the business at an early stage, he or she will be better groomed and equipped to increase the chance of effective management of the business, leading to smooth succession. 
	Researcher 
	Are there other influencing factors you can remember? 
	Respondent 2 
	Yes, it is important that the successor has the required skills to run the business; otherwise, effective succession will not happen. So, having the required skill has the ability to cause successful succession. Also, the owner of the business should endeavor to be transparent and open to communication with his or her successor to better equip them to manage the business well. A good relationship between the owner and successor is key. I have the view that innovation is one of the factors influencing effect
	Researcher 
	Do you think that gaining experience from other businesses as a successor before joining the family business will make any difference? 
	Respondent 2 
	I do not think so, because every business is unique; what works in my business may not work in another person’s business. 
	Researcher 
	Okay! Is there anything else you want to say regarding factors that can influence successful succession? 
	Respondent 2 
	No 
	Researcher 
	Have you made any plans regarding who would take over from you? 
	Respondent 2 
	Like I said earlier, one of my children is interested in my business, and though I have not made it official to him, he would be my successor. 
	Researcher 
	Okay, when do you intend to make it official for your successor? 
	Respondent 2 
	Well, I am not in a hurry; hence, I already have someone who is interested in the business. 
	Researcher   2 
	  
	Can you tell me what helps you stay on track while undertaking succession planning and what will happen if they are not on course? 
	Respondent 2 
	I do not understand the question. Are you asking how I will know that my plan is successful? 
	Researcher 
	Yes 
	Respondent 2 
	Succession is not something that happens overnight; there is a process. To know if my succession plan is successful or not, I must monitor the progress of my successor in the business. For example, my successor, although I have not officially told him that he would be my successor, shows me that the succession process will be smooth and the sustainability of the business is guaranteed. Did I answer your question? 
	Researcher 
	Yes, in case your would-be successor is not making satisfactory progress that suggests hope for effective succession, what are you going to do? 
	Respondent 2 
	I will change strategy. 
	Researcher 
	What kind of strategy are you going to change? 
	Respondent 2 
	Well, changing strategy means strengthening the areas in which the successor lacks capacity. For example, providing more training 
	Researcher 
	Okay, what is your perception of a successful business? 
	Respondent 2 
	Please reword the question so that I can understand it. 
	Researcher 
	How do you define a successful business? 
	Respondent 2 
	In my view, any business that has lasted for a long time is a successful business. 
	Researcher 
	Thank you so much! 
	Resercher 
	What do you think can prevent effective succession from happening? 
	Respondent 2 
	The first factor is physical strength. When the incumbent is physically sound and full of energy, considering succession becomes difficult on the basis that he or she is strong enough to quit the business. Like I told you previously, I have a successor already working in the business, but that does not mean that I will quit soon because I am strong enough to run the business. My happiness is that I already have someone who can operate the business in the event of any unforeseen circumstances. 
	Researcher 
	When are you going to quit the business? 
	Respondent 2 
	I will quit when I am no longer strong enough to run the business. 
	Researcher 
	Okay. Go ahead with other factors. 
	Respondent 2 
	Fear of losing identity can prevent an effective succession factor. To some family business owners, their definition of succession is to lose relevance in the business, while another is for another person to take over everything labored over the years, so considering the benefits the business offers in terms of authority and security, quitting becomes difficult. Also, fear of business closure if handed over to a successor Not every business owner believes in their successor’s capacity to run their business 
	Researcher 
	Do you think that lack of commitment is one of the factors preventing successful succession in family-owned businesses? 
	Respondent 2 
	Sure! Commitment is a vital factor. In fact, a lack of commitment leads to family-owned business failure. Family-owned business owners are expected to shy away from pleasures to give full attention to their business to ensure a better future because no business survives without the owner being committed to it. For example, I have not left this business for the holidays for even one day. I am fully committed to my business, which is why it is flourishing. Again, there is a there is a lack of structured agree
	Providing a structured agreement involves, among other things, making it clear who takes over the reign of the business in case of any unforeseen circumstances. This arrangement helps to curb the issue of sibling conflict, which has been identified in this study as posing a threat to a smooth generational transition. For example, in a polygamous family, there is always the issue of who would succeed their father’s business upon death or sickness, 
	resulting in sibling rivalry. A lack of male presence in the family prevents successful succession. 
	Researcher 
	How does a lack of male presence prevent effective succession? 
	Respondent 2 
	Within the confines of Africa, male children are preferred over female children to succeed their parents in family business due to cultural structure. Therefore, if there are no male children to succeed their business, it goes into extinction because traditionally, outsiders are forbidden from taking over family-owned businesses to avoid sharing family secrets with outsiders. Lastly, favoritism is one of the barriers preventing effective succession. In almost every family, it is sad to say that parents have
	Respondent 2 
	These are the barriers that I think can prevent effective succession in family-owned businesses. 
	Researcher 
	We have come to the end of this interview. Thank you once again for being part of this interview; I appreciate it. I am also going to interview other small-family business owners. My objective is to make a contribution to the body of knowledge regarding the phenomenon under investigation. 
	Respondent 2 
	You are welcome. I wish you well in your research journey. 
	 
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  



