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Abstract . N foro i, &
Regardless of the abundant studies that exist on SH“_QSS{'{_)”.[ ?l'flf_?n‘zng 5
Jamily businesses there are still many evidences of fcr{m/y bus{nehsls'. Jailu cs T/a_r;.sv
is due 10 the fact that the issue of types of leadership a {_’)usmes.s f{doﬂ{-s While
planning towards succession and how it affects family business survi val LS yet lo
be addressed. This study examined empirically the ej(ect.s: of ﬂd;r.lecrwe and
participative leadership on succession planning in ng(’-{‘ La [ *'amdy Own_ed
Businesses. This study adopted an explanatory research design. 1 he population
of the study comprises all Family Owned Businesses in Lagos State and 387
respondents were purposively chosen from the population. The study empfoyed
primary source of data collection and the iespondents were the ()wneil}'.//oI-N’f’-d@f's
of family businesses. Single Regression analysis was used 1o test the formulated
hypotheses. The study comes out with the following findings: (R=0.812,
R’=0.659, P(0.000) <0.5) this Indicates that the model as filted explains 65.9% of
the variability in succession planning and (R=0.535, R’=0.287, P(0.000) <0.5).
This implies that 28.7% variation in the dependent variable succession planning
is explained by the independent variables used in the model. The study concludes
that directive and participative leadership are major and significant determinanis
of succession planning in Family Owned Businesses. The study therefore
recommended that business organisations should build a culture of strong
leadership whereby employees exhibit effective leadership at all levels and they
should also enhance rélationships between the leaders and JSollowers and or
between followers in the organisation and increase communication flow across
the organisation in order to ensure a successful future succession plan.

Keywords: Directive leadership, Participative leadership, Family owned
businesses

1 Department of Industrial Relations and Personnel Management, Faculty of
Management Sciences, University of Ilorin, lorin, Kwara State Nigeria
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Introduction

The primary objective of

. : any business is to achieve specific objectives.
In order to achieve these o y is to achicve §f )

importance. Top on the Imm'ul:ch’fiW.S, the human resources are of ut,mt‘lS:
business members 1o COntr'b‘ aru.‘ol.n.ccs !mll is the leader. A leader mf'l?u,n(.'&l
of pre-determined goals ; d onteurts willingly towards the accomphhhmbf!
the ability to infl 8 and objectives. Thus, leadership is first and foremost

uence people to perform tasks over a period of time using

I;Sf;:;pa“y motivational techniques (Kotter, 1996; Yammarino & Dubinsky,

Howev :
©f, researchers and consultants have long stressed succession

: y's : ;
E)]:lvnnl?elgblfusl,[i?}gso;ézn((;:V::.denggﬁng the continuity and prosperity of Family
concems pose leadership o 03). Nevertheless, FOB, like other bllsl.ncs:«;
unique approach to theirp ai" ‘succession challenges that normally require a
SIS, s oo o) ut.mns (Dunemann & Barrett, _2004). For FOB _tO

dologin g ¥$ a pertinent need for good leadership, good managerial
skills, _human resource management and a succession strategy that envisions
the exit of founders; or others, who at one time or another, reached the helm
of company leadership and authority - company politics notwithstanding.
According to Marshall (2001) the issues surrounding succession planning are
much more complex than simply passing the business along to the eldest son.

It is no longer a tradition, or even expected, that businesses will be
passcq to the oldest son. In many ways, this makes the issuc of succession
planning more difficult for the founder/owner because the decisions of when,
how, and to whom the business will be transferred must be planned in
advance. Sorenson’s (2000) research shows leadership style that the business
founder employs plays a critical role in successful succession planning. It has
been argued that one of the primary functions of businesses is to maximise
productivity. This responsibility for productivity and smooth functioning rests
primarily upon the leadership of the business. In the casc of family-owned
businesses, however, the issue of leaders maximising productivity is more
difficult than it may be for non-family-owned businesses. That is because the
leaders of family-owned businesses may also be the parents, siblings, or
relatives of those they employ.

Wren (2005) states that, the family business leadership should foster
good communication among members and with non-members employees and
should also provide for orderly succession. He further states that, these factors
are the most important in counteracting the strong emotions that can arise. At
home, responsibilities and rights are different than at work and this should be
kept in mind at all times that FOB is engine of economic development through
contribution of jobs creation and poverty reduction.

In spite of the importance of succession to the continuity of family
business, there are only limited studies that have examined effect of leadership
on succession planning of FOB. This study therefore seeks to establish effect
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wccession Plannine . g, .
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igeria Flamily Owned Byg,, e
Nigeria Famil Wihesge, (;.-r}m

”‘J

0{;

\ Hi il I\t d (i 5‘!’
. f wi J !]”(\‘. i 'l‘””l

§ succession plannin. -
| participative [eadership on su FHANAAg in F
ol both directive and par ‘
i Lagos State, Nigeria.

Literature Review

Concept of leadership
Leadership is first and

perform tasks over a period of tim

and foremost the qbility to {nﬂt.lcnce €
¢ ¢ using princlpally motivational tech"iqucg

. . A process wj '
(Kotter, 1996; Yammarino & DUbI:j]'Sx{{i)czl’ua}S? 9:(? aChif"e & Comllsgiby =
\ s L] . ’ . 1 0
individual influences a group of In aluate and or forecagy a E)nd[

5 ility to ev
(Northouse, 2007).Leadership is the ability towards the achievem,

: : followers
te lan or policy and influence the s i
1}:2“55,'; nsl{;;lgg; (yAdeoye, 2009). According o Charles (1992) "a leader

ioh oi i work of others.”
shapes and shares a vision which gives point to the

Concept of Succession Planning . L
!Su{cession planning is the process of assessing and auditing the taleng

in the organisation in order to answer three ﬁlndamerclital qucigﬂxi Are ther,
cnough potential successors available? Are they goo enm‘Jg £ And do they

. Yo ) . ; e (Armstrong, 2006)? Suh
have the right skills and attributes for the future : ,
Yun-Hee and Park (2008) posited that succession plannmg PTepares the
company and the employee for future needs. According to _Char-an,. Drotter
and Noel (2001), succession planning is a process of }dentlfymg and
developing internal people with the potential to fill key business leadership
positions in the company.

Concept of Family Businesses

Authors and researchers in the field of family business are yet to agree
and strike a balance on a specific definition of family business. However,
many researchers (Lorna, 2010; Handler, 1990; Churchill and Hatten, 1987)
and host of others have made frantic effort to arrive at certain definition
particularly in the social science research domain, though offering different
view on the definition of family business. People seem to understand what is
meant by the term family business, yet when they try to articulate a precise
definition they quickly discover that it is very complex phenomenon.

_ 'I‘llcref01"e, the following situations suggest the definition of family
busgncss: "‘a business is owned by a family but run by non-family managers. A
I?LISI'I]CSS is O\fvned by' a large, multi-nationa] corporation but run by a local
family. A I_Jusmcss is Jointly owned by two unrelated partners. each of whom
has a son in the busm?ss“. Lorna (2011) defined family business as “as one
that will be -passfcd on 'Igr the family’s pext generation to manage and control”
All these give impression and basic understanding of what ?amily business
mean. l{ung?lcr_(l.990) defined it a5 «, business ryp by at least one family
member”. Churchill and Hatten (1987) also explained fam: ik jusl as “a
founder-operated business where there jg antici p < ncl amily bu-smuss g

axged (0 the nexi paee it “hHcIpation that the business will be

passed 10 the next generatign However, i a more directinn: d precise
form, family businesg Suggest solely businesseg (] St L R P d
—os that are owned and manage

. 14
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by family cither by the founder or
or first son.
pirective Leadership and Suc

any of his children, in most cases the eldest

The concept of the dirt:((’:.:?\,:gnlé,,:ﬁ"'{"g .
15 acting as a role model for follo c:.(.,l‘ L_onccp_luahscs the role of leaders
confidence, and making bold Wels, displaying & sense ai pOwer and
directive leaders develo » unconventional decisions. Furthermore,
. P and communicate an emotionall tivating vision
foster the acceptance of shared i r i
Ko ; goals, and motivate followers for the
achicvement of common aspirations’ by directi _ _

- _ ing others hence the staff are
able to follow the lead. Through this, directive lead l t
Foundition fur the Ritite susseysion ,fth ive leaders are able to lay a strong

Directive leadershi ¥ e (Walter “ BmCh’- 200-9)'
» ool P comprises the transformational traits of idealised
nﬂ]-uenc? and Inspirational motivation. That is, directive leaders communicate
an 1dea!lsed. vision and motivate their followers by appealing to their values
and pclnefs thus their staff are likely to follow the same trend and make good
cz:u'l.dldz‘ltcs for thc' future succession of the company (Yukl, 2013). Their
vision 1S _usuglly different from the status quo and relies on the idea that the
organisation is not realising its full potential. Directive leaders tend to draw on
relationship-oriented behaviours (Yukl, 2013; Northouse, 2009).

Participative leadership and'succession planning

‘Accmtding to Bass (2008), participative leadership is one of many
ways in which an organisation can make decisions regarding its future
succession plans. The leader must think of the best possible style that will
allow the organisation to achieve the best results. This enables employees
work to their level best hence ensuring that the future is well planned for.
Participatory decision-making by the top management team can ensure the
completeness of decision-making and may increase team member’s
commitment to final decisions in future when they are considered for various
posts in the company.

A study done by Wolf (2002) shows employees that were given a
voice in the operation of the company felt personally liable for the success of
the company and for its future leaders. The staff morale remains at a high
level because there is an appreciation for the chance to be part of the company
decision-making process in the future succession of a company. Employees
will also take a more active role in improving the work conditions when they
know that they can directly affect the policies that govern the workplace. A
participative style of leadership offers employees more than just the
opportunity to improve their income through good performance and ability to
make the company successful. It gives staff members the chance to be active
in determining the future success of the company. Allowing employees to be
active in the growth of the organisation encourages those employees to stay
with the company to sce their plans result in success. This will improve
employee retention and improve the future succession of the company (Yang,

2012).

. Sahel Analyst: ISSN 1117-4668
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winy en
alysie of Diree tive amd Participative Leoader ;’;;\ P”m Family Owned Businesseg H.ij
Nige
"-If" ".Jfl wl Ir e ’ H : . ¢
/ [ Framework on SUCCession planning in fdm.]y

Ihis section review extant literature

e include
owned busimesses Some of these studies mdll ession problem in spmay
Semasinghe (2014) that examined leadership sueces: t

family businesses in Nigeria and found that most ﬁ)l"'"lflh-”[ Ir“:”.ly .
. : . anning due to fear of losing contro|
s fuled to embark on succession planning amily. In addition to the

the business to subordinate or any member of the l{lml Y e among fa Fl"
- - (4

indings, they also discovered that the problcm of mhcrll.l lrl(. ‘ g lamily
members militate against the continuity of family cn!c:rprlhc‘ﬁ-d sterminants s

Adcronke (2014) carried out a research on culture f]bF ot - 5-};“}(]
family business succession in Jos, Nigeria found that culllfrl :lb.(‘if} %l!t: as
cXtended family system, inheritance tradition (such as plcfc‘r.t}.mft‘ Or 5:?”5.
marriage), and education have significant impact on the successlu 5“(;"‘0"-"'0“
of family enterprises. Abdulazecz, Hakeem and Bisayo (2014) con :ﬁlcd_a
rescarch on leadership styles and organisational performance in 1geria
SMEs. A survey of two hundred and sixty eight small and medium enterprises
Was undertaken. Data gencrated were analysed by means of descriptive and
inferential statistics. The results found that the Nigerian SMEs are more
autocratic and less participative as the power distance between buslmf':ss owner
and employees is very wide. The study further revealed an isignificant
relationship between leadership style and organisational effectl'veness. Henpe,
it is concluded that leadership style among Nigerian SMEs is not a major

actor in determining organisational performance. .

Nicolas (2015) discusses the effects of leadership styles on succession
planning in SMEs in Kenya. The study used Cluster sampling technique to
select the sample size of 335 SMEs. The primary data on the other hand was
obtained from questionnaires. Cronbach’s alpha was used to determine
reliability, Descriptive statistics such as frequency distribution, percentages,
means and standard deviations was calculated and data presented in form of
tables, graphs and charts was used. Inferential statistics was used to draw
implications from the data with regard to the regression model. The study
findings indicated that directive leadership, transformational leadership and
transactional leadership have a positive and significant effect on succession
planning. However, participative leadership has no significant effect on
succession planning,

Onuoha (2013) conducted a study on poor succession planning by
entrepreneurs in Nigeria and found the following factors to be responsible for
poor succession. These include entrepreneurs’ feelings of sound health; lack
ol interest by potential successor; entrepreneurs’ lack of knowledge of what
succession planning entails; and the fear of mismanagement. The foregoing
studies highlighted several facl'.ors that tend to inhibit the succession and
continuity of family-owned bllSlllc§ses in Nigeria. 1t ig pertinent to mention
that none of the studies above examined the effect of leadership on succession
planning of family owned businesses, Hence, the aim of this study is to

the work of Musa 454
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Ic;ulcr.*ih!P “d‘_'pl m o alfee their sue , rng to bear whether the
Theoretical Framewopy, suceession planning,
Sitnational theory

The situational or cang: .
of a certamn leadership styI::' ‘:illm SeNCy theory Proposes that the effectiveness
effective In some circus *Htuational or contingent, meaning that it ‘Ilt‘a.
suation that enl nstances byt pey in othe ‘T ¢ TR
sfnmt!un that enhance the effects of the lead o h.osc aspects of the
situational moderator variables (yyy 2033)“1*?;;2{1{;];::& ttl?fltoirtfngégsﬁ

theory assumes that there is ng uns

= universally g i .

st-way. The first o i _ Y appropriate leadersh -
brb'glamcz by F icdlesrt (I(;?IEFI Sk contingency theory of lg;;gr;ﬂ‘; (:;’]:5
p wnind 1edler, 1964, 1967), who determined he situati 1
three aspects: the leader member re] ned the situation using

structure. ations, the position power, and the task

Systems theory of organisation

Ctol diye
of directive and p

POS I order o b

s o0 Doty 260 it or nton: T hory
‘General System Theory’ Acc’owd'o propag:ated“t'he idea via his publication:
anised whole - rding to him, “in order to u_nderstand an

organisec » We must know both the parts and the relations between
them”. Since Bertalanfy perfected his idea, many scholars have built upon it.

To 'Bamard (1958), cooperation is thus a creative process and
leadership is the fulminator of its forces. Barnard’s analysis has only justified
the essence of participation in organisations. Cooperation here includes
exchanging ideas and creating room for suggestions from subordinates. No
doubt, participation does have enormous potentials for raising productivity,
bettering morale and improving creative thinking,
Team Building theory

This theory emphasises quality circles, best practices, and continuous
improvement. It is a theory that mainly hinges on reliance on teamwork. It
also emphasises flattening of management pyramid, and reducing the levels of
hierarchy. Finally, it is all about consensus management that is involving

more people at all levels in decision-making,

Sahel Analyst: ISSN 1117-4668
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; ession planning
Figure 1: Conceprual framework of Leadership styles on successiol =
Sonrce: ddapred Jrom Nicolas (2013)
L]

Situational, System and Team building theory provide the basis of the
study independent variables. Succession planning served as thﬁf sll}dy dcpendcpt
variable. The theories assume that both the directive and participative leadershlp
affect succession planning in FOB. These variables lead to the conceptua]
framework of the study as illustrated above.

Methodology
Research Design

This study adopted. an explanatory research. In most Instances,
explanatory rescarch attempt to capture attitude or patterns of past behavior
(Hagan, 2000).

Population of the study, Sampling frame and Sample Size

The population of the study includes al] family-owned enterprises in
Lagos state, Nigeria. The study was conducted in Lagos due to the problem of
unorganised association of family-owned enterprises in Nigeria and the lack of
access to information. Besides, Lagos is the commercia] hub of Nigeria as 60% to
70% of businesses and industrial transactions are executed i Lagos (Lucky,
Minai & Isaiah, 201 1).

This study adopted a purposive sampling technique to select 387
participants (owners/founders of family businesses) from the population. A total
of 344 questionnaires were completed apd returned, Purpogiye sampling is also
known as Jlldg'lneptal, selective or subjective sampling, It j5 lype a:,csf non-
probabilistic sampling that relies on the judgment of the researcher when it comes

mple covered family-owned
o s 111anufacturing, commercial,
1t certain criteriq were used
Csses for thig study. These

e years; ryp by the family
next generation,

in selecting the participating family-owneq busin
criteria include family firms: existing for over thy,
member (s), and evidence (o pass the businesg the

——— —
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) h"’""’ of Data Collection and A nalysis

l.h"‘ study “;“‘d structured questionnaire as —y -
ems Ol the questionnaire were aire as data collection instrument l'he
IILT‘L“ of leadership styles on ¢ adapted from the work of Nicolas (2015) on
R MUIP SIYIES on succession plannine : 8 (201

Lablished the face ¢ . YOI planning in SMEs in Kenya. The st
Nl"ﬂ:h\\\"w used 1o Slll]dl ;«lin;cm validity of the items used. ik:rtys'cw:l of Iivi
L S o & navle the ICS[)()] ) S Us o SCe

Co dents give their opini : :
«tionnaire based on t ; give their opinions to items in the
e eided (UN) 3. g grades: Strongly Agree (SA) 1, Agree (A)
~ Data were anal ;?llsagree (D) =4, and Strongly Disagree (SD:)

i < S¢ . C .
gocial Science) soﬁwarye Alllhl10 ugh the use of SPSS (Statistical Package for
“'tuniﬁ sane. Desatiptive . g the analyses were conducted using 5% level of
:,\I'Ecrc frequencies and prOSO:EiS were employed in analysing qualitative data

: s were used in i e ,
wenti : : nterpreting the respondent’s
perception on lssucs that was raised in the , fpreung p

<carch questions. Descripti n the questionnaire so as to answer the
B s and riptive - statistics such as frequency distribution,
percentages, means and standard deviations were calculated

pata Presentation and Analysis

Analysis of the research qrfestians represented in percentages and mean score
The research questions are summarised using the percentages and mean
geore. As regards to the tables below, the calibrations are as follows: Strongly
Agree (SA) =1, Agree (A) = 2, Undecided (UN) = 3, Disagree (D) =4, and
strongly Disagree (SD) = 5. Any mean score below 3’ implies a Strongly Agree
or Agree while any mean score above ‘3” implies Disagree or Strongly Disagrec.

_I_E"i‘rﬁ_‘? Questions addressing directive leadership expressed in percentages

Variables SA [A [U [D [SD | Mean | StdDev
A % % % % %
I rarelv allow the goals or the|23.0 | 57.0 | 12.8 |35 3.8 7.081395 | 0.912691
plan fo be openly or routinely
questioned once they are in place
I make sure that every task vou [ 29.1 | 442 [142 [10.8 | 1.7 2.119186 1.004528 |
work toward is by the book or has
worked before

I make sure that everyome is|44.2 483 |47 |26 1.663698 0.7133717 |
supervised and is given a task
I assign ftasks designed to | 39.
accomplish specific goals
I guide and structures employees’ | 30.5 | 353.8
activites
I clarify expecrations, goals, and | 305 [ 338 [13.7 | 0.0
work methods

[ monitor and follow up on our|31.1 488 | 180 (2.0 0.0 1.900884 | 0.752462

assignments
[ define roles and communication | 34.0 [ 44.8 | 16.3 4.7

W

2 | 419 | 119 |52 1.7 1.883721 [ 0.931078

13.7 {00 |00 1.831395 | 0.643924

0.0 1.831395 | 0.643924

=3 1.924419 | 0.843488

patrerns
[ plan, schedule, and assign | 19.8 | 57.8 | 11.3 8.7 23 2.159884 | 0.919828
responsibilities ) ;

Source: Field survey, 2016.
Table 1 shows the questions addressing directive leadership. It is

evident from the result that the mean score for all the variables are less than
‘3" which is the stipulated benchmark for accepting the statement or not.
Analysis on the percentage also back up the mean score as the majority of the

Sahel Analyst: ISSN 1117-4668
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respondents strongly agree or agree to ¢

directive leadership.

1ce fi,

s (Fop)

ach ol the variables uddrcgsing

Fable 2 Questions addressing participative leadership _expressed in percentages
| Cariables T SA [ A U D SD Mean [ g )y
% % % %o % e W
Lam allowed to participate in 36.0 | 47.1 | 14.0 | 2.9 0.0 1.837209 69085
Planuning daily activities ——
1 am allowed to set my own 346 [45.1 [11.0 |93 0.0 1.950581 mg's‘-
targets
In my business, employees 33.7 | 416 | 189 [58 [0.0 1.968023 Wj'i"
Participate in Setting procedures
Employee in my business are 235 |46.8 | 221 |76 0.0 2.136628 TEG—]ET‘F‘
allowed to have direct influence
on their work
I'am allowed to make use of 17.2 [ 547 | 215 [ 6.1 6 2.18314 TW
_bpersonal judgment =
Lam allowed to decide on how to | 244 (459 [20.1 |55 4.1 2.188953 [ 0.993533
do my job e
In my Lusiness employees have 2959 [439 [21.5 |26 2.0 2.02907 | 0.896339
much to say or influence on what
_20es on in their work group e
In my business employees have 17.7 | 439 [29.7 | 6.7 2.0 2.313953 | 0.910088
much ro say or influence on
decisions that affect their job
My superiors keep rime and listen 172 [ 46.2 [ 250 [99 1.7 2.328488 | 0.931911
(to my ideas and suggestions |

Seurcer Field sumvevr, 2010

Table 2 shows the questions addressing
evident from the result that the me

3" which is the
Analysis on the percentage

stipulated benchmark

participative leadership. It is

an score for all the variables are less than
for accepting the statement or not.
also back up the mean score as the majority of the

respondents strongly agree or agree to cach of the variables addressing

participative leadership.

Table 3 Questions addressing Career pl

anning expressed in percentages

Succession planning questions SA A U D SD Miie Std Der.
0/0 0/’0 % 0/0 u/n

There is no conflict benween 474 1346 | 143 [32 .3 1.733186 | 0.843543

stakeholders on who should take :

over the business

There is high commitment and 26.2 283 [288 137 | 3.0 3395399 [ 1109504

involvement of the

managemen I;O\\'"PIW

The owners regularly review 334 4427131 7.3 20 3003907 | 0970403
talent of the successor
The business have never been left 235 [497 —T?'—j""gj‘—"'s—z_— 3159883 096318
without a leader —

“There has been understanding 265 | 439 m“}ﬁ‘g—‘j‘g‘ 7188953 [ 1935303
among stakeholders on who : £- 3 02
should take over the business

" Whoever take over the business is | 390 NI 105 ) 00 1T Es .1{_;}.69—]—2—
vespected by all stakebolders —_ — : S37338 | 0.

The business stills runs well with 14 19197 "i"—j—— Y A N ETIRS __0__0_;5?_5_
the new su ceessor e, S W «.0332 &

We love the new successor <9 | BT T e —— <5779 ]

Tonrce: Peld snrvey, 3078 R KA N T SR

B - = - - - e = _ - R —-"1.11"
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Table 3 shows the que
cvident from the result thay thL
«3* which is the stipulated bey
Analysis on the percentage
respondents strongly agree or gop

. agree to

quccession planning,

H,: there 1s no significant effeet of

planning in FOB

Table 4 Model Summary

also back up the |

?I.) Nn } )
o (YA, 491 T, i
), Business Admin University of Maiduguri

stiong

mc;n: Hi:(l:rl:'m:_"lillSllt:cc,qsi.nn planning. It is

ichmark for zlc::: l_hc variables are less than
pting the statement or not.

nean score as the majority of the

each of the variables addressing

Model R .
. R Adjusted R Std. Error of the
quare Square Estimate
1 812°| .659 658 94865

a. Predictors: (Constant), Directive Leadekship
Source: Author’s computation, 2016

The ¢ i S
elationshi bgﬁéztmt? Cof‘fﬁcwnt (R) equals 0.812, indicates a positive
: P n the variables. The R-Squared statistic indicates that the
mocs. 48 fitted explains 65.9% of the variability in succession planning. This
es.labhshed that effective use of directive leadership on succession planning
will have effect on the survival of FOB

directive lcadership on succession

Table 5 ANOVA

Model Sum of Squares | Df Mean Square F Sig.

Regression 593.774 1 593.774 659.790 .000°
1 Residual 307.781 342 900
Total 901.555 343

2. Dependent Variable: Succession Planning

b, Predictors: (Constant), Directive Leadership

Source: Author’s computation, 2016

The p-value of (0.000) which is less than the level of significant at the

0.05 indicate that the result
hypothesis 18 rejected.
effect of directive lea

is statistica
Thcrefore, it can be concluded that th

dership on succession planning in FOB.

Ily significant; therefore the null

ere is a significant

Table 6 Regression € oefficient
Nedel Unstndzrdized Coeificienls Standzrdizad Coefiiciznts T | Sie
| LusEmes T
B Std. Error Betz
(Constznt 23085 2n 12.0] 000
1 60
- 236
Directive Leadership 1741 068 2% 000
R
Dependai Variable; Snceeszion Plennning
Source: Author's compuration, 2016
R I _______..d_——-_-__-———-—-—-——-—__—-————-—-"-—--———--— — -—__-—-—-——-‘-El—'r-ﬂ
e —— |
E‘.:
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Nigerid
— s model impligg

he above equation for - Fn()d{: ‘1_.TTP|I(35

nt of thulflj will exert a posiive clfect op

S| fect of participative

i fTeant c,”l,l;i ( (N

o is no significan

: Thus: Ha: there 18 O S

planning. Thus: Ho:

Wnaivsis of Directive and Participative

'Ilu‘lcgw,\_\iun coellicre hu
that uny change in directive leader

leadership on succession planning in FOB
hihlit‘l R R S(lllilrc AdjllSICd R Squarc Std. L
1.26608
535" 287 285

a.

Predictors: (Constant), Participative Leadership
Source: Authoys computation, 201 0.535

 The correlation coefficient (R) equals 0. i t’is
relationship between the variables. The R—Sgyargd sta i i Th
Model as fitted explains 28.7% of the variability In Succes

; A ship on succession
CStablished that effective use of participative Leadership
Planning wil] have effect on the survival of FOB

indicates a positive
tic indicates that the

Table 8§ ANOY A

 Model Sum cfS‘quares Df | Mean Square F Sig.
Regression 220.287( 1 220.287 | 137.425| .000°

1 Residual 548.213 | 342 1.603

L Total 768.500 | 343

a,

b. Predictors: (Constan

Dependent Variable: Succession Planning

), Participative Leadership

Source: Author’s computation, 201

Also the p-value of (0.000) which is less than the level of significance
at the 0.05 indicate that the result is statistically significant; therefore the nul]
hypothesis is rejected. It can thus be concluded that there is a significant cffect
of participative leadership on succession planning in FOB

Table 9 Regression Coefficient

Iodel Unstandardized Coefficients Standardized Coefficients T Sig.
B Std. Error Beta

{Constant’ 948 249 3.816  .000

Farticipative Leadership | .737 .063 535( 11.723 | 000

a. Dependent*!ariab!e:Success#anPfannlng

Source: Author's compuration, 2016

The regression coefticient of the above
that a unit change in participative leadership
succession planning,

equation for the model implies
will exert a positive effect on

—_—
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Discussion of Fi“di"ﬂs ). Business Admin. University of Maiduguri
ThC "c g i .

dil‘CCliVC '"l[:i nLlll! l’lll'l‘lusc of (his

Owned Businesses (FOB) cade
The firs -

has any Si h?b-{ h)’DothcsiS sceks

ws any significant effect ¢ X

o v e r " n g

revealed that regressiop coel‘ﬁc'su

1C]

sl ¢
rship ‘:I{ s l‘-’_‘lclcrminc the effect of
Nigeria, suceession planning in Family
tod -
CGCSS?:::"“]“C whether directive leadership
- planning in FOB. The findings
implies that a unj . It of the T P E
quéccqsion 1‘ Uit change in directjye fl:hg Fable 4.3 equations for the modcl
‘0 ; sig:ni ic IE: Aanning. Also the p-valye 0‘; (grzl(l)l{l; will exert a positive effect on
ance at the 0,05 ind: alue of (0.000) which is more than the level
Therefore, it can be o indicates that S S T
Jeadershi can be concluded that g the result is statistically significant
P On succession planning ; ere is a significant effect of directive
ol Nicolas (2015) that dir'ec:i]\l;m]lg in FOB. This result is aligned with the view
on suceession planning in FOR eadership has a positive and significant effect
The second H ,
; othesi ; N
lcadership has any s; Yl?f esis seeks to determine whether participative
. ; gnilicant effect on s i g L -
research findings revealed that uccession planning in FOB. The
equation for the model impl; e the regression coefficient of the Table 5.3
exert a positive effect Onp ‘les lhal'umt change in participative leadership will
<ohich is Jess than ¢ succession planning. Also the p-value of (0.000)
s less than the level of significance at th indi I
is statistically signi - ce at the 0.05 indicates that the result
y significant. Therefore, i '
significant cffect of participati ore, it was concluded that there 1S 2
This result is cont pf"““Cl_pﬂtlve lcgdership on succession planning in FOB.
Hakeem and Bi ntrary with the view of Nicolas (2015) and Abdulazeez,
e A isayo that argued otherwise that participative leadership has no
positive and significant effect on succession planning.

Conclusion and Recommendations

' This study is geared towards cvaluating the effect of directive and
participative leadership on succession planning in FOB in Nigeria. In
management or any leadership role, be it in a corporate Or community
environment, leadership succession or succession planning has often been a
bugbear. Many organisations — large and small — have even disappeared into
distraction because of poor or non-existent succession plans. We’ve often
heard that a hallmark of effective leadership would be for the organisation to
be able to continue growing after they leave. That would be a leader’s legacy.
The study concluded that both the directive and participative leadership has a

significant effect on succession planning in Nigeria FOB.
In light of the findings of the study, the following recommendations were

made:

i, Organisations should build a culture of strong leadership whereby
employees will show effective leadership at all levels and also plan,
schedule, assign responsibilities and structure employees’ activities in
order to model good candidates for future succession.

B G ._-———-'—'-'——"__*'-—'-—“-_,_-————-———__-_——'—‘——'—-—*—" ___._Ii:,l__. =
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