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Abstract –Worldwide, family business has gained prominence as 

one of the critical vehicles for creating employment and hence made a 

contribution in the efforts to eradicate poverty. However, most family 

business lack of leadership succession planning, which eventually lead 

to low levels of performance and lack of sustainability. The purpose of 

this study was to investigate the relationship between leadership suc-

cession planning, performance, and sustainability of family businesses. 

A qualitative methodological approach was utilized where participants 

were selected using purposive and snowball sampling methods.  Semi-

structured interviews were used in collecting data and the collected data 

was analyzed thematically. The study found that leadership succession 

planning is linked to sustainability and general performance within family 

businesses. Conversely, it was found that levels of sustainability and 

failure of family businesses are related to their inability to come up with 

effective succession leadership planning. This finding confirms the vital 

role that leadership succession planning plays in enhancing the perfor-

mance and sustainability of a family business. 

Keywords –Family-Owned Business, Leadership, Succession 

Planning, Business Performance, Sustainability  

1 Introduction 

“Family-owned business” refers to a business whereby control, and owner-

ship of the business are within the founding members of the business and 

where the members of the family are directly engaged in the day-to-day activ-

ities with the main strategy of transferring the business to the next family gen-

eration (Mahomed & Mtembu, 2021). Family business can be described as a 

business whereby family members are actively involved in the management 

of the business and contributes to the business capital with the intention of 

transferring the business to the next generation (Kiwia, Bengesi & Ndyetabula, 

2020). However, in this study, family-owned business is described as one that 

includes two or more members of the same family who share ownership and 

have an interest in the same business venture. All the operational processes, 
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including the functions and controlling activities of the business venture lie 

within the members of the family (Mwansa & Serumaga-Zake, 2022). 

Researchers such as Kiwia, et al. (2020) and Mohamed & Mtembu (2021) 

observe that leadership succession planning influences business perfor-

mance and sustainability. However, these studies lack explanatory depth in 

terms of how interactions between leadership succession planning, perfor-

mance and sustainability of family-owned businesses eventually can translate 

into the high failure rates. Hence, the need for further research. 

Hence, this study aimed to explore an in-depth explanation of the interac-

tions and the effect of leadership succession planning on performance and 

sustainability of family-owned businesses in South Africa. 

2 Literature Review  

2.1 The Role of Leadership Succession Planning in Enhancing 

Performance and Sustainability of Family-Owned Business  

In South Africa, it was observed that although family businesses are con-

sidered as one of the highest contributors to employment and wealth creation 

in the country, the lack of sustainability is worrisome. This has been linked to 

leadership succession planning across generations (Gomba, 2014). Failure to 

manage leadership succession planning can harm the sustainability and per-

formance of small-scale family-owned businesses (Mohamed and Mtembu, 

2021). A thorough analysis on leadership succession planning challenges 

within family businesses shows that about 66% of business ventures collapse 

in the course of leadership transition to the next generation, while in the third 

generation only a mere 15% make it (Williams et al., 2013). However, the 

emerging challenge on family businesses that relate to the impact on the busi-

ness sustainability and general performance has not been researched ade-

quately (Deephouse & Jaskiewicz, 2013). 

It is a known fact within family businesses that leaders who are prepared 

and willingly ready to mentor their inheritors before retiring are certainly en-

couraged to develop a family business enterprise known as succession. Fur-

ther, scholars such as Jones et al. (2017) conclude that having a planned 

leadership succession promotes, accord, and inspires members of the family 

to become dedicated and sustain the business of the family. 

Cho et al. (2017) found that only a mere 7% of the 50-year-old businesses 

owned by families were found to have survived into the third generation alt-

hough previously, Sharma and Dave (2013) observed that only a mere 13% 

made it to the third generation because of not having effective leadership suc-

cession planning. 

2.2 Description of Family-Owned Business and Their Roles 

The classification of family-owned businesses is unusually diverse; family-

owned businesses differ in the sense that they have unique features, different 

historical origins and distinct culture of operation (Neubauer (2003: 270). 
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Family-owned business firms have over time evolved to include the extent of 

how the business itself is influenced by members of the family (Neubauer, 

2003). A business owned and managed by the family is one comprising inter-

generational roles and management functions, and this entails that the control 

functions and managerial activities are generally conveyed from one genera-

tion to the other (Mohamed and Mtembu, 2021). The importance of family ties 

in relation to inherent desire and leadership transition was highlighted as a 

way of making sure that there is a smooth transition to the future generation 

or next generation of the members of the family (Cho et al., 2017). Thus, this 

notion of businesses owned and managed by family members emphasises 

how important it is to understand and balance the economic sustainability and 

the objectives of the family. 

According to Poza and Daugherty (2013), a holistic concept of family-

owned businesses is based on the family association as well as interest in 

handing over the same business entity to the future generation is problematic. 

They further state that family businesses are regarded as exceptional synthe-

sis involving the following attributes: 

• The business entity is controlled by members of the family who has 

higher shareholding or two or more or 15% shareholding. 

• The members of the family who have the strategic power on leader-

ship and issues of management; and 

• Relationships concerning the members of the family are frequently of 

more concern. 

In concurrence with this conception, Kiwia, et al., (2020) observe that fam-

ily-owned businesses refer to businesses whereby family members are ac-

tively involved in the management of the business and contribute to the busi-

ness capital with the intention of transferring the business to the next genera-

tion. Coffman (2014) highlighted several factors defining family-owned busi-

nesses as businesses whereby two immediate members of the family work 

40% on a full-time basis and that the business should be in operation for five 

years. 

The conception of family-owned businesses also includes the decision-

making powers and the voting rights of the family members involved in the 

business; the size of the family businesses must be sufficient to meet all the 

needs of the members of the family concerned (Coffman, 2014). Family-

owned businesses can also be conceptualised as businesses that are con-

trolled and managed to achieve long-term strategic vision of the business firm; 

and these types of businesses are frequently managed and owned by mem-

bers belonging to the same family. Coffman (2014)’s family-business defini-

tion involves elements of sustainability within generations of families and that 

a business includes two or more members of the same family who share own-

ership and have an interest in the same business venture. All the operational 

processes, including the functions and controlling activities of the business 

venture lie within the members of the family. The concepts of a family business 

and family-owned business are used interchangeably in this research study. 

Sharma et al. (2001:18) observed an increase of interest in the role that busi-

nesses owned and managed by families do in supporting economic develop-

ment; and found that the economic value addition by family businesses is only 
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coming to be known and can be undeniably considered as a contributor to the 

world economy. 

Poza and Daugherty (2013) show that a total of 96% of the businesses in 

the United States of America are known as a family-owned business and con-

tribute a total of 49% towards the country’s GDP. Basco (2015) classifies fam-

ily businesses as the most common forms of business owners around the 

world and therefore considered family businesses as a widespread phenom-

enon. About 70% to 90% of the total GDP in the world comes from family-

owned businesses (Cho, Okuboyejo & Dickson, 2017). 

Similarly, in South Africa about 60% of businesses listed on the stock ex-

change are owned and controlled by families (Venter et al., 2010). Addition-

ally, these businesses which are run and managed by family members in 

South Africa contribute 30% towards the country’s GDP and employ a work-

force close to 60% (Tanzwani, 2010). Family businesses in South Africa are 

categorised as small or medium enterprises based on their sizes (Van der 

Merwe et al., 2009). They contribute significantly to South Africa’s socio-eco-

nomic development in areas such as the creation of economic wealth and also 

creating employment opportunities (Venter et al., 2010). 

2.3 Business Performance and Sustainability  

In general, the word performance is commonly used to measure how well 

a process or strategy attains its intended objectives, and it entails a measure 

of how well the family-owned business venture is doing. It also implies how 

well the same family business is managed, and the value that it offers to its 

clients and shareholders (Ankrah & Mensah, 2015). The two important finan-

cial indicators for family-owned business performance include “profit” which 

entails a measure of return on capital employed, and “profit margin” referring 

to the magnitude of return on capital employed. The complexity of the eco-

nomic environment in which business operates requires more than just the 

use of historical financial data to determine how well and sustainable a busi-

ness venture is doing. This is because financial indicators such as profit and 

margin do not give a full perspective of the shareholder value and therefore 

do not show the linkages between financial and non-financial metrics of busi-

ness performance (Ankrah & Mensah, 2015). 

It has also been observed through research that high failure rate of small 

businesses such as those owned by families is ascribed to their use of inade-

quate performance measures (Maduekwe and Kamala, 2016). The research-

ers claim that often small companies over-rely on financial metrics of perfor-

mance at the expense of non-financial ones, which Ankrah and Mensah 

(2015) also agrees with as real drivers of business value and sustainability. 

For this reason, the study will also draw on several other indicator frameworks, 

including using one more performance measurement indicator framework 

known as the balanced scorecard. The balanced scorecard is arguably one of 

the most well-known and used business performance measurement frame-

works (Ankrah & Mensah 2015). Its main advantage is that it integrates non-

financial metrics such as results on customer satisfaction, internal control pro-

cesses, and business improvement planning activities. It also includes 
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leadership succession attributes to give a better picture of how well a business 

is financially doing (Kaplan and Norton, 1996). According to Ankrah and Men-

sah (2015), the performance of a business venture should be looked at from 

four angles that can easily be represented in a balanced score card. These 

are customer perceptions, financial aspects, internal control processes and 

innovation and learning perspective. 

As already alluded to the researcher made sure that more than one perfor-

mance indicator framework is used to determine how well the involved family 

business ventures were doing. The measure of performance also entails a 

determination of how sustainable the same family businesses are or likely to 

be, given the changing South African economic environment. 

3 Theoretical Framework 

Juhdi, Pawan and Hansaram, (2013) state that businesses that operate us-

ing leadership planning theories have tended to be better performing and 

more sustainable hence, the application of these theories in this study.   Peter 

Drucker’s (1967) common-sense theory explored issues around what execu-

tive leaders do and not do to lead their businesses successfully (Charan, 

2005). This common-sense theory postulates that a direct and optimal asso-

ciation exist between a business current succession leadership planning and 

its overall performance and sustainability. 

Adler, Berry, and Doherty (2013) further argue that this positive relationship 

is premised on the belief that having a leadership succession plan allows for 

new individual family members to take charge and bring new ideas and skill 

to mitigate the failures of the previous leader. With this observation, Swider 

and Ning Li (2013) say that business organization put in place leadership suc-

cession plans to achieve improved profitability and sustainability. That being 

the case, Grusky (1963) pointed out that common sense simply entails that 

current leaders of family businesses firms are expected to carefully choose 

potential successors with adequate experience and knowledge to bring about 

the desired business performance. In concurrence, Dohrn, Lopez and Rein-

hardt (2015) claim that a knowledgeable person with relevant experience 

should be selected to replace the outgoing leader to boost the performance of 

the organization as articulated by the common-sense theory. Therefore, be-

cause of its shortfalls as pointed out by Adler et al. (2013), the common-sense 

theory of leadership succession in this study was used in collaboration with 

other views. While common-sense theory suggests that changing leaders will 

result in increased enthusiasm and better business performance, several 

scholars such as Dohrn et al. (2015) have argued that improvement can only 

occur under certain circumstances and not always. 

The vicious cycle theory of succession planning can be traced back to work 

done by Grusky in the 1960s. According to Grusky (1963), the vicious cycle 

theory is based on the claim by critics of the common-sense idea that events 

of succession leadership do not always support the business sustainability 

and general performance of the business enterprises. Grusky (1967) argued 

that changing leadership was counter-productive due to its destabilisation 
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effect on the work environment, and the forced adaptation by organizational 

staff to working with a new leader or leadership approaches. He clinched that 

the vicious cycle theory acknowledges that changing leadership is harmful to 

the business’s performance. Researching in the context of leadership succes-

sion within the sporting field, Rowe et al., (2005) found that changing leader-

ship within season derailed the overall performance of National Football 

League teams. Accordingly, the vicious cycle theory alerted us to the negative 

relationship between leadership succession and the performance and sustain-

ability of an organization. This negative relationship can be understood from 

the observation that the change of leadership from one individual to the other 

often disrupts the way business was operating (Kim and Choi, 2013). It is also 

important to note that, where leadership succession happens frequently, the 

organizational performance tends to suffer. 

As illustrated in Figure 1 below, the vicious cycle theory of leadership suc-

cession suggests that a business organization planning to change its leader-

ship or management does that due to the poor performance of the business, 

but notes when a new leader fails to perform as anticipated she/he will also 

be replaced. Where this trend continues, it becomes a vicious cycle whose 

effect translates into more disruptions and low staff morale, both of which neg-

atively affect the performance of the business. Such disruption frequently re-

sults in the inadequate general performance of the company (Kim & Choi, 

2013). 

 

 
Figure 1: The vicious cycle theory of leadership succession Adapted from Boyd et 

al., (2014) 

 

Scholars such as Grusky (1967) argue that not all leadership changes are 

negative. Others, for instance, Boeker (1992) highlighted that not every lead-

ership succession outcome had been found to directly relate to the perfor-

mance and sustainability of a business organization. It is such critique that 
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gave birth to another theory of leadership succession known as ritual scape-

goating theory, put forward by Gamson and Scotch (1964).  

The vicious cycle theory arguably resonates with some of the tenets of the 

opponent-process theory of leadership succession. Hollenbeck, DeRue and 

Nahrgang (2015) argue that the triggers of leadership succession emerge 

from the situation of negation: put simply, failures of the current leadership, 

that potential successors use to vie for the leadership position, not knowing 

that when it is their turn to lead similar negation situations will arise. Closely 

related to this tenet of an opponent-process theory of leadership succession 

is that once the cycle of replacement continues, it is often very disruptive and 

harmful to the performance of the organization. 

The ritual scapegoating theory of leadership succession was born out of the 

shortfalls embedded in the vicious cycle theory. According to Gamson and 

Scotch (1964), the ritual scapegoating theory asserts that none of the inter-

plays exists among succession leadership, business sustainability and the 

general performance of the business enterprises. Elaborating on their asser-

tion Gamson and Scotch (1964) argued that the leader is the only one of the 

many factors that determine how a business organization performs. Both 

scholars see the leader, be it in a family-owned business or more massive 

corporation, as just a symbolic figure with limited influence on the way the 

business is run and or ultimately performs. 

It is important to mention that Gamson and Scotch’s (1964) assertion re-

garding the ritual scapegoating theory was based on their critique of Grusky 

(1963) study in which his findings indicated that a negative correlation has 

existed among the frequency of leader succession and the performance of a 

business organization. To put it in simple terms, Gamson and Scotch’s (1964) 

claimed that there was no conclusive evidence that change in leadership af-

fects the performance of a business organization. In summary, a theory of 

ritual scapegoating entails that the performance of business firms relies on the 

capabilities of attracting critical skills as well as organizational policies than 

merely its leadership. 

Brown (1982) claimed that other administrative personnel and the policies 

of the general manager are critical in the long run. Such conclusions are in-

teresting to this study and were deployed to interpret the data generated in 

the study. Elaborating on the ritual scapegoating feature of this theory and 

trying to compare it to the vicious cycle theory, Grusky (1963) states that pow-

erful top managers are less likely to be dismissed; even during the periods of 

dismal organizational performance, as they can quickly shift the blame for the 

business’s failures onto their subordinates. 

4 Research Methodology 

The qualitative methodology was used in this study because the researcher 

had to obtain in-depth knowledge through the semi-structured interviews 

about how leadership succession planning affects performance and sustaina-

bility of the family-owned businesses. Face-to-face semi-structured interviews 
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were used to collect data (Marshall & Rossman, 2016). This also enabled the 

researcher to observe non-verbal behaviour of the participants. 

The researcher used purposive sampling and snowball sampling to select 

the 15 family-owned businesses that participated in this study. The selection 

of the sample of data-rich family-owned businesses was made possible by the 

insights that the researcher gained during the review of literature and profiling 

of family-owned business in South Africa. The researcher came up with what 

Flyvbjerg (2006: 41) called “typical cases” with the potential to provide more 

information about the situation being studied. The data was analyzed themat-

ically; this included generating themes by classifying and rephrasing the data 

through the means of visuals and narratives, relating the research findings to 

the literature review to validate the results and entailing ongoing iterative and 

emerging process. Atlas.ti was used to analyze the data (see Smit, 2002). 

5 Results 

In this section, the analyzed data is presented according to the theme that 

emerged, originating from excerpts of interview transcripts. The theme was 

based on factors motivating leadership succession planning. Although re-

sponses from interviewed participants varied, it is important to note that only 

those excerpts that spoke directly to the theme are presented in section 5.1 

below: 

5.1 Motivation for Leadership Succession Planning 

Out of 15, Participants 1, 2, 3, 8, 10 and 14 provided beneficial insights into 

what they consider as the key motivating reasons for families to undertake 

leadership succession planning. For example, Participant 1 said: 

“I want to retire next year. I had seen [a] situation at Stellenbosch 

where a lady who owned a large nursery in the Western Cape, her 

husband was murdered, and the business fell apart. That was maybe 

on the back of my mind. Sooner or later, I am going to be completely 

retired” (Participant 1). 

To Participant 2, it means: 

“….there will be continuity in the business if you have leadership suc-

cession planning. Look, you have got to plan otherwise what’s going 

to happen if you did not plan for your business when the younger gen-

eration comes into the business, they wouldn’t know how to run the 

business, That’s why I believe for the business to be sustainable, you 

have to groom a possible successor by equipping him with various 

practical experience.” (Participant 2). 

While Participant 3 also concurred on the issues of ageing and retirement 

by saying: 

“Since then I have been running the business, and now I am also 

handing it over slowly to my firstborn son because I am about to retire” 

(Participant 3). 
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Still alluding to the realities around ageing and death and also the quest to 

ensure business continuity Participant 8 said: 

“The business must keep operating even if I die or retire so that the 

family can keep depending on it”. 

Participant 10 further talked of the same need for business continuity as 

one of the reasons for having an effective leadership succession plan in place. 

Participant 10 was quoted saying: 

“This business has to continue, and it has to continue feeding, and 

educating the family, as well as our employees who equally depend 

on it as their source of income. We have to work hard and pass it on 

to our children when we retire or when something happens to us” 

(Participant 10). 

And lastly, Participant 14 referred to how he had started a family business 

management of which he now wants to hand over to his son and does not 

want the business to close in case something happens to him. This again re-

lates to fears around ageing and death, both of which are realities that family-

owned businesses have to plan for. Participant 14: 

“It was my life ambition to work for myself. The determination was 

there to better my life with very poor parents. The greatest honour I 

had was to prove a point to my parents, and it was a success story 

that I could be somebody they could be proud off because they never 

had the opportunity, and what I am saying is that he just didn’t have a 

drive to be able to do things on his own. Because you must remember 

I don’t want to work anymore. So how is he going to pass that on to 

his siblings, or if something happens to him and he pass away, is the 

business going to die?”. 

The fear of what would happen to a family business when current leader 

retires or become incapacitated, and the need to safeguard business continu-

ity, or its sustainability emerged as one of the reasons why family-owned busi-

ness perceives leadership succession planning as very important. This moti-

vation can also be understood, as reflected in the comments made by partici-

pants, by the realities such as ageing, death and the fact that most families 

are to a great extent reliant on their businesses for survival. The need to en-

sure the continuity of family business is further highlighted in the responses 

made by participants as presented below. 

Referring to the importance of business continuity and leadership succes-

sion planning, Participant 1 further elaborated saying that: 

“Making sure the business is sustainable if I step down or retire or die 

whatever. It ensures sustainability of the business. I have got compe-

tent family members involved in the business. But if anything happens 

to me, the business will still be sustainable. Family will be around, but 

even then we plan to grow the company, and in order to do that, we 

would have to have competent people to take over positions. The 

business was affected in very a positive way because it has grown 

compared to where it was when I first took over the leadership”. 

Participant 3 was quoted saying: 

“It ensures the longevity of the business and tradition which translates 

to secure employment for the employees both family members and 
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non-family members. A new successor will bring in new ideas to the 

business and make it become more profitable because he or she does 

not want to see the business fail. In my case, I think I have worked 

hard, that’s why it’s in existence today. My aim was to work hard and 

to expand the business. Fortunately, I managed to achieve that, and 

our profit margin was high. We would like to keep the business going, 

and keep the family going and also continue playing a role in employ-

ment and entrepreneurship”. 

While Participant 9 also concurred by saying: 

“It is important because it ensures the continuity of the business when 

the owner retires or dies, and it also continues to feeds the remaining 

family. It is based on performance, what the successor will be able to 

bring to the business that will make it sustainable. If it has been oper-

ating at a loss, I would have closed long time ago, but through hard 

work, I am managing. If the new leader is accepted by the rest of the 

family, it all goes well, and the business expands because of the new 

ideas that the successor comes with”. (Participant 9) 

 

Observations presented in this section represents the views and experi-

ences of the participants. These results are then discussed further in the next 

section with a considered literate review. 

6 Discussion 

In this section, the researcher draws on both study results and literature to 

discuss the factors motivating leadership succession planning and how it re-

lates to performance and sustainability of a family-owned business.  

Studies conducted by Rothwell (2010) and Perret (2016) revealed that one 

of the reasons for families to undertake leadership succession planning is 

mainly the desire for continuity and sustainability of the family business across 

different generations. Perret (2016) did also refer to leadership succession 

planning as a process which ensures improved general performance and con-

tinuity of an organization, and this view is in resonance with what has emerged 

in this study (Participants 2, 3, 8, 10 & 14). Mohamed and Mtembu (2021) 

conception of succession leadership planning also confirmed the inherent 

concern and significance of ensuring continuity that is integral to the way lead-

ership succession planning is viewed and managed.  

The owners of the family businesses who participated in this study also 

linked their understanding of leadership succession planning to the perfor-

mance and sustainability (continuity) of their family businesses and this was 

quite interesting (Participants 1, 3 & 9). Several scholars had already con-

firmed the interplay between succession leadership planning, business sus-

tainability and general performance of a business enterprise. Swider and Ning 

Li (2013) alluded to this observation when they argued that business organi-

zations put in place leadership succession plans to achieve improved profita-

bility and sustainability. In Peter Ducker’s (1967)’s common sense theory ex-

istence of a direct and optimistic association between business current 
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succession leadership planning and its overall performance and sustainability 

is confirmed. Drucker (1967)’s common-sense theory also confirmed the di-

rect and optimistic association that exists between a business current succes-

sion leadership planning and its overall performance and sustainability. Em-

bedded in the common-sense theory is the claim that leadership succession 

planning is, as illustrated by data generated in his study, valued for its role in 

ensuring sustainability and improvement of the general performance of a fam-

ily business venture (Participants 1, 3, & 9). Continuity or sustainability and 

the quest to take the family business to another level of performance is, there-

fore, as emerging in this study, key reasons for leadership succession plan-

ning. This observation can be understood from both the theoretical proposi-

tions discussed in Section 3, coupled with what has already been pointed out 

the fear of what happens if the current business leader dies. Positive relation-

ship allows new individual family members to take charge for purposes of 

bringing in new ideas (Adler et al., 2013). This is consistent with what partici-

pants presented about how they see and experience leadership succession 

planning as a motivation for the desire to ensure business continuity and im-

proved performance (Participants 3 & 9). Furthermore, the study confirmed 

that leadership succession planning is linked to sustainability and general per-

formance within family-owned enterprises as suggested by Tagiuri and Davis 

(1982). Effective leadership succession planning contributes to improved per-

formance and sustainability of a family-owned business (Participants 2, 3, and 

9). This is consistent with Swider and Ning Li (2013) and Price Water Coopers 

(2011). 

Conversely, this study also found that levels of sustainability and failure of 

many family-owned businesses are related to their inability to come up with 

effective succession leadership planning (Participants 1, 2, & 14). This obser-

vation confirms the vital role that leadership succession planning plays in en-

hancing the performance and sustainability of the family-owned business. This 

finding agrees with Cho et al., (2017). Another interesting observation from 

the study was that leadership succession planning entails strategic replace-

ment of critical individuals over time and capacity development within the busi-

ness firms to ensure that effective general performance is maintained (Partic-

ipant 1). This is also consistent with Perret (2016) and Rothwell (2010) argu-

ments. 

As discussed earlier, the study, therefore, concluded that leadership suc-

cession planning in the context of family-owned business is directly linked to 

the quest to ensure business continuity and improved performance. However, 

it is also essential as suggested by several scholars, that the extent to which 

leadership succession planning affect performance and sustainability is deter-

mined by how well the plan is managed, and that in some cases negative 

results are experienced. This was also observed by Rowe et al. (2005). The 

negative effects on the business sustainability and performance could be at-

tributed to destabilization effects on the work environment, and the forced ad-

aptation by organizational staff to working with a new leader or leadership ap-

proaches. Hence while it is generally accepted that leadership succession 

planning is often linked to improved business continuity and performance, it is 

also true that in some cases, family businesses have suffered the 
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consequences of the same process. This is consistent with findings of other 

scholars such Cho et al., (2017) and Perret (2016).  

7 Conclusion 

Participants alluded to fact that they are motivated to undertake leadership 

succession planning because of the realities around death and ageing and the 

quest to ensure continuity of the family businesses. The fear of the business 

sustainability emerged as one of the reasons why family-owned businesses 

perceive leadership succession planning as very important. Therefore, sus-

tainability and the quest to take the family business to another level of perfor-

mance is the key reasons for leadership succession planning which revels a 

direct relationship between leadership succession planning, sustainability, 

and general performance within family-owned businesses. On the other hand, 

the study also found that levels of sustainability and failure of many family-

owned businesses are related to their inability to come up with effective suc-

cession leadership planning. This observation confirms the critical role that 

leadership succession planning plays in increasing the performance and sus-

tainability of the family-owned businesses. 

8 References 

Adler, E.S., Berry, M.J., & Doherty, D. (2013). Pushing “reset”: The conditional 

effects of coaching replacements on college football performance. Social 

Science Quarterly, 94(1), 1–28.  

Ankrah, E., & Mensah, C.C.Y. (2015). Measuring Performance in Small and 

Medium Scale Enterprises in the Manufacturing Industry in Ghana. Interna-

tional Journal of Research in Business Studies and Management Volume 

2, Issue 12, December 2015, PP 34-43 ISSN 2394-5923  

Basco, R. (2015). Family business and regional development: A theoretical 

model of regional familiness. Journal of Family Business Strategy, 6, 259-

271. 

Boeker, W. (1992). Power and Managerial Dismissal: Scapegoating at the 

Top. Administrative Science Quarterly, 37(3), 400-421.  

http://www.ijarbm.org/


 

Leadership Succession Planning Contributions Towards Family-Owned Business Perfor-
mance and Sustainability in South Africa 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 04 / Issue 02, pp. 18-34, August 2023 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org  

Brown, M. (1982). Administrative succession and organizational performance: 

The succession effect. Administrative Science Quarterly, 27, 1–16. 

Charan R. 2005. Ending the CEO succession crisis. Harvard Business Re-

view, 83 (2): 72–81. 

Cho, N. M., Okuboyejo, S. & Dickson, N. (2017). Factors Affecting the Sus-

tainability of Family Businesses in Cameroon: An Empirical Study in North-

west and Southwest Regions of Cameroon. Journal of Entrepreneurship: 

Research & Practice https://doi.org/10.5171/2017.658737  

Coffman, B.A. (2014). The Family Business Succession Model: An exploratory 

analysis of factors impacting family business succession preparedness. 

ProQuest Dissertations Publishing, 3627717. 

Deephouse, D.L. & Jaskiewicz, P. (2013). Do family firms have better reputa-

tions than non–family firms? An integration of socioemotional wealth and 

social identity theories. Journal of Management Studies, 50(3), 337–360. 

Dohrn, S, Lopez, YP, Geinhardt, G. (2015). Leadership succession and per-

formance: An application to college football. J Sport Manage 2015; 29:  

Drucker, P.F. (1967),The Effective Executive, HarperCollins, New York 

Flyvbjerg, B. (2006). ‘Five Misunderstandings About Case-Study Research’, 

Qualitative Inquiry, 12(2), pp. 219-245.  

Gamson, W., & Scotch, N. (1964). Scapegoating in baseball. American Jour-

nal of Sociology, 70, 69–76. 

Gomba, M., (2014). ‘Understanding the factors that influence the management 

succession process in black family-owned businesses’, MBA Dissertation, 

University of Pretoria, Gordon Institute of Business Sciences. 

http://www.ijarbm.org/
https://doi.org/10.5171/2017.658737


 

Leadership Succession Planning Contributions Towards Family-Owned Business Perfor-
mance and Sustainability in South Africa 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 04 / Issue 02, pp. 18-34, August 2023 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org  

Grusky, O. (1963). Managerial succession and organizational effectiveness. 

The American Journal of Sociology, 69, 21–31. 

Grusky, O. (1967). American Journal of Sociology, 72(4), 426-428. Retrieved 

August 11, 2021, from http://www.jstor.org/stable/2775880  

Hollenbeck, J. R., DeRue, D. S. and Nahrgang, J. D. (2015) ‘The opponent 

process theory of leadership succession’, Organizational Psychology Re-

view, 5(4), pp. 333–363. https://doi.org/10.1177/2041386614530606  

Ibrahim, A.B, Soufani, K., Lam J. (2001). A Study of Succession in a Family 

Firm. Family Business Review. 2001;14(3):245-258.  

Jones, S., Deckers, C. M., Strand, D., Bissmeyer, H., Bowman, W. J. W., & 

Mathe, D. G. (2017). Succession planning: Creating a case for hiring new 

graduates. Nursing Economics, 35(2), 64–87. 

Juhdi, N., Pawan, F., & Hansaram, R. M. K. (2013). HR practices and turnover 

intention: The mediating roles of organizational commitment and organiza-

tional engagement in a selected region in Malaysia. The International Jour-

nal of Human Resource Management, 24(15), 3002-3019. 

Kaplan, R. S., & Norton D. P. (1996). The Balanced Scorecard: Translating 

Strategy into Action, Boston: Havard Business School Press 

Kim, K.N. & Choi, J., (2013). Breaking the vicious cycle of flood disasters: 

Goals of project management in post-disaster rebuild projects. 

King, R.C (2005). Succession planning for future leaders of Sparks Fire De-

partment (Applied Research Project). Emmitsburg, MD: National Fire Acad-

emy, Executive Fire Officer Program. 

Kiwia, R.H., Bengesi, K.M.K. & Ndyetabula, D.W. (2020). "Succession plan-

ning and performance of family-owned small and medium enterprises in 

http://www.ijarbm.org/
http://www.jstor.org/stable/2775880
https://doi.org/10.1177/2041386614530606
https://www.emerald.com/insight/search?q=Rose%20Haynes%20Kiwia
https://www.emerald.com/insight/search?q=Kenneth%20M.K.%20Bengesi
https://www.emerald.com/insight/search?q=Daniel%20W.%20Ndyetabula


 

Leadership Succession Planning Contributions Towards Family-Owned Business Perfor-
mance and Sustainability in South Africa 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 04 / Issue 02, pp. 18-34, August 2023 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org  

Arusha City – Tanzania", Journal of Family Business Management, 

https://doi.org/10.1108/JFBM-03-2019-0018  

Maduekwe, C.C. & Kamala, P. 2016. Performance measurement by small and 

medium enterprises in Cape Metropolis, South Africa. Problems and Per-

spectives in Management, Volume 14, Issue 2 

Mahomed, Y. & Mtembu, V. (2021). Business Succession in Indian Family 

Businesses in South Africa. Journal of Economics and Behavioural Studies  

Marshall, C. & Rossman, G. (2016). Designing Qualitative Research. 6th Edi-

tion, SAGE, Thousand Oaks. 

Mwansa, M. M & Zake, S.P (2022). A Conceptual Model for Leadership Suc-

cession Planning for Family-Owned Business Enterprises. University of 

South Africa. Doctorate thesis. 

Neubauer, H. (2003). The Dynamics of Succession in Family Businesses in 

Western European Countries. Family Business Review, 16(4), 269–280. 

Perret, S.T. 2016. Succession in Family-Owned Businesses: The Influence of 

Succession Planning and Demographic Characteristics on Succession 

Success. http://digitalcommons.Isu.edu/gradschol_dissertations/3419  

Poza, E. J., & Daugherty, M. S. (2013). Family business (4th ed.). Mason, OH: 

Cengage Learning. 

Price water Coopers. (2011). Family Business Survey 2007/2008. London: 

PwCIL Ltd. 

Rothwell W.J. (2010). Effective succession planning: Ensuring leadership 

continuity and building talent from within. 4th Edition. Amacom, American 

Management Association, New York. ISBN-13: 978-0-8144-1416-3. 

http://www.ijarbm.org/
https://www.emerald.com/insight/publication/issn/2043-6238
https://doi.org/10.1108/JFBM-03-2019-0018
http://digitalcommons.isu.edu/gradschol_dissertations/3419


 

Leadership Succession Planning Contributions Towards Family-Owned Business Perfor-
mance and Sustainability in South Africa 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 04 / Issue 02, pp. 18-34, August 2023 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org  

Rowe, WG, Cannella, AA, Rankin, D & Gorman, D (2005). 'Leader succession 

and organizational performance: Integrating the common-sense, ritual 

scapegoating, and vicious-circle succession theories', Leadership Quar-

terly, vol. 16, no. 2, pp. 197-219.  

Sharma, A., & Dave, S. (2013). Small scale family firm succession and sus-

tainability, Journal of Management, 4(2), 17–27. 

Sharma, P. Chrisman, J., Pablo, A & Chua, J. (2001). Determinants of initial 

satisfaction with the succession process in family firms: A conceptual 

model, Entrepreneurship Theory and Practice, 25pp. 17-36. 

Smit, B. (2002). Atlas.ti for qualitative data analysis. Sociology, 52(3), pp. 

607–608. https://doi.org/10.1177/1440783314566295   

Swider and Ning Li, (2013). Demystifying the Impact of Leader Succession: 

An Integration of Three Divergent Theories. Academy of Management Pro-

ceeding, Vol: 1 

Tagiuri. R & Davis, J.A. (1982). Bivalent Attributes of the Family Firm, re-

printed in Family Business Review, 9(2), Summer 1996, 199–208. 

van der Merwe, S., Venter, E., Ellis, S. (2009). An exploratory study of some 

of the determinants of management succession planning in family busi-

nesses. Management Dynamics, 18(4), 2. 

 Venter, W.P., Kruger, S. and Urban, B. (2010), “Exploring family business 

succession in an integrative familiness transmission of capital model: a 

South African study”, International Journal of Entrepreneurship and Small 

Business, Vol. 11 No. 3, pp. 263-284. 

http://www.ijarbm.org/
https://doi.org/10.1177/1440783314566295


 

Leadership Succession Planning Contributions Towards Family-Owned Business Perfor-
mance and Sustainability in South Africa 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 04 / Issue 02, pp. 18-34, August 2023 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org  

Williams, D.W., Zorn, M.L., Crook, T.R. & Combs, J.G., 2013, ‘Passing the 

torch: Factors influencing transgenerational intent in family firms’, Family 

Relations 62(3), 415–428. https://doi.org/10.1111/fare.12016  

Yin, R. (2014). Case Study Research: Design and Methods (5th ed.). Thou-

sand Oaks, CA: Sage Publications, Inc. 

http://www.ijarbm.org/
https://doi.org/10.1111/fare.12016

