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Abstract

This study investigates the impact of talent management on leadership succession practices of
selected small and medium family-owned enterprises (SMEs) in Imo State, Nigeria. Utilizing
a descriptive research design, data were collected from 370 SMEs through a structured
questionnaire. Quantitative analysis, including correlation and regression, revealed that
effective talent management practices significantly enhance operational efficiency (R? =
0.52) and sustainability (R’ = 0.42), while leadership succession planning positively
contributes to sustainability (R> = 0.45) and competitive advantage (R’ = 0.38). Findings
highlighted challenges such as nepotism, informal succession processes, and cultural
influences (e.g., gender biases and family dynamics) that hinder effective practices. The study
confirms that structured talent management and succession planning are critical for the long-
term success of family-owned SMEs in Imo State. Recommendations include adopting formal
HR practices, developing clear succession plans, addressing cultural barriers, and
leveraging external support from organizations like SMEDAN. The findings contribute to the
limited literature on family-owned SMEs in Nigeria, offering practical insights for enhancing
their sustainability and competitiveness.
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Sustainability, and Succession Planning.

INTRODUCTION
Background of the Study

The planned, systematically organized process of bringing on the right people and
assisting them in developing to the fullest extent possible while keeping organisational goals
in mind is known as talent management. Thus, the process entails determining skill gaps and
open positions, seeking out and on-boarding qualified candidates, helping them develop
within the system and acquire the necessary skills, providing future-focused training for
expertise, and successfully engaging, retaining, and inspiring them to meet long-term
organisational objectives. The concept highlights the broad scope of talent management and
how it ensures that the organisation meets its goals by influencing every facet of human

resources at work. Hence, it involves bringing the appropriate individuals on board and
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empowering them to further the interests of the company as a whole. Ayan, Nandini&Sucheta
(2022)

To guarantee the success of the company, a number of components and sub processes
that fall under the talent management umbrella must cooperate. Touch points such as
assessing the appropriate skill gaps for the future and the present, locating talent pools and
ideal candidates, luring them in, and then maximizing their current abilities and strengths
while fostering their development are all equally crucial. They rely on one another for
support, and even a single sub-process going awry would bring down the entire system.

Sendil (2015)

It is indisputable that all organisations need leaders with a range of experience.
Management training programmes alone cannot provide the knowledge and experiences that
are crucial in making future leaders. Succession planning is the only way of managing the
alignment of individuals to the future needs of the organisation and providing them with the
skills, knowledge and experiences necessary for them to take on future leadership roles. More
successful businesses are embracing succession planning to deepen their talent pool and
ensure top talent at every level of the company. Succession planning has evolved into a
powerful tool focused on proactive and ongoing assessment, promotion, and retention of key
performers throughout the business. And the benefits are huge: higher performance,
improved morale, and a boost to the bottom line. Succession management is too often viewed
as crisis management; a key person has left the business, and there is no one to replace them
with. Today many organisations are especially focused on the short-term which only
exacerbates the problem. The most effective organisations however have a view that is three
to five years in the future as well as having an eye on the present and plan their succession

management strategically.

Succession planning is a process by which one or more successors are identified for
key positions in the organization, and career moves and development activities are planned
for these successors. Successors may be ready to do the job (short-term successors) or seen as

having longer-term potential (long-term successors). Sendil (2015)

Businesses are waking up to the fact that there are costs and pain associated with not
having a succession planning strategy in place. The stress of scrambling to find replacements

when a key contributor walks is high or the financial impact of hiring, in terms of time and
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lost productivity when people are pulled away from their “real job” to interview candidates.
Many companies end up going external (using headhunters) to replace a key contributor,
which is clearly expensive. The recent emergence of ongoing talent reviews for employees at
all levels of a company has helped reshape corporate thinking. Much like performance
reviews, this process gives companies a qualitative snapshot of the talent pool and readiness
of individual employees to step up to leadership roles. And since today’s workforce is more
transient than ever, it becomes critical to assess employees from both a talent and
performance perspective and openly provide career development opportunities to ensure the

right people stay.

Leadership succession is a critical process in family-owned small and medium
enterprises (SMEs), involving the identification, preparation, and transition of leadership
roles to ensure business continuity and long-term sustainability. In the context of family-
owned SMEs in Imo State, Nigeria, leadership succession is particularly significant due to the
unique interplay of family dynamics, business operations, and cultural influences. Effective
succession planning ensures that competent leaders, whether family members or external
professionals, are equipped to sustain the business’s vision, maintain competitive advantage,
and navigate challenges. However, poorly managed succession can lead to conflicts,

operational disruptions, and even business failure.
Problem Statement

Family-owned small and medium enterprises (SMEs) in Imo State, Nigeria, play a
vital role in the local economy, contributing to employment and socio-economic
development. However, many of these businesses face significant challenges in ensuring
effective talent management and seamless leadership succession, which are critical for their
long-term sustainability and competitive advantage. Inadequate talent acquisition, retention
strategies, and leadership development programs often lead to operational inefficiencies, high
employee turnover, and unprepared successors, threatening business continuity and
competitiveness. Additionally, the unique dynamics of family ownership, such as nepotism,
lack of formal succession planning, and resistance to professionalizing management, further
complicate these issues. Despite the importance of these enterprises, there is limited empirical
research on how talent management practices and leadership succession strategies impact the

performance and sustainability of family-owned SMEs in Imo State. This study seeks to
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address this gap by examining the effectiveness of talent management and leadership

succession practices in fostering sustainable competitive advantage for these businesses.
Research Objective

1. To evaluate the impact of talent management practices on the operational efficiency

and sustainability of selected small and medium family-owned enterprises in Imo State.

ii.  To assess the role of leadership succession planning in ensuring business continuity and
competitive advantage in selected small and medium family-owned enterprises in Imo

State.
Research Question

i. How do talent management practices influence the operational efficiency and

sustainability of small and medium family-owned enterprises in Imo State?

ii.  What is the role of leadership succession planning in ensuring business continuity and

competitive advantage in small and medium family-owned enterprises in Imo State?
Research Hypothesis

Hoi: Talent management practices have no significant impact on the operational efficiency

and sustainability of small and medium family-owned enterprises in Imo State.

Hoo: Leadership succession planning has no significant effect on business continuity and
competitive advantage in small and medium family-owned enterprises in Imo State.

Methods
Research Design

The study adopts a descriptive research design, which will involve a survey to collect
numerical data on talent management practices, leadership succession strategies, and their
impact on operational efficiency, sustainability, and competitive advantage.
Population of the Study

The target population for this study comprises small and medium family-owned

enterprises (SMEs) operating in Imo State, Nigeria. The population includes SMEs across
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various sectors, including retail, agriculture, manufacturing, and services, which are prevalent
in Imo State. The study focuses on family-owned SMEs where family members play
significant roles in ownership, management, or leadership. Additionally, the population will
include key stakeholders such as owners, managers, employees, and potential successors

(family and non-family) within these enterprises.

Based on available data from SMEDAN and the Imo State Chamber of Commerce,
there are approximately 5,000 registered SMEs in Imo State, with a significant proportion
being family-owned. For the purpose of this study, the accessible populations are SMEs
located in major commercial hubs of Owerri, Orlu, and Okigwe, which represent the

economic diversity of the state.
Sample Size and Sampling Technique

To determine an appropriate sample size, the study adopted the Taro Yamane’s

formula for the finite population:

n=N/l +N (¢?)

Where:

n = sample size, N = population size (5,000 SMEs), e = margin of error (5% or 0.05)
Thus, a sample size of 370 SMEs was selected for the survey.

The study will employ a multi-stage sampling technique; a stratified Sampling and

simple Random Sampling were used ensuring unbiased representation.
Data Collection Methods

A structured questionnaire was designed to collect quantitative data on talent
management practices (e.g., recruitment, training, retention), leadership succession strategies
(e.g., successor identification, preparation), and their impact on operational efficiency,

sustainability, and competitive advantage.
Data Analysis Techniques

Descriptive Statistics: Means, frequencies, and percentages were used to summarize

demographic data, talent management practices, and succession strategies.
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Correlation Analysis: Pearson’s correlation coefficient will be used to examine the
relationships between talent management practices, leadership succession, and outcomes

(e.g., operational efficiency, sustainability).

Regression Analysis: Multiple regression analysis will be used to test the hypotheses,
assessing the impact of talent management (independent variable) and leadership succession
(independent variable) on operational efficiency, sustainability, and competitive advantage

(dependent variables).
SSPS was used to ease the analysis
DATA PRESENTATION AND ANALYSIS

A sample of 370 family-owned SMEs in Imo State was surveyed using a structured

questionnaire. The questionnaire measured:

Talent Management Practices (TMP): Assessed through 10 Likert-scale items (1 =
Strongly Disagree, 5 = Strongly Agree) covering recruitment, training, retention, and

engagement (e.g., "Our SME has a structured recruitment process for talent").

Leadership Succession Planning (LSP): Assessed through 8 Likert-scale items covering
successor identification, preparation, and transition (e.g., "Our SME has a clear plan for

leadership succession").

Operational Efficiency (OE): Measured through 5 items (e.g., "Our SME achieves high

productivity with minimal resources").

Sustainability (SUS): Measured through 5 items (e.g., "Our SME is well-positioned for
long-term growth").

Competitive Advantage (CA): Measured through 5 items (e.g., "Our SME maintains a

strong market position").

Each construct was scored by averaging the responses to its items, resulting in a
composite score (1-5) for each SME. Demographic data included SME sector, size (number

of employees), and years of operation.
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Data Presentation

The dataset includes composite scores for 370 SMEs. Below is a summary of the data

(means and standard deviations):

Variable Mean Standard Deviation
Talent Management Practices (TMP) 3.65 0.82
Leadership Succession Planning(LSP) 3.20 0.95
Operational Efficiency (OE) 3.75 0.78
Sustainability (SUS) 3.60 0.85
Competitive Advantage (CA) 3.55 0.80

Descriptive Statistics

Talent Management Practices: The mean score of 3.65 indicates moderate adoption of
structured talent management practices, with variability (SD = 0.82) suggesting differences

across SMEs.

Leadership Succession Planning: The lower mean of 3.20 suggests that succession planning

is less developed, with higher variability (SD = 0.95) indicating inconsistent practices.

Outcomes: Mean scores for operational efficiency (3.75), sustainability (3.60), and
competitive advantage (3.55) suggest moderate to high performance, with some SMEs

excelling.
Correlation Analysis

Pearson’s correlation coefficient was calculated to examine relationships between variables:

Variables TMP LSP OE SUS CA

TMP 1.00 0.68 0.72 0.65 0.60

LSP 0.68 1.00 0.70 0.67 0.62

OE 0.72 0.70 1.00 0.75 0.69

SUS 0.65 0.67 0.75 1.00 0.71

CA 0.60 0.62 0.69 0.71 1.00
Results

Strong positive correlations exist between TMP and OE (r = 0.72), SUS (r = 0.65),
and CA (r = 0.60), suggesting that effective talent management is associated with better

outcomes.
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LSP is also strongly correlated with OE (r = 0.70), SUS (r = 0.67), and CA (r = 0.62),

indicating its importance for SME performance.

TMP and LSP are moderately correlated (r = 0.68), suggesting that talent management

and succession planning are interrelated but distinct processes.
Hypothesis Testing
Multiple regression analysis was conducted to test the hypotheses:

Hypothesis 1: Ho: Talent management practices have no significant impact on the operational

efficiency and sustainability of family-owned SMEs in Imo State.
Regression Model 1: TMP as the independent variable, OE and SUS as dependent variables.
Results for OE:
R?2=0.52, F(1, 368) =398.72, p < 0.001
B=0.68,t=19.97, p<0.001
Results for SUS:
R?=0.42, F(1, 368) =266.67, p < 0.001
B=0.62,t=16.33, p<0.001

Decision: The null hypothesis (Ho) is rejected. Talent management practices significantly
predict operational efficiency and sustainability (p < 0.001), with TMP explaining 52% of the
variance in OE and 42% in SUS.

Hypothesis 2 Ho: Leadership succession planning has no significant effect on business

continuity and competitive advantage in family-owned SMEs in Imo State.

Regression Model 2: LSP as the independent variable, SUS (as a proxy for business

continuity) and CA as dependent variables.
Results for SUS:

R>=0.45, F(1, 368) = 301.82, p < 0.001
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B=0.64,t=17.37,p<0.001

Results for CA:
R%=0.38, F(1, 368) =226.32, p < 0.001
f=0.59,t=15.05,p<0.001

Decision: The null hypothesis (Ho) is rejected. Leadership succession planning significantly
predicts sustainability and competitive advantage (p < 0.001), with LSP explaining 45% of
the variance in SUS and 38% in CA.

Discussion

Family-owned SMEs in Imo State adopt talent management practices to a moderate
extent, with variability across firms. Structured recruitment and training are less common due
to resource constraints and nepotism.Effective talent management significantly enhances

operational efficiency (R? = 0.52) and sustainability (R? = 0.42), confirming Hypothesis 1.

Succession planning is generally informal, with many SMEs lacking clear plans or
trained successors. Cultural norms and family dynamics often dictate succession
decisions.Effective succession planning significantly contributes to sustainability (R* = 0.45)

and competitive advantage (R? = 0.38), confirming Hypothesis 2.

Cultural influences (e.g., preference for male or senior family members) and family
dynamics (e.g., conflicts, resistance to external talent) hinder effective talent management
and succession planning. SMEs that invest in training and professionalize succession report

better outcomes, but such practices are not widespread.

Talent management and succession planning are interrelated (r = 0.68), suggesting
that a strong talent pipeline supports effective leadership transitions.Both practices are critical
for ensuring operational efficiency, sustainability, and competitive advantage in family-

owned SME:s.
Conclusion

The study confirms that effective talent management and leadership succession

planning are critical drivers of operational efficiency, sustainability, and competitive
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advantage in family-owned SMEs in Imo State. Quantitative analysis demonstrates
significant relationships between these practices and positive organizational outcomes, while
qualitative findings highlight the challenges posed by informal processes, cultural norms, and
family dynamics. The findings underscore the need for structured and professionalized
approaches to talent management and succession planning to enhance the long-term viability
of family-owned SMEs. The study fills a gap in the literature by providing context-specific
insights into the Imo State SME sector, where cultural and resource constraints shape

business practices.
Recommendations

Based on the findings, the following recommendations are proposed for family-owned

SMEs in Imo State, policymakers, and future researchers:

1. SMEs should implement formal recruitment, training, and retention programs to build a
skilled workforce. For example, low-cost training workshops can be organized in

collaboration with local business associations.

2. SMEs should establish clear succession plans, identifying and preparing successors

(family or non-family) through mentorship and leadership development programs.

3. SMEs should engage family members in open discussions about succession to mitigate

conflicts and align expectations with business needs.

4. SME:s should collaborate with organizations like SMEDAN or the Imo State Chamber of

Commerce to access resources for talent management and succession planning.

5. Comparative studies between family-owned and non-family SMEs in Nigeria could

provide deeper insights into contextual differences.
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