Succession Plan Quality Score
The researcher designed a Succession Plan Quality Score based on seven selected

aspects of the Integrative Model for Successful FOB Successions designed by Miller,
Steier, and Breton-Miller (2004). The planning aspects used in this study were formulated
based on the Ground Rules & 1% Steps and Nurturing/Development of Successors portion
of the successful succession model. The selected aspects include the following:

= Defined selection criteria of a successor;

= Range of candidates (family and external);

= Governance guidelines (rules for ownership, boards, and councils);

= Leadership transition plan;

= Ownership transition plan;

= Defined time frame for succession completion;

= Development of the successor (education, training, career development);
Each item is measured using a Yes (1 point) or No (0 points) response. Based on seven
questions, the respondent has the opportunity to score between 0 and 7 points. The higher

the point value, the higher the quality of the succession plan. Below is an illustration of

the scale.
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The researcher used the Qualtrics Research Suite to build, administer, and report data

collected. Each item in the survey was coded to reflect the appropriate score as outlined
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above. Upon reviewing scores from the seven identified items, the researcher determined
the quality of the succession plan based on the selected criteria suggested in the review of
family owned business literature.
Data Collection

An introduction letter was sent electronically (via email) to each subject to
explain the purpose of the study as well as explain that participation was both voluntary
and confidential. The letter also specified the time available for completing the survey
and provided the online survey link and contact information for questions. Using
Cochran’s sample size determination formula, the researcher determined that 96 usable
responses were required to maintain the established margin of error. The survey remained
open for four weeks and, if a response was not collected after the first week, a follow-up
email with a link to the survey was sent reminding non-responders of the online survey.
This procedure was repeated in weeks two, three, and four to ensure the highest number
of responses within the sample were collected. Once the electronic survey ended in week
four, the collected usable responses made up the dataset for this study. The survey was
administered electronically utilizing the Qualtrics Research Suite website,
https://Isu.qualtrics.com. The data obtained through LexisNexis Academic database
includes company name, title, address, and other company specific information; however,
the remaining sources distributed the survey internally and only the results were
submitted to the researcher via Qualtrics for analysis. When the data was received, the
researcher deleted all personal identifiers prior to importing the data into the SPSS
program for analysis. Therefore, when the data was analyzed, there was no potential to

connect individual responses to specific respondents. Even if individual subjects self-
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identified, the personal identification information was deleted prior to analysis. The
researcher completed the Institution Review Board (IRB) training through Louisiana
State University and filed the proper IRB application prior to administering the electronic
survey.
Data Analysis

The first objective in the study was descriptive and was analyzed using
descriptive statistics such as frequency and percentages. The second objective was to
determine perceptions, which was summarized by computing the mean and standard
deviation of scores. In addition, the researcher conducted a factor analysis on the six
identified planning and success factors to determine if the items in each factor effectively
grouped together. In the third objective, Spearman’s rank-order and Point Biserial
correlation coefficients were used to determine if a relationship exist between how family
owned business owners and managers in south Louisiana perceive selected aspects of
succession planning and the independent variables. Objective four was examined using
bivariate correlation and multiple regression analysis to determine if a model exist
explaining a significant portion of the variance in the perceptions of family owned

business owners and managers and the independent variables.
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CHAPTER 4. RESULTS
Purpose of the Study

The primary purpose of this study was to determine the influence selected aspects
of succession planning and selected demographic characteristics have on the level of
success in the succession of family owned businesses in south Louisiana. Findings of
this study are presented by objective in the following sections.

Objective One Results

The first objective of this study was to describe family owned businesses in south
Louisiana in terms of the following characteristics:

a) Age of the family owned business based on number of years in business;

b) Incumbent's educational level,

c) Successor's educational level,

d) Number of employees on payroll;

e) Type of business (retail, service, manufacturing, etc.);

f) Whether or not leadership prepared a quality succession plan;

g) Whether or not there was a positive revenue performance subsequent to

succession.

The researcher collected 136 total responses from the FOB Perception of
Successful Succession Inventory survey. The survey included three screening questions
requiring a “Yes” answer to continue the survey. The screening questions included: 1)
are you a family owned business, 2) has your company completed a leadership succession
to the next generation, and 3) was a written succession plan prepared. Of the 136

respondents, 105 were identified as a family owned business. Of the 105 family owned
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business respondents, 61 or 58.1% had completed a succession and 44 or 41.9% had not.
Lastly, 29 or 27.6% had prepared a written succession plan and 76 or 72.4% of the family
business respondents had not. Overall, 23 respondents answered a “Yes” to all three
screening questions and subsequently completed the survey. The results for each of the
variables identified in the objectives are as follows:
Age of the Family Owned Business

The first variable on which family owned businesses in south Louisiana were
described was age of the family owned business defined as the number of years in
operation. To report this variable respondents were asked to select the appropriate
business age category. Of the 23 study participants who provided usable data, the largest
group (n =17, 73.9%) reported an age of 20 or more years. The business age categories
of 1-2 years and 3-5 years contained zero participants, while the 6-10 year category
contained two participants (see Table 3).

Table 3 Age of Family Owned Businesses in South Louisiana that had Completed a
Succession and had a Written Succession Plan

Age of FOB Frequency Percent
1-2 Years 0 0.0
3-5 Years 0 0.0
6-10 Years 2 8.7
11-20 Years 4 17.4
20 + Years 17 73.9
Total 23 100
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Incumbent's Educational Level

The second variable examined was the level of the incumbent’s (retired leader)
education. The largest group of respondents (n = 9, 39.1%) indicated that the incumbent
had earned a bachelor’s degree, while the second largest group (n =7, 30.4%) had earned
a high school diploma. Only one participant (4.3%) reported a degree beyond a
bachelor’s degree. Six or 26% of the participants reported having completed some
college, with one of these participants (4.3%) obtaining an associate degree (see Table 4).

Table 4 Incumbent’s Educational Level within Family Owned Businesses in South
Louisiana that had Completed a Succession and had a Written Succession Plan

Incumbent’s Education Frequency Percent
High School Diploma 7 30.4
Some College 5 21.7
Associate Degree 1 4.3
Bachelor’s Degree 9 39.1
Master’s Degree 1 4.3
Doctoral Degree 0 0.0
Total 23 100

Successor's Educational Level

The third variable examined was the level of the successor’s (new leader)
education. The largest group of respondents (n = 13, 56.5%) reported that the successor
had earned a bachelor’s degree, while the second largest group (n = 4, 17.4%) had earned
a master’s degree. Categories including high school diploma, some college, associate
degree, and doctoral degree had frequencies, between 1 and 2, and made up a combined

total 26% of the respondents (see Table 5).
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Table 5 Successor’s Educational Level within Family Owned Businesses in South
Louisiana that had Completed a Succession and had a Written Succession Plan

Successor’s Education Frequency Percent
High School Diploma 1 4.3
Some College 2 8.7
Associate Degree 2 8.7
Bachelor’s Degree 13 56.5
Master’s Degree 4 17.4
Doctoral Degree 1 4.3
Total 23 100

Number of Employees on Payroll

The fourth variable examined was the number of employees on payroll.

Respondents were asked to select the appropriate category of number of employees. The

largest group (n = 8, 34.8%) indicated the category “1-10” employees on payroll. The

categories that were selected by the second largest number of respondents were “26-50”

employees and “101 or more” employees (n =5, 21.7% each) (see Table 6).

Table 6 Number of Employees on Payroll within Family Owned Businesses in South
Louisiana that had Completed a Succession and had a Written Succession Plan

Number of Employees Frequency Percent
1-10 8 34.8
11-25 3 13.0
26-50 5 21.7
51-100 2 8.7
101 + 5 21.7
Total 23 100
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Type of Business

The fifth variable examined was the type of business. Respondents from many
industries completed the FOB Perception of Successful Succession Inventory survey.
The respondents were provided with eight business types from which to select, with an
option for reporting "Other". The largest group of respondents (n = 6, 26.1%) reported
that their family owned business was in the service industry. The type of business
reported by the second largest group (n =5, 21.7%) was “Other”. Of the types of
businesses, manufacturing was reported by the third largest group of respondents (n = 4,
17.4%) (See Table 7).

Table 7 Type of Business within Family Owned Businesses in South Louisiana that had
Completed a Succession and had a Written Succession Plan

Type of Business Frequency Percent
Service 6 26.1
Other 5 21.7
Manufacturing 4 17.4
Oil and Gas 2 8.7
Retail 2 8.7
Healthcare 2 8.7
Restaurant 1 4.3
Industrial 1 4.3
Total 23 100

Whether or not Leadership Prepared a Quality Succession Plan
The sixth variable examined was whether or not leadership prepared a quality
succession plan. The researcher selected seven components to determine the quality of

plan score. Of the seven components, the largest group (n =20, 87.0%) answered “Yes”
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to component 5: the plan included an ownership transition plan. The second largest
“Yes” response (n =17, 73.9%) indicated component 4: the plan included a leadership
transition plan. The smallest group (n = 10, 43.3%) reported both component 2: range of
candidates — family or external and component 3: the plan included governance
guidelines (see Table 8).

Table 8 Quality of Plan Score Components by Family Owned Businesses in South
Louisiana that had Completed a Succession and had a Written Succession Plan

Frequency & Percent
Plan Score Component
Yes/ % No / %
Component 5: The plan included an ownership
- 20/ 87.0% 3/13.0%
transition plan
Component 4: The plan included a leadership
- 17173.9% 6/26.1%
transition plan
Component 6: The plan included a timeframe
) ) 15/65.2% 8/34.8%
for succession completion
Component 1: The plan defined selection
o 14/ 60.9% 9/39.1%
criteria of a successor
Component 7: The plan addressed development
12 /52.2% 11/47.8%
of the successor
Component 3: The plan included governance
o 10/ 43.5% 13/56.5%
guidelines
Component 2: Range of candidates — family or
10/43.3% 13/56.5%
external
Note. (n=23)

The researcher designed a Succession Plan Quality Score based on seven selected
aspects of the Integrative Model for Successful FOB Successions designed by Miller,

Steier, and Breton-Miller (2004). The planning aspects used in this study were formulated
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based on the Ground Rules & 1% Steps and Nurturing/Development of Successors portion
of the successful succession model. The selected aspects include the following
components: 1) defined selection criteria of a successor, 2) range of candidates (family
and external), 3) governance guidelines (rules for ownership, boards, and councils), 4)
leadership transition plan, 5) ownership transition plan, 6) defined time frame for
succession completion, and 7) development of the successor (education, training, career
development. Each item was measured using a “Yes” (1 point) or “No” (0 points)
response. Based on seven questions, each respondent has the opportunity to score
between 0 and 7 points. The higher the point value, the higher the quality of the
succession plan.

The researcher established an Interpretive Scale to report quality of the plan
scores. The quality of the plan score ranges from 0 -7 points and the quality scale is
partitioned as follow: 0-1 Points = Low Quality (LQ), 2-3 Points = Moderate Low (ML),
4-5 Points = Moderate High (MH), and 6-7 Points = High Quality (HQ). Three
respondents (N = 3, 13%) received a quality score of 7, meaning the prepared plan was of
high quality. Five respondents (N=5, 21.7%) received a quality score of 6, meaning the
prepared plan was of high quality. No respondent received a zero score; however, three
respondents (N = 3, 13%) received a quality plan score of 1, which indicates that a low

quality plan was prepared (see Table 9).
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Table 9 Quality of Plan Scores of Family Owned Businesses in South Louisiana that
had Completed a Succession and had a Written Succession Plan

Quality Score Frequency Percent |gtaetrepgr§:i;ge
1 3 13.0 LQ
2 2 8.7 ML
3 4 17.4 ML
4 2 8.7 MH
5 4 17.4 MH
6 S 21.7 HQ
7 3 13.0 HQ
Total 23 100

qnterpretive Scale was coded: 0-1 Points = Low Quality (LQ), 2-3 Points = Moderate
Low (ML), 4-5 Points = Moderate High (MH), and 6-7 Points = High Quality (HQ)

Whether or not there was a Positive Revenue Performance Subsequent to Succession
The seventh and final variable examined in objective one was whether or not
there was a positive revenue performance subsequent to succession. Of the 23
respondents, 20 (87.0%) reported “Yes” and 3 (13.0%) reported “No”.
Objective Two Results
The second objective was to determine how family owned business owners and
managers in south Louisiana perceive the following selected aspects of succession
planning:
a) Degree to which a firm commitment to successful succession was signaled to
stakeholders throughout the planning process;
b) Degree to which the leadership began the succession planning process in a

timely manner;
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c) Degree to which the incumbent and successor learned throughout the planning

process;

d) Degree to which stakeholders were satisfied with the succession process;

e) Degree to which family members were harmonious during and after the

succession process;

f) Degree to which planning contributed to a successful transition.

Objective two was to determine the perceptions family owned business owners
and managers have regarding succession planning and success. This analysis begins with
determining the mean and standard deviation of each perception item measured in the
FOB Perception of Successful Succession Inventory survey. Participants rated their level
of agreement based on a 4-point Likert-type scale with the following descriptors:
Strongly Disagree = 1, Disagree = 2, Agree = 3, and Strongly Agree = 4. The mean of
the item scores range from 2.65 to 3.53. These ratings are determined from the
completion of 19 perception items grouped into six perception factors. The perception
factors include Commitment to Stakeholders, Early Preparation, Learning that Occurs,
Satisfied Stakeholders, Harmonious Family Members, and Planning and Success.

Family owned business owners and managers showed the highest level of
agreement was with the statement “Planning for succession early is important to
successful succession” (Mean = 3.74, SD = .541). The second highest level of agreement
is with the statement “Planning had a positive effect on the overall succession process”
(Mean = 3.52, SD =.846). The lowest level of agreement was indicated with the
statement “Employees were engaged throughout the succession process” (Mean = 2.61,

SD = .941).
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The researcher established an Interpretative Scale to link the reported mean scores
to the level of agreement statements Strongly Disagree (SD), Disagree (D), Agree (A),
and Strongly Agree (SA). Of the 19 perception statements, the level of agreement was
Agree (A) on 17 items and Strongly Agree (SA) on two items. The two items with
Strongly Agree (SA) include “Planning for succession early is important to successful
succession” and “Planning had a positive effect on the overall succession process” (see
Table 10).

Table 10 Perception of Succession Planning as Reported by Family Owned Businesses
Located in South Louisiana

Perception Statement Mean? Star_ldgrd Interpretl\ée
Deviation Category

Planning for succession early is important 374 541 SA

to successful succession

Planning had a positive effect on the 352 846 SA

overall succession process

The successor Iea_lrned throughout the 3.48 290 A

succession planning process

Custqmer relationship |mproved.or 3.48 730 A

remained the same after succession

The succession process at my company 3.43 843 A

was successful

Vendor relationship |rr_1proved or remained 3.39 299 A

the same after succession

Leadership demonstrated commitment to a

successful succession through the 3.36 .902 A

suCCession process

The succession plan placed the needs of 3.30 974 A

the organization at the forefront

The mc_umbent Ie_arned throughout the 3.30 899 A

succession planning process
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(Table 10 continued)

Perception Statement Mean? Star)da}rd Interpretlveb
Deviation Category

Planning for the succession began well 3.96 864 A

before the process actually began

The transition of leadership was smooth

and there were no disruptions in the 3.26 752 A

business

Fa_lm!ly members have defined roles 3.92 902 A

within the firm

Employee turnover |m_proved or remained 317 778 A

the same after succession

Family members’ relationship has

improved or remained the same after 3.09 1.083 A

succession

There was effective communication

among family members throughout the 3.09 1.041 A

succession planning process

Employ_ees were informed throughout the 5 96 878 A

succession process

Employ_ees Iearn(_ad throughout the 578 205 A

succession planning process

R_egular meetings were conducted to 265 1071 A

discuss the succession process

Employ_ees were engaged throughout the 561 941 A

succession process

Note. n = 23

aMean: Response scale used was: 1 = Strongly Disagree; 2 = Slightly Disagree; 3 =
Slightly Agree; and 4 = Strongly Agree

bInterpretative Scale was coded: 1.0 — 1.5, Strongly Disagree (SD); 1.51 — 2.5, Disagree
(D); 2.51 - 3.5, Agree (A); 3.51 — 4.0, Strongly Agree (SA).

To further examine the perceptions of family owned businesses in south
Louisiana regarding succession planning success, the researcher conducted a factor
analysis on each of the six factors identified, which include, commitment to stakeholders,
early preparation, learning that occurs, satisfied stakeholders, harmonious family

members, and planning and success. It is acknowledged that the numbers were too small

to do a global factor analysis. Therefore, each design factor was analyzed separately to
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determine if the items in that factor effectively grouped together. To do this, the
researcher entered the items in each factor into a factor analysis and forced the number of
factors to extract to one. The component factor loadings were then examined to
determine if all loadings met the criteria for satisfactory inclusion levels (>.40) (Hair,
Black, Babin, & Anderson, 2006). These loadings for each factor are presented in Tables
11-16. All loadings on all factors exceeded .50; therefore, they met the criteria and the
items in each factor were judged to be appropriately grouped together.

Table 11  Perception of Commitment to Stakeholders as Reported by Family Owned
Businesses Located in South Louisiana

Perception Statement Loadings
Employees were informed throughout the succession process .897
Employees were engaged throughout the succession process .857

Leadership demonstrated commitment to a successful succession

through the succession process UL

Table 12 Perception of Early Preparation as Reported by Family Owned Businesses
Located in South Louisiana

Perception Statement Loadings
Planning for the succession began well before the process actually 901
began
Regular meetings were conducted to discuss the succession process .857
Planning for succession early is important to successful succession 577

Table 13 Perception of Learning that Occurs as Reported by Family Owned Businesses
Located in South Louisiana

Perception Statement Loadings
The successor learned throughout the succession planning process .878
The incumbent learned throughout the succession planning process .814
Employees learned throughout the succession planning process .641
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Table 14 Perception of Satisfied Stakeholders as Reported by Family Owned Businesses
Located in South Louisiana

Perception Statement Loadings
The succession plan placed the needs of the organization at the forefront .960
Employee turnover improved or remained the same after succession .955
Vendor relationships improved or remained the same after succession 877
Customer relationships improved or remained the same after succession .841

Table 15 Perception of Harmonious Family Members as Reported by Family Owned
Businesses Located in South Louisiana

Perception Statement Loadings
Family members have defined roles within the firm .837
There was gffective (_:ommunication among family members throughout 891
the succession planning process
Family members’ relationship has improved or remained the same after 715

succession

Table 16 Perception of Planning and Success as Reported by Family Owned Businesses
Located in South Louisiana

Perception Statement Loadings
Planning had a positive effect on the overall succession process 929
The succession process at my company was successful .820

The transition of leadership was smooth and there were no disruptions

in the business 812

Based on these results, the researcher computed a factor score for each of the six
factors in succession planning. Each score is computed using the respondent’s level of
agreement as measured in the FOB Perception of Successful Succession Inventory
survey. Measurements were based on a 4-point Likert-type scale with the following
descriptors: Strongly Disagree = 1, Disagree = 2, Agree = 3, and Strongly Agree = 4.

The factor score analysis reported PAS Factor as the highest mean score (M = 3.40, SD =

46



.696). The factor with the lowest mean score was CTS Factor (M = 2.97, SD .758) (see

Table 17).
Table 17 Computed Factor Scores Based on Six Factors in Succession Planning
CTS HFM LTO EP Factor SS PAS
Factor | Factor | Factor Factor Factor
N 23 23 23 23 23 23
Mean 2.97 3.13 3.18 3.21 3.33 3.40
Std. Deviation 758 .802 626 671 725 .696

Note. Computed factors: CTS = Commitment to Stakeholders; EP = Early Preparation;
LTO = Learning that Occurs; SS = Satisfied Stakeholders; HFM = Harmonious Family
Members; and PAS = Planning and Success

Objective Three Results

The third objective was to determine if a relationship exists between how family
owned business owners and managers in south Louisiana perceive selected aspects of
succession planning and the following variables:

a) Age of the family owned business based on number of years in business;

b) Incumbent’s educational level;

c) Successor’s educational level;

d) Number of employees on payroll ;

e) Type of business (retail, service, manufacturing, etc.);

f) Whether or not leadership prepared a quality succession plan;

g) Whether or not there was a positive revenue performance subsequent to

succession.

Age of the Family Owned Business Based on Number of Years in Business

The first step for this objective is to examine if a relationship exists between how
family business owners and managers in south Louisiana perceive selected aspects of
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succession planning and the age of the family owned business. Data for this variable was
collected by asking respondents to select the appropriate business age category.
Categories included “1-2 Years”, “3-5 Years”, “6-10 Years”, “11-20 Years”, and “20 +
Years”. Data for family owned business perceptions include the six sub-scale scores
identified in objective two. Because the age data was ordinal data and the perceptions
were continuous, the researcher chose the Spearman’s rank-order correlation coefficient
technique to analyze the relationship between the two variables. Of the six aspects of
succession planning examined, “satisfied stakeholders” had a computed coefficient of rs =
44, (p = .03); therefore, based on Davis’ Descriptors, a moderate positive relationship
was found between age of family owned businesses and perceptions of satisfied
stakeholders (Kotrlik, Williams, & Jabor, 2011). So family owned business owners and
managers of older businesses tended to have more positive perceptions regarding the
items in the “satisfied stakeholders” scale. The remaining five factors were not found to
significantly relate to the age of the family owned businesses (see Table 18).

Table 18 Relationship Between Age of Family Owned Business and Perceptions of
Selected Aspects of Succession Planning

Aspect of Succession Planning n rs? p

SS Factor 23 44 .035
PAS Factor 23 21 .349
HFM Factor 23 18 409
EP Factor 23 A7 432
LTO Factor 23 .08 .702
CTS Factor 23 .05 .807

Note. Aspects of Succession Planning: CTS = Commitment to Stakeholders; EP = Early
Preparation; LTO = Learning that Occurs; SS = Satisfied Stakeholders; HFM =
Harmonious Family Members; and PAS = Planning and Success

rs2 Moderate association based on Davis’ Descriptors (.01 to .09 = Negligible association,
.10 to .29 = Low association, .30 to .49 = Moderate association, .50 to .69 = Substantial
association, .70 or higher = Very strong association)
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Incumbent’s Educational Level

The second step for this objective is to examine if a relationship exists between
how family business owners and managers in south Louisiana perceive selected aspects
of succession planning and the incumbent’s educational level. To report this variable,
respondents were asked to select the appropriate education category. Categories included
“High School Diploma”, “Some College, No Degree”, “Associate Degree”, “Bachelor’s
Degree”, “Master’s Degree”, “Doctorate Degree”, and “Other”. Because the education
data was ordinal in nature and the perception data was continuous, the researcher chose
the Spearman’s rank-order correlation coefficient technique to analyze the relationship
between the two variables. Of the six aspects of succession planning examined, “learning
that occurs” had a computed coefficient of rs = -.46, (p = .03); therefore, a moderate
negative relationship was found between the incumbent’s educational level and “learning
that occurs”. In other words, incumbents with higher levels of education tend to have a
more negative perception regarding the items in the “learning that occurs” sub-scale. The
remaining five factors were not found to significantly relate to the incumbent’s
educational level (see Table 19).

Table 19 Relationship Between Incumbent’s Educational Level and Perceptions of
Selected Aspects of Succession Planning

Aspect of Succession Planning n rs p
LTO Factor 23 -.46 .028
HFM Factor 23 -.36 .093
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(Table 19 continued)

Aspect of Succession Planning n rs? p

SS Factor 23 -.30 157
EP Factor 23 -.18 419
CTS Factor 23 -.03 899
PAS Factor 23 -.01 .988

Note. Aspect of Succession Planning: CTS = Commitment to Stakeholders; EP = Early
Preparation; LTO = Learning that Occurs; SS = Satisfied Stakeholders; HFM =
Harmonious Family Members; and PAS = Planning and Success

rs2 Moderate association based on Davis’ Descriptors (.01 to .09 = Negligible association,
.10 to .29 = Low association, .30 to .49 = Moderate association, .50 to .69 = Substantial
association, .70 or higher = Very strong association)

Successor’s Educational Level

The third step for this objective is to examine if a relationship exists between how
family business owners and managers in south Louisiana perceive selected aspects of
succession planning and the successor’s educational level. To report this variable,
respondents were asked to select the appropriate education category. Categories included
“High School Diploma”, “Some College, No Degree”, “Associate Degree”, “Bachelor’s
Degree”, “Master’s Degree”, “Doctorate Degree”, and “Other”. Because the education
data was categorical and the perception data was continuous, the researcher chose the
Spearman’s rank-order correlation coefficient technique to analyze the relationship
between the two variables. Of the six aspects of succession planning examined, early
preparation had a computed coefficient of rs = -.51, (p = .01), and satisfied stakeholders
had a computed coefficient of rs = -.48, (p =.02). Therefore, a moderate negative
relationship was found between the incumbent’s educational level and both perceptions
of “early preparation” and “satisfied stakeholders”. In other words, successors with

higher levels of education tend to have a more negative perception regarding the items in
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the early preparation and satisfied stakeholders sub-scales. The remaining four factors
were not found to significantly relate to the successor’s educational level (see Table 20).

Table 20 Relationship Between Successor’s Educational Level and Perceptions of
Selected Aspects of Succession Planning

Aspect of Succession Planning n rs? p

EP Factor 23 -51 014
SS Factor 23 -.48 .020
CTS Factor 23 -.40 .060
LTO Factor 23 -.24 .265
HFMF Factor 23 -17 450
PAS Factor 23 -.13 .566

Note. Aspect of Succession Planning: CTS = Commitment to Stakeholders; EP = Early
Preparation; LTO = Learning that Occurs; SS = Satisfied Stakeholders; HFM =
Harmonious Family Members; and PAS = Planning and Success

rs2 Moderate association based on Davis’ Descriptors (.01 to .09 = Negligible association,
.10 to .29 = Low association, .30 to .49 = Moderate association, .50 to .69 = Substantial
association, .70 or higher = Very strong association)

Number of Employees on Payroll

The fourth step for this objective is to examine if a relationship exists between
how family business owners and managers in south Louisiana perceive selected aspects
of succession planning and the number of employees on payroll. To report this variable,
respondents were asked to select the appropriate number of employee’s category.
Categories included “1-107, “11-25”, “26-50”, “51-100”, and “101 +”. Because the
number of employees’ data was ordinal in nature and the perception data was continuous,
the researcher chose the Spearman’s rank order correlation coefficient technique to
analyze the relationship between the two variables. Of the six aspects of succession
planning examined, no significant relationship was found between number of employees

on payroll and perceptions of selected aspects of succession planning (see Table 21).
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Table 21 Relationship Between Number of Employees on Payroll and Perceptions of
Selected Aspects of Succession Planning

Aspect of Succession Planning n rs? p

LTO Factor 23 31 145
SS Factor 23 A7 442
EP Factor 23 A2 .584
PAS Factor 23 .04 .841
CTS Factor 23 .01 .955
HFM Factor 23 -.24 277

Note. Aspect of Succession Planning: CTS = Commitment to Stakeholders; EP = Early
Preparation; LTO = Learning that Occurs; SS = Satisfied Stakeholders; HFM =
Harmonious Family Members; and PAS = Planning and Success

rs? Moderate association based on Davis’ Descriptors (.01 to .09 = Negligible association,
.10 to .29 = Low association, .30 to .49 = Moderate association, .50 to .69 = Substantial
association, .70 or higher = Very strong association)

Type of Business

The fourth step for this objective is to examine if a relationship exists between
how family business owners and managers in south Louisiana perceive selected aspects
of succession planning and the type of business. Due to the low sample size for each
response for the type of business variable, the researcher was unable to make a
comparison based on the type of business (see Table 7).
Whether or Not Leadership Prepared a Quality Succession Plan

The sixth step for this objective is to examine if a relationship exists between how
family business owners and managers in south Louisiana perceive selected aspects of
succession planning and whether or not leadership prepared a quality succession plan. To
report this variable, respondents were asked to select “Yes” or “No” for seven items on
the FOB Perception of Successful Succession Inventory. These items included selected
successful planning components identified in family owned business literature. The

quality of plan score, from objective one, was correlated with the six perception sub-scale
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scores. Because both variables were continuous, the researcher chose to use the Pearson r
correlation coefficient method to analyze the relationship between the two variables. Of
the six aspects of succession planning examined, “early preparation” had a computed
coefficient of r = .54, (p =.01), “commitment to stakeholders” had a computed
coefficient of r = .50, (p =.01), and “harmonious family members” had a computed
coefficient of r = .50, (p =.02). Therefore, a moderate positive relationship was found
between whether or not leadership prepared a quality succession plan and perceptions of
early preparation, commitment to stakeholders, and harmonious family members. In
other words, family owned businesses that prepared a quality succession plan tend to
have a more positive perception regarding the items in the “early preparation”,
“commitment to stakeholders”, and “harmonious family members” sub-scales. The
remaining three factors were not found to significantly relate to whether or not leadership
prepared a quality succession plan (see Table 22).

Table 22 Relationship Between Quality of the Plan and Perceptions of Selected Aspects
of Succession Planning

Aspect of Succession Planning n rt p

EP Factor 23 54 .008
CTS Factor 23 50 014
HFM Factor 23 .50 .016
PAS Factor 23 41 .052
LTO Factor 23 .35 107
SS Factor 23 34 118

Note. Aspect of Succession Planning: CTS = Commitment to Stakeholders; EP = Early
Preparation; LTO = Learning that Occurs; SS = Satisfied Stakeholders; HFM =
Harmonious Family Members; and PAS = Planning and Success

r* Moderate association based on Davis’ Descriptors (.01 to .09 = Negligible association,
.10 to .29 = Low association, .30 to .49 = Moderate association, .50 to .69 = Substantial
association, .70 or higher = Very strong association)
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Whether or Not There Was a Positive Revenue Performance Subsequent to Succession

The seventh step for this objective is to examine if a relationship exists between
how family business owners and managers in south Louisiana perceive selected aspects
of succession planning and whether or not there was a positive revenue performance
subsequent to succession. To report this variable, respondents were asked to select “Yes”
or “No” for a single item on the FOB Perception of Successful Succession Inventory.
Because this information was measured as a dichotomous variable and the other variable
was continuous, the researcher chose to use the Point Biserial correlation coefficient
method to analyze the relationship between the two variables. Of the six aspects of
succession planning examined, “planning and success” had a computed coefficient of r =
48, (p = .02), and “harmonious family members” had a computed coefficient of r = .45,
(p =.03). Therefore, a moderate positive relationship was found between maintaining
positive revenue performance subsequent to succession and perceptions of “planning and
success” and “harmonious family members”. In other words, family owned businesses
that maintained positive revenue performance subsequent to succession tend to have a
more positive perception regarding the items in the “planning and success” and
“harmonious family members” sub-scales. The remaining four factors were not found to
significantly relate to whether or not leadership prepared a quality succession plan (see
Table 23).

Table 23 Relationship between Subsequent Positive Revenue Performance and
Perceptions of Selected Aspects of Succession Planning

Aspect of Succession Planning n rt p

PAS Factor 23 48 019
HFM Factor 23 A5 .032
EP Factor 23 33 130
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(Table 23 continued)

Aspect of Succession Planning n rt p

SS Factor 23 .32 136
CTS Factor 23 22 .320
LTO Factor 23 -.23 .286

Note. Aspect of Succession Planning: CTS = Commitment to Stakeholders; EP = Early
Preparation; LTO = Learning that Occurs; SS = Satisfied Stakeholders; HFM =
Harmonious Family Members; and PAS = Planning and Success

r* Moderate association based on Davis’ Descriptors (.01 to .09 = Negligible association,
.10 to .29 = Low association, .30 to .49 = Moderate association, .50 to .69 = Substantial
association, .70 or higher = Very strong association)

Objective Four Results

The fourth objective was to determine if a model exists that explains a significant
portion of the variance in the perception of family owned business owners and managers
in south Louisiana regarding selected aspects of succession planning from the following
variables:

a) Age of the family owned business based on number of years in business;

b) Incumbent's educational level,

c) Successor's educational level;

d) Number of employees on payroll;

e) Whether or not leadership prepared a quality succession plan;

f) Whether or not there was a positive revenue performance subsequent to

succession.

To accomplish this objective, each of the perception sub-scale scores was used as
the dependent variable in a separate multiple regression analysis with the selected
demographic characteristics used as the independent variables. Stepwise entry of the
variable was used due to the exploratory nature of this study. The first step in each

regression was to examine the bivariate correlations between the demographic variables
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and the respective perception sub-scale scores. If any of the demographic variables had
a significant relationship with the perception sub-scale, the bivariate correlation analysis
was followed by a multiple regression analysis to determine the model that best explained
the perception sub-scale under analysis. Each of the perception sub-scales are presented
separately in the following sections.

Commitment to Stakeholders (CTS Factor)

The first factor sub-scale analyzed was commitment to stakeholders (CTS). In
this model, the CTS factor was the dependent variable and the demographic
characteristics in the study were treated as independent variables. Of the six variables,
only one had a significant correlation, quality of plan (r = .50, p =.01). This correlation
was described as a substantial association based on Davis’ Descriptors for the magnitude
of correlation coefficients. The remaining five variables reported either low, moderate,
or negligible associations (Kotrlik et al., 2011) (see Table 24).

Table 24 Relationship Between the Perception Regarding Successful Succession

Planning in Family Owned Business Sub-scale CTS and Selected Demographic
Characteristics

Independent Variable r n p Descriptor®
Quality Plan .50 23 .007 Substantial
Successor Education -.31 23 073 Moderate
Maintained Revenue 22 23 .160 Low
FOBAge 10 23 322 Low
Incumbent Education -.05 23 406 Negligible
Number of Employees .03 23 445 Negligible

Note. Dependent variable: CTS Factor (commitment to stakeholders)

®Davis’ Descriptors (.01 to .09 = Negligible association, .10 to .29 = Low association, .30
to .49 = Moderate association, .50 to .69 = Substantial association, .70 or higher = Very
strong association)

A stepwise multiple regression analysis was then conducted utilizing the
demographic variables noted above as the independent variables and the commitment to
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stakeholders (CTS) as the dependent variable. The results of the regression analysis
showed that quality of plan was the only variable that entered the model explaining a
significant portion of the variance in the CTS sub-scale score F (1,21) =7.13, p = .01.
The standardized beta coefficient was .50 for quality of plan, indicating that a higher
quality succession plan, tended to be associated with a higher CTS factor score. The
variable quality of plan explained 25% of the variance in the CTS sub-scale (see Table
25).

Table 25 ANOVA Summary Table and Model Summary for Stepwise Multiple
Regression Predicting Commitment to Stakeholder Scores from Demographic Factors

Model SSum of df Mean Square F Sig.
quares
Regression 3.21 1 3.21 7.13 .0142
Residual 9.44 21 45
Total 12.65 22
Model Summary
: Standardized
Model R R R Square F Change | df Sig. F Coefficient
Square | Change Change
Beta
Quality of a
the Plan .50 .25 .25 7.13 1,21 .014 .50
Excluded Variables
Model t Sig.
Successor Education -.76 458
Maintained Revenue .66 514
Number of Employees -.45 .658
FOBAge -.45 .658
Incumbent Education .16 877

Note. N =23, Dependent Variable: CTS Factor (commitment to stakeholders)
Predictors: Quality of the Plan
Early Planning (EP Factor)

The second factor sub-scale analyzed was early planning (EP). In this model, EP

factor was the dependent variable and the demographic characteristics in the study were
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treated as independent variables. The bivariate analyses revealed that only one
characteristic had a significant correlation, quality of plan (r = .54, p = .01). This
correlation was described as a substantial association based on Davis’ Descriptors
magnitude of correlation coefficients guidelines. The remaining five variables reported
either moderate, low, or negligible association (see Table 26).

Table 26 Relationship Between the Perception Regarding Successful Succession

Planning in Family Owned Business Sub-scale EP and Selected Demographic
Characteristics

Independent Variable r n p Descriptor®
Quality Plan 54 23 .004 Substantial
Successor Education -43 23 .020 Moderate
Maintained Revenue .33 23 .065 Moderate
FOBAge 22 23 160 Low
Incumbent Education -.19 23 193 Low
Number of Employees 15 23 246 Low

Note. Dependent variable: EP Factor (Early Preparation)

®Davis’ Descriptors (.01 to .09 = Negligible association, .10 to .29 = Low association, .30
to .49 = Moderate association, .50 to .69 = Substantial association, .70 or higher = Very
strong association)

A stepwise multiple regression analysis was then conducted utilizing the
demographic variables noted above as the independent variables and early preparation
(EP) as the dependent variable. The results of the regression analysis showed that quality
of plan was the only variable that entered the model, explaining a significant portion of
the variance in the EP sub-scale score F (1,21) =8.71, p =.01. The standardized beta
coefficient was .54 for the quality of plan, indicating that the higher the quality of the
plan, the greater the EP factor score. The variable quality of plan explained 29% of the

variance in the EP sub-scale (see Table 27).
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Table 27 ANOVA Summary Table and Model Summary for Stepwise Multiple
Regression Predicting Early Planning Scores from Demographic Factors

Model gg&gr?; df Mean Square F Sig.
Regression 291 1 291 8.70 .008?
Residual 7.00 21 .33
Total 9.91 22
Model Summary
. Standardized
Model R quare Rcﬁgﬁgge F Change | df Csr:gﬁgFe Cog‘ficient
eta
t?]‘;a;'lzf’f 54| 29 29 871 | 1,21 | .008 54
Excluded Variables
Model t Sig.
Successor Education -1.43 .168
Maintained Revenue 1.27 219
Incumbent Education -.80 436
FOBAge 76 456
Number of Employees 15 .880

Note. N =23, Dependent Variable: EP Factor (Early Preparation)
Predictors: Quality of the Plan

Learning that Occurs (LTO Factor)

The third factor sub-scale analyzed was learning that occurs (LTO). In this
model, LTO factor was the dependent variable and the demographic characteristics in the
study were treated as independent variables. The bivariate analyses revealed that only
one characteristic had a significant correlation, incumbent education (r =-.49, p = .01).
This correlation was described as a moderate association based on Davis’ Descriptors
magnitude of correlation coefficients guidelines. The remaining five variables reported

either low or moderate association (see Table 28).
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Table 28 Relationship Between the Perception Regarding Successful Succession
Planning in Family Owned Business Sub-scale LTO and Selected Demographic
Characteristics

Independent Variable r n p Descriptor®
Incumbent Education -.49 23 .009 Moderate
Quality Plan .35 23 .053 Moderate
Number of Employees 24 23 130 Low
Maintained Revenue -.23 23 143 Low
Successor Education -.23 23 149 Low
FOBAge .02 23 468 Low

Note. Dependent variable: LTO Factor (Learning that Occurs)

®Davis’ Descriptors (.01 to .09 = Negligible association, .10 to .29 = Low association, .30
to .49 = Moderate association, .50 to .69 = Substantial association, .70 or higher = Very
strong association)

A stepwise multiple regression analysis was then conducted utilizing the
demographic variables noted above as the independent variables and learning that occurs
(LTO) as the dependent variable. The results of the regression analysis showed that
incumbent education was the only variable that entered the model, explaining a
significant portion of the variance in the LTO sub-scale score F (1,21) = 6.70, p = .02.
The standardized beta coefficient was -.49 for incumbent education, indicating that the
higher the education level of the incumbent, the lower the LTO factor score. The
variable incumbent education explained 24% of the variance in the LTO sub-scale (see
Table 29).

Table 29 ANOVA Summary Table and Model Summary for Stepwise Multiple
Regression Predicting Learning that Occurs Scores from Demographic Factors

Model SS;T;Q; df Mean Square F Sig.
Regression 2.09 1 2.09 6.70 0172
Residual 6.54 21 31
Total 8.63 22
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(Table 29 continued)
Model Summary

Standardiz
R R Square Sig. F ed
Model R Square | Change FChange | df Change | Coefficient
Beta
Incumbent | 50 | 5y 24 670 | 121 | .017 _49
Education
Excluded Variables
Model t Sig.
Number of Employees 1.95 .066
Quality Plan 1.67 107
Maintained Revenue -1.25 .226
FOBAge -.32 .753
Successor Education -.29 72

Note. N =23, Dependent Variable: LTO Factor (Learning that Occurs)
Predictors: Incumbent Education

Satisfied Stakeholder (SS Factor)

The fourth factor sub-scale analyzed was stakeholder satisfaction (SS). In this
model, SS factor was the dependent variable and the demographic characteristics in the
study were treated as independent variables. The bivariate analyses revealed that three
demographic variables had a significant correlation, FOBAge (r = .46, p = .02),
incumbent education (r = -.36, p =.05), and successors education (r = -.44, p =.02). This
correlation was described as a moderate association based on Davis’ Descriptors
magnitude of correlation coefficients guidelines. The remaining three variables reported
either moderate or negligible association (see Table 30).

A stepwise multiple regression analysis was conducted utilizing the demographic
variables noted above as the independent variables and satisfied stakeholders (SS) as the

dependent variable. The results of the regression analysis showed that FOBAge and
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Table 30 Relationship Between the Perception Regarding Successful Succession
Planning in Family Owned Business Sub-scale SS and Selected Demographic
Characteristics

Independent Variable r n p Descriptor®
FOBAge 46 23 015 Moderate
Successor Education -44 23 .018 Moderate
Incumbent Education -.36 23 .046 Moderate
Quality Plan 34 23 .059 Moderate
Maintained Revenue 32 23 .068 Moderate
Number of Employees .08 23 .352 Negligible

Note. Dependent variable: SS Factor (satisfied stakeholders)

®Davis’ Descriptors (.01 to .09 = Negligible association, .10 to .29 = Low association, .30
to .49 = Moderate association, .50 to .69 = Substantial association, .70 or higher = Very
strong association)

successor education were the only variables that entered the model, each explaining a
significant portion of the variance in the SS sub-scale score F (2,20) =5.50, p=.01. The
standardized coefficient for FOBAge in the final model was .404, indicating that the
higher the FOBAQge level, the greater the SS factor score when successor education is
held constant. The standardized beta coefficient for successor education in the final
model was -.388, indicating that, as the educational level of the successor increased, the
SS Factor score decreased when age of business is held constant. The variables FOBAge
and successor educational level explained 36% of the variance in the SS sub-scale (see
Table 31).

Table 31 ANOVA Summary Table and Model Summary for Stepwise Multiple
Regression Predicting Stakeholder Satisfaction Scores from Demographic Factors

Sum of

Model Squares df Mean Square F Sig.
Regression 4.11 1 2.05 5.50 .012°
Residual 7.47 20 37

Total 11.58 22
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(Table 31 continued)
Model Summary

R R Square Siq. E Standardized

Model R g F Change | df 9. Coefficient
Square | Change Change B
eta
FOBAge 462 21 21 5.47 1,21 .029 .45
Successor | gon | 36 29 460 | 121 | .045 -39
Education
Excluded Variables

Model t Sig.
Maintained Revenue 1.29 213
Incumbent Education -1.12 .276
Quality of Plan .83 417
Number of Employees -.35 734

Note. N =23, Dependent Variable: SS Factor (satisfied stakeholders)
Predictors: FOBAge
bPredictors: FOBAge, Successor Education

Harmonious Family Members (HFM Factor)

The fifth factor sub-scale analyzed was harmonious family members (HFM). In
this model, HFM factor was the dependent variable and the demographic characteristics
in the study were treated as independent variables. The bivariate analyses revealed that
two variables had a significant correlation, quality of plan (r = .50, p =.01) and
maintained revenue (r = .45, p =.02). The quality of plan correlation was described as a
substantial association based on Davis’ Descriptors magnitude of correlation coefficients
guidelines. The remaining five variables reported either low or moderate association (see
Table 32).

A stepwise multiple regression analysis was then conducted utilizing the

demographic variables noted above as the independent variables and harmonious family
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Table 32 Relationship Between the Perception Regarding Successful Succession
Planning in Family Owned Business Sub-scale HFM and Selected Demographic
Characteristics

Independent Variable r n p Descriptor®
Quality Plan .50 23 .008 Substantial
Maintained Revenue 45 23 016 Moderate
Incumbent Education -.30 23 .086 Moderate
FOBAge 21 23 170 Low
Number of Employees -21 23 172 Low
Successor Education -.15 23 245 Low

Note. Dependent variable: HFM Factor (Harmonious Family Members)

®Davis’ Descriptors (.01 to .09 = Negligible association, .10 to .29 = Low association, .30
to .49 = Moderate association, .50 to .69 = Substantial association, .70 or higher = Very
strong association)

members (HFM) as the dependent variable. The results of the regression analysis showed
that quality of plan was the only variable that entered the model, explaining a significant
portion of the variance in the HFM sub-scale score F (1,21) =6.85, p=.02. The
standardized beta coefficient was .50 for the independent variable, indicating that the
higher the quality of plan, the greater the HFM factor. The variable quality of plan
explained 25% of the variance in the HMF sub-scale (see Table 33).

Table 33 ANOVA Summary Table and Model Summary for Stepwise Multiple
Regression Predicting Harmonious Family Members Score from Demographic Factors

Model SS;S;;]; df Mean Square F Sig.
Regression 3.48 1 3.48 6.85 0162
Residual 10.68 21 51
Total 14.16 22
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(Table 33 continued)
Model Summary

R R Square Siq. E Standardized
Model R g F Change | df 9. Coefficient
Square | Change Change
Beta
Quality of | g0 | o5 25 685 | 121 | .016 50
the Plan
Excluded Variables
Model t Sig.
Maintained Revenue 2.06 .052
Number of Employees -1.82 .083
Incumbent Education -1.38 .183
FOBAge 72 478
Successor Education 14 .894

Note. N =23, Dependent Variable: HFM Factor (Harmonious Family Members)
Predictors: Quality of the Plan

Planning and Success (PAS Factor)

The sixth factor sub-scale analyzed was planning and success (PAS). In this
model, PAS factor was the dependent variable and the demographic characteristics in the
study were treated as independent variables. The bivariate analyses revealed that two
variables had a significant correlation, maintain revenue (r = .48, p = .01) and quality of
plan (r = .41, p = .03). These correlations were described as moderate association based
on Davis’ Descriptors magnitude of correlation coefficients guidelines. The remaining
four variables reported low, moderate, or negligible association (see Table 34).

A stepwise multiple regression analysis was then conducted utilizing the
demographic variables noted above as the independent variables and planning and

success (PAS) as the dependent variable.
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Table 34 Relationship Between the Perception Regarding Successful Succession
Planning in Family Owned Business Sub-scale PAS and Selected Demographic
Characteristics

Independent Variable r n p Descriptor®
Maintained Revenue 48 23 .010 Moderate
Quality Plan 41 23 .026 Moderate
FOBAge .26 23 115 Low
Successor Education -.16 23 315 Low
Incumbent Education -.13 23 .280 Low
Number of Employees -.05 23 414 Negligible

Note. Dependent variable: PAS Factor (Planning and Success)

®Davis’ Descriptors (.01 to .09 = Negligible association, .10 to .29 = Low association, .30
to .49 = Moderate association, .50 to .69 = Substantial association, .70 or higher = Very
strong association)

The results of the regression analysis showed that maintained revenue was the only
variable that entered the model, explaining a significant portion of the variance in the
PAS sub-scale score F (1,21) =6.42, p =.02. The standardized beta coefficient was .484
for maintained revenue, indicating that if revenue was maintained or increased, the
greater the PAS factor score. The variable maintained revenue explained 23% of the

variance in the PAS sub-scale (see Table 35).

Table 35 ANOVA Summary Table and Model Summary for Stepwise Multiple
Regression Predicting Planning and Success Scores from Demographic Factors

Model SS(qulzgr?; df Mean Square F Sig.
Regression 2.50 1 2.50 6.42 .019?
Residual 8.16 21 .39

Total 10.66 22
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(Table 35 continued)

Model Summary

R R Square Siq. E Standardized
Model R g F Change | df 9. Coefficient
Square | Change Change B
eta
Maintained | oo | 53 23 642 | 121 | .02 48
Revenue
Excluded Variables
Model t Sig.
Quality of Plan 1.80 .088
FOBAge .88 .389
Incumbent Education -.65 522
Successor Education -43 674
Number of Employees 15 .880

Note. N =23, Dependent Variable: PAS Factor (Planning and Success)
Predictors: Maintained Revenue
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CHAPTER 5: SUMMARY
Summary of Purpose and Specific Objectives
The primary purpose of this study was to determine the influence that selected
aspects of succession planning and selected demographic characteristics have on the level
of success in the succession of family owned businesses in south Louisiana.
The following objectives were developed to facilitate this study:
1. Describe family owned businesses in south Louisiana in terms of the following
characteristics:
a) Age of the family owned business based on number of years in business;
b) Incumbent's educational level,
c) Successor's educational level,
d) Number of employees on payroll;
e) Type of business (retail, service, manufacturing, etc.);
f) Whether or not leadership prepared a quality succession plan;
g) Whether or not there was a positive revenue performance subsequent to
succession.
2. Determine how family owned business owners and managers in south Louisiana
perceive selected aspects of succession planning:
a) Degree to which a firm commitment to successful succession was signaled to
stakeholders throughout the planning process;
b) Degree to which the leadership began the succession planning process in a

timely manner;
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f)

Degree to which the incumbent and successor learned throughout the planning
process;

Degree to which stakeholders were satisfied with the succession process;
Degree to which family members were harmonious during and after the
succession process;

Degree to which planning contributed to a successful transition.

Determine if a relationship exists between how family owned business owners

and managers in south Louisiana perceive selected aspects of succession planning

and the following variables:

a)
b)
c)
d)
e)
f)
9)

Age of the family owned business based on number of years in business;
Incumbent’s educational level;

Successor’s educational level;

Number of employees on payroll;

Type of business (retail, service, manufacturing, etc.);

Whether or not leadership prepared a quality succession plan;

Whether or not there was a positive revenue performance subsequent to

succession.

Determine if a model exists that explains a significant portion of the variance in

the perception of family owned business owners and managers in south Louisiana

regarding selected aspects of succession planning from the following variables:

a)
b)

c)

Age of the family owned business based on number of years in business;
Incumbent's educational level;

Successor's educational level;
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d) Number of employees on payroll;

e) Type of business (retail, service, manufacturing, etc.);

f) Whether or not leadership prepared a quality succession plan;

g) Whether or not there was a positive revenue performance subsequent to

succession.
Summary of Methodology

The target population for this study was family owned business owners and
managers who completed a planned succession of leadership to the next generation. The
sample was defined as family owned businesses located in south Louisiana with multiple
members of the same family involved as major owners or managers, either
contemporaneously or over time. Potential subjects were identified using the LexisNexis
Academic database, Baton Rouge Business Report, LSU Innovation Park, Tulane Family
Business Center membership, and Excelerant customer list.

The researcher developed the instrument used in this study to collect data. The
instrument included 33 items that measured demographics, quality of the plan, and
perceptions using Yes/No, category selection, and Likert-type questions. Content
validity was established by having a panel of experts, including both faculty and industry
experts, review the instrument. Based on the feedback provided, the researcher made
appropriate adjustments to the instrument. The electronic survey was approved by the
Institutional Review Board (IRB) prior to its administration.

The first objective of the study was to describe the business using certain
characteristics which then were analyzed using descriptive statistics such as frequency

and percentages. The second objective was to determine perceptions, which were
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summarized by computing the mean and standard deviation of scores. In addition, the
researcher conducted a factor analysis on the six identified planning and success factors
to determine if the items in each factor grouped together effectively. For the third
objective, Spearman’s rank-order and Point Biserial correlation coefficient’s were used to
determine if a relationship exists between how family owned business owners and
managers in south Louisiana perceive selected aspects of succession planning and the
independent variables. Objective four was addressed using bivariate correlations and
multiple regression analysis to determine if a model existed that explained a significant
portion of the variance in the perceptions of family owned business owners and managers
based on the independent variables.
Summary of Major Findings

The researcher collected 136 total responses from the FOB Perception of
Successful Succession Inventory survey. The survey included three screening questions
requiring a “Yes” answer to continue the survey. The screening questions included: 1)
are you a family owned business, 2) has your company completed a leadership succession
to the next generation, and 3) was a written succession plan prepared. Of the 136
respondents, 105 were identified as a family owned business. Of the 105 family owned
business respondents, 61 or 58.1% had completed a succession and 44 or 41.9% had not.
Lastly, 29 or 27.6% had prepared a written succession plan and 76 or 72.4% of the family
business respondents had not. Overall, 23 respondents answered a “Yes” to all three
screening questions and subsequently completed the survey.

The major findings of this study are discussed by objective.
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Objective One

To meet the first objective, respondents were asked to describe their family
owned businesses in south Louisiana using the following characteristics:

a) Age of the family owned business based on number of years in business;

b) Incumbent's educational level;

¢) Successor's educational level,

d) Number of employees on payroll;

e) Type of business (retail, service, manufacturing, etc.);

f) Whether or not leadership prepared a quality succession plan;

g) Whether or not there was a positive revenue performance subsequent to

succession.

Of the 23 family owned business owners and managers who responded, the
majority indicated that the age of business was 20 + years (n =17, 73.9%). The second
largest group (n = 4, 17.4%) indicated a business age of 11-20 years. The business age
categories of 1-2 years and 3-5 years received zero responses, while the 6-10 year
category received two.

The largest group of respondents (n =9, 39.1%) bachelor’s degree as the
incumbent’s education category, while the second largest group (n = 7, 30.4%) had
earned a high school diploma. Only one participant (4.3%) reported a degree beyond a
bachelor’s degree.

With respect to the successor’s educational, the largest group of respondents (n =
13, 56.5%) had earned a bachelor’s degree, and the second largest group (n = 4, 17.4%)

had earned a master’s degree.
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Respondents were asked to select the appropriate category for number of
employees. Of the 23 respondents, the largest group (n = 8, 34.8%) indicated there were
“1-10” employees on payroll. Two categories were selected by the second largest
number of respondents: “26-50” employees and “101 or more” employees (n =5, 21.7%).

The type of business was reported; however, the frequency level for each category
was low due to the fact that 23 respondents selected from eight business types. The
business type “service” (n = 6, 26.1%) represented the largest group, while “other” (n =
5, 21.7%) made up the second largest group.

The final variable examined was whether or not leadership had prepared a quality
succession plan. Based on the review of literature, the researcher identified seven
planning components to determine the quality of plan score. Of the seven components,
the largest group of respondents (n = 20, 87.0%) answered “Yes” to component 5: the
plan included an ownership transition plan. The second largest “Yes” response (n =17,
73.9%) indicated component 4: the plan included a leadership transition plan. Two
components, component 2: range of candidates — family or external and component 3: the
plan included governance guidelines, were selected by the smallest group of respondents
(n = 10, 43.3%).

Objective Two

The purpose of the second objective was to determine how family owned business
owners and managers in south Louisiana perceive selected aspects of succession
planning:

a) Degree to which a firm commitment to successful succession was signaled to

stakeholders throughout the planning process;
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b) Degree to which the leadership began the succession planning process in a

timely manner;

c) Degree to which the incumbent and successor learned throughout the planning

process;

d) Degree to which stakeholders were satisfied with the succession process;

e) Degree to which family members were harmonious during and after the

succession process;

f) Degree to which planning contributed to a successful transition.

The researcher examined the owner/manager perceptions of family owned
businesses by conducting a factor analysis on each of the six factor sub-scales identified,
including, commitment to stakeholders (CTS), early preparation (EP), learning that
occurs (LTO), satisfied stakeholders (SS), harmonious family members (HFM), and
planning and success (PAS). The sub-scale reported with the highest mean score was
PAS Factor (M = 3.40, SD =.696), while SS Factor (M = 3.33, SD =.725) reported the
second highest mean score. The factor with the lowest mean score was CTS Factor (M =
2.97, SD = .758).

Objective Three

The purpose of the third objective was to determine if a relationship exists between
how family owned business owners and managers in south Louisiana perceive selected
aspects of succession planning and the following variables:

a) Age of the family owned business based on number of years in business;

b) Incumbent’s educational level;

€) Successor’s educational level;
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d) Number of employees on payroll;

e) Type of business (retail, service, manufacturing, etc.);

f) Whether or not leadership prepared a quality succession plan;

g) Whether or not there was a positive revenue performance subsequent to

succession.

The researcher collected data for the age of the family business by asking
respondents to select the appropriate business age category. Of the six planning factor
sub-scales examined, satisfied stakeholders had a computed coefficient of rs = .44, (p =
.03); therefore, a moderate positive relationship was found between age of family owned
businesses and perceptions of satisfied stakeholders. The remaining five factors were not
found to significantly relate to the age of the family owned business.

Respondents also were asked to select the appropriate educational level category
for the incumbent. Of the six planning factor sub-scales examined, learning that occurs
had a computed coefficient of rs = -.46, (p = .03); therefore, a moderate negative
relationship was found between the incumbent’s educational level and learning that
occurs. The remaining five factors were not found to significantly relate to the
incumbent’s educational level.

In addition, respondents were asked to select the appropriate educational level
category for the successor. Of the six planning factor sub-scales examined, early
preparation had a computed coefficient of rs =-.51, (p = .01), and satisfied stakeholders
had a computed coefficient of rs = -.48, (p =.02). Therefore, a moderate negative

relationship was found between the incumbent’s educational level and both perceptions
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of early preparation and satisfied stakeholders. The remaining four factors were not
found to significantly relate to the successor’s educational level.

To report on the number of employees, respondents were asked to select the
category that best represents the number of employees on payroll. Due to the low sample
size for each response to the type of business variable, the researcher was unable to make
a comparison based on type of business.

To determine whether or not leadership had prepared a quality succession plan,
respondents were asked to select “Yes” or “No” for seven items on the FOB Perception
of Successful Succession Inventory. Of the six planning factor sub-scales examined,
early preparation had a computed coefficient of r = .54, (p = .01), commitment to
stakeholders had a computed coefficient of r = .50, (p = .01), and harmonious family
members had a computed coefficient of r = .50, (p = .02). Therefore, a moderate positive
relationship was found between whether or not leadership had prepared a quality
succession plan and perceptions of early preparation, commitment to stakeholders, and
harmonious family members. The remaining three factors were not found to significantly
relate to whether or not leadership had prepared a quality succession plan.

The final variable examined for this objective was whether or not there was a
positive revenue performance subsequent to succession. Respondents were asked to
select “Yes” or “No” for a single item on the FOB Perception of Successful Succession
Inventory. Of the six planning factor sub-scales examined, planning and success had a
computed coefficient of r = .48, (p =.02), and harmonious family members had a
computed coefficient of r = .45, (p =.03). Therefore, a moderate positive relationship

was found between maintaining positive revenue performance subsequent to succession
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and perceptions of planning and success, and harmonious family members. The
remaining four factors were not found to significantly relate to whether or not leadership
had prepared a quality succession plan
Objective Four
The aim of the fourth objective was to determine if a model exists that explains a

significant portion of the variance in the perception of family owned business owners and
managers in south Louisiana regarding selected aspects of succession planning from the
following variables:

a) Age of the family owned business based on number of years in business;

b) Incumbent's educational level,

c) Successor's educational level,

d) Number of employees on payroll;

e) Whether or not leadership prepared a quality succession plan;

f) Whether or not there was a positive revenue performance subsequent to

succession.

The first factor sub-scale analyzed was commitment to stakeholders (CTS). Of
the six variables, only one had a significant correlation, quality of plan (r = .50, p = .01).
This correlation was described as a substantial association based on Davis’ Descriptors
for the magnitude of correlation coefficients. The remaining five variables reported low,
moderate, or negligible associations.

A stepwise multiple regression analysis was then conducted. The results of the
regression analysis showed that quality of plan was the only variable that entered the

model explaining a significant portion of the variance in the CTS sub-scale score F (1,21)
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=7.13,p=.01. The standardized beta coefficient was .50 for quality of plan, indicating
that a higher quality succession plan, tended to be associated with a higher CTS factor
score. The variable quality of plan explained 25% of the variance in the CTS sub-scale.

The second factor sub-scale analyzed was early planning (EP). The bivariate
analyses revealed that only one characteristic had a significant correlation, quality of plan
(r=.54, p=.01). This correlation was described as a substantial association based on
Davis’ Descriptors magnitude of correlation coefficients guidelines. The remaining five
variables reported moderate, low, or negligible associations.

A stepwise multiple regression analysis was then conducted. The results of the
regression analysis showed that quality of plan was the only variable that entered the
model, explaining a significant portion of the variance in the EP sub-scale score F (1,21)
=8.71,p=.01. The standardized beta coefficient was .54 for quality of plan, indicating
that the higher the quality of the plan, the greater the EP factor score. The variable
quality of plan explained 29% of the variance in the EP sub-scale.

The third factor sub-scale analyzed was learning that occurs (LTO). The bivariate
analyses revealed that only one characteristic had a significant correlation, incumbent
education (r =-.49, p =.01). This correlation was described as a moderate association
based on Davis’ Descriptors magnitude of correlation coefficients guidelines. The
remaining five variables reported either low or moderate association.

A stepwise multiple regression analysis was then conducted. The results of the
regression analysis showed that incumbent education was the only variable that entered
the model, explaining a significant portion of the variance in the LTO sub-scale score F

(1,21) =6.70, p = .02. The standardized beta coefficient was -.49 for incumbent
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education, indicating that the higher the educational level of the incumbent, the lower the
LTO factor score. The variable incumbent education explained 24% of the variance in
the LTO sub-scale.

The fourth factor sub-scale analyzed was stakeholder satisfaction (SS). The
bivariate analyses revealed that three demographic variables had a significant correlation,
FOBAGge (r = .46, p = .02), incumbent education (r = -.36, p = .05), and successors
education (r =-.44, p =.02). These correlations were described as moderate associations
based on Davis’ Descriptors magnitude of correlation coefficients guidelines. The
remaining three variables reported either moderate or negligible associations.

A stepwise multiple regression analysis was then conducted. The results of the
regression analysis showed that FOBAge and successor education were the only variables
that entered the model, each explaining a significant portion of the variance in the SS
sub-scale score F (2,20) = 5.50, p =.012. The standardized coefficient for FOBAge in
the final model was .404 and -.388 for successor education. The variables FOBAge and
successor educational level explained 36% of the variance in the SS sub-scale.

The fifth factor sub-scale analyzed was harmonious family members (HFM). The
bivariate analyses revealed that two variables had a significant correlation, quality of plan
(r=.50, p = .01) and maintained revenue (r = .45, p = .02). These correlations were
described as a substantial association based on Davis’ Descriptors magnitude of
correlation coefficients guidelines. The remaining four variables reported either low or
moderate association.

A stepwise multiple regression analysis was then conducted. The results of the

regression analysis showed that quality of plan was the only variable that entered the
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model, explaining a significant portion of the variance in the HFM sub-scale score F
(1,21) = 6.85, p =.02. The standardized beta coefficient was .50 for the independent
variable, indicating that the higher the quality of plan, the greater the HFM factor. The
variable quality of plan explained 25% of the variance in the HMF sub-scale.

The sixth factor sub-scale analyzed was planning and success (PAS). The
bivariate analyses revealed that two variables had a significant correlation, maintain
revenue (r = .48, p =.01) and quality of plan (r = .41, p = .03). These correlations were
described as moderate associations based on Davis’ Descriptors magnitude of correlation
coefficients guidelines. The remaining four variables reported low, moderate, or
negligible associations.

A stepwise multiple regression analysis was then conducted. The results of the
regression analysis showed that maintained revenue was the only variable that entered the
model, explaining a significant portion of the variance in the PAS sub-scale score F
(1,21) =6.42, p=.02. The standardized beta coefficient was .484 for maintained
revenue, indicating that if revenue was maintained or increased, the PAS factor score
would be greater. The variable maintained revenue explained 23% of the variance in the
PAS sub-scale

Conclusions, Implications, and Recommendations

Based on the findings of this study, the following conclusions and

recommendations were drawn by the researcher.
Conclusion One
1. The majority of respondents did not prepare a written succession plan prior to

completing the succession process.
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This conclusion is based on the following findings from the study. Of the total
105 respondents who completed the three screening questions, 61 or 58% completed a
succession to the next generation. Only 23 or 38% of the respondents prepared a
succession plan prior to completing the succession process.

The family business literature shows that only 20% to 30% of family owned
businesses have a written succession plan prior to the succession process. In their study
analyzing a database of 673 family owned businesses, Lee, Jasper, and Goebel stated,
“Consistent with other studies, the findings indicated that only 20 percent had a written
succession plan.” (2003, p. 31). Another study conducted by Avila et al. (2003) found
that, of 101 survey respondents, 56 family businesses had a prepared plan and 45
businesses did not. Therefore, 55% of firms surveyed had a succession plan. The
findings in the current study found that 38% of the respondents prepared a succession
plan prior to succession, a finding that aligns with the literature.

Based on these findings and conclusions, the researcher recommends that
organizations that provide consulting services, professional development and support to
family businesses, such as family owned business centers connected with universities,
local chambers of commerce, or corporate accounting firms, add programs that will
educate family business owners and managers on the importance of succession planning
and the steps necessary for preparing a quality succession plan. Programs that assist
business owners and managers in understanding the succession process and the
preparation of a quality plan should enhance the ability of next generation leadership to

continue the family business successfully while maintaining or growing revenue.
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Conclusion Two

2. Generally, the respondents in the study prepared high quality succession

plans.

This conclusion is based on the following findings from the study. Of the 23
respondents, 14 or 34% received a quality of plan score of high quality, meaning that
their score ranged from 6-7 points. In addition, 6 respondents or 26% received a quality
of plan score of moderate high, meaning that their score ranged from 4-5 points.
Together, these two categories account for 61% of the scores reported, which indicates
that a majority of the respondents prepared moderate high to high quality plans. The
quality of plan score was based on seven items measured with a “Yes” or “No” question
on the FOB Perception of Successful Succession Inventory survey. Twenty respondents
or 87% indicated that they included an ownership transition plan in the prepared
succession plan. Furthermore, 17 respondents or 74% indicated that they included a
leadership transition plan in the succession plan.

Based on these findings and conclusions, the researcher recommends further
quantitative studies utilizing the FOB Perception of Successful Succession Inventory with
a larger sample size. In addition, the researcher recommends structured qualitative
studies in which family business owners who completed a planned succession process
can share their experiences regarding the components of the succession plan and which
aspects contributed to success. From a practitioner perspective, the researcher
recommends that FOB owners and managers enroll in succession planning training
courses and workshops offered through organizations such as family owned business

centers connected with universities, local chambers of commerce, and corporate
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accounting firms to learn how to prepare a high quality succession plan and to learn the
influence that quality planning has on success.
Conclusion Three

3. Respondents perceived that planning for succession was important.

This conclusion is based on the following findings from the study. Based on a
four point Likert-type scale ranging from 1 (strongly disagree) to 4 (strongly agree),
respondents agreed with all perception items listed on the FOB Perception of Successful
Succession Inventory survey. Twenty-three respondents completed 19 items measuring
perception of succession planning. Of these responses, the item “Planning for succession
early is important to a successful succession” had a mean of 3.74, indicating strongly
agree. The item “Planning had a positive effect on the overall succession process” had
the second highest score, with a mean of 3.52, indicating strongly agree. The item with
the lowest mean score was “Employees were engaged throughout the succession process”
with a mean of 2.61, which still indicates agreement.

Many American family owned businesses have vanished due to the lack of
adequate succession planning (Galiano & Vinturella, 1995). According to Poutziouris et
al., “Past research suggests that there are many reasons such successions fail. They
include unclear succession plans, incompetent or unprepared successors, and family
rivalries” (2006, p. 372).

Based on these findings and conclusions the researcher recommends further
research utilizing the FOB Perception of Successful Succession Inventory survey to
better understand the succession planning perception factors. In particular, this study

should be replicated with a larger sample size to determine if the findings regarding
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agreement with all of the items can be confirmed. More specifically, this research would
be used to determine if the items “Planning for succession early is important to a
successful succession” and “Planning had a positive effect on the overall succession
process” can be confirmed as having the highest level of agreement. In addition,
structured qualitative studies should be conducted to understand the perceptions among
FOB owners and managers regarding why planning is important in family owned
businesses and how and why it increases success. This study should include those who
were highly successful and those who experienced lower levels of success to see the
difference that exist in these groups.

Conclusion Four

4. The FOB Perception of Successful Succession Inventory is a well-designed
instrument.

This conclusion is based on the following findings from the study. The factor
structure of the instrument used in the study (FOB Perception of Successful Succession
Inventory) was supported by the data collected. Due to the low number of respondents (n
= 23) in this study, the researcher ran a factor analysis to determine the factor loading on
each of the six planning sub-scales rather than a global factor analysis. “Loadings + .50
or greater are considered practically significant. Loadings exceeding + .70 are considered
indicative of well-defined structure and are the goal of any factor analysis.” (Hair et al.,
2006, p. 128). Of these factors, four had a minimum loading greater than .70 and two had
minimum loadings of >.50. Therefore, 4 of 6 sub-scales met Hair’s criteria for a well-
defined structure. “Planning and success” had the highest loading, which included,

“Planning had a positive effect on the overall succession process” (.929), “The succession
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process at my company was successful” (.820), and “The transition of leadership was
smooth and there were no disruptions in the business” (.812). The second highest factor
loadings were found for “stakeholder satisfaction”, which included “The succession plan
placed the needs of the organization at the forefront” (.960), “Employee turnover
improved or remained the same after succession” (.955), “Vendor relationships improved
or remained the same after succession” (.877), and “Customer relationships improved or
remained the same after succession” (.841) (see Tables 11-16).

Based on these findings and conclusions the researcher recommends continued
research utilizing the FOB Perception of Successful Succession Inventory survey. In
particular, this study should be with a larger sample size to determine if the planning sub-
scales continue to report acceptable loading scores (>.40) and if the items in each factor
continue to group together. Although the sub-scales in this study hold together, the
researcher acknowledges that the results reported could be suspect due to the limited
sample size. However, based on the current study results the FOB Perception of
Successful Succession Inventory is a well-designed instrument.

Conclusion Five

5. Family owned business owners and managers of older businesses tend to have
a more positive perception regarding satisfied stakeholders.

This conclusion is based on the following findings from the study. Data for this
variable were collected by asking respondents to select the appropriate business age
category. Categories included “1-2 Years”, “3-5 Years”, “6-10 Years”, “11-20 Years”,
and “20+ Years”. Of the six perception sub-scales examined, satisfied stakeholders had a

computed correlation coefficient of rs = .44, (p = .03), indicating a moderate positive
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relationship between age of family owned businesses and perceptions of satisfied
stakeholders.

Success in succession includes subsequent positive performance of the firm, the
ultimate viability of the business, and the satisfaction of the stakeholders with the
succession process (Cabrera-Suarez et al., 2000; Dyer, 1986; Handler, 1990; Morris et al.,
1997; Sharma et al., 2001) (Barbara & Alberto Ivo, 2009, p. 46). A majority of the
respondents (n = 17, 73.9%) reported the age of the business as 20+ years. One
implication is that the owners and managers of older businesses better understand the
needs of employees, customers, and the supply chain as compared to younger companies.
When businesses focus on keeping stakeholders satisfied throughout the succession
process, the opportunity for success is greater. Older businesses have the benefit of
creating long-term relationships with employees, vendors and other stakeholders which in
return, allows business owners to fully appreciate the value of a satisfied stakeholder.

Based on these findings and conclusions, the researcher recommends additional
research designed to understand why family owned business owners and managers of
older businesses tend to have a more positive perception regarding satisfied stakeholders.
This might be done by a series of focused interviews. These interviews should include
the owners and managers of both older and younger businesses utilizing guided questions
to understand their succession processes. In addition, the researcher recommends that
practitioners enroll in continuing education courses that focus on customer satisfaction,
employee satisfaction and retention, and supply chain management. Understanding
stakeholder satisfaction, as defined in the literature, is an important factor for successful

succession (Barbara & Alberto Ivo, 2009, p. 46).
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Conclusion Six

6. Having a high quality succession plan had a positive influence on the
perceptions of family owned business owners and managers.

This conclusion is based on the following findings from the study. A moderate
positive relationship was found between whether or not leadership prepared a quality
succession plan and “early preparation” r = .54, (p = .01), “commitment to stakeholders”
r=.50, (p =.01), and “harmonious family members” r = .50, (p = .02). Family owned
businesses that prepared a high quality succession plan tended to have a more positive
perception regarding the items in the “early preparation”, “commitment to stakeholders”,
and “harmonious family members” sub-scales compared to those who had a lower quality
plan. In addition, three of the six planning sub-scales reported a significant contribution
of quality of the plan to the explanatory regression models. The first sub-scale CTS had a
significant correlation with quality of plan (r = .50, p = .01), with quality of plan
explaining 25% of the variance in the CTS sub-scale. EP also had a significant
correlation with quality of plan (r = .54, p = .01), with quality of plan explaining 29% of
the variance in the EP sub-scale. Lastly, HFM had a significant correlation with quality of
plan (r =.50, p =.01), with quality of plan explaining 25% of the variance in the HFM
sub-scale.

Based on these findings and conclusions the researcher recommends continued
research utilizing the FOB Perception of Successful Succession inventory survey.
Because quality of plan entered the regression model for three of the six sub-scales, one
recommendation is that this study be replicated with a larger sample size to further

determine the influence that quality of plan has on perceptions of succession planning.
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The researcher reiterates the recommendation from the first conclusion, that
organizations that provide consulting services, professional development and support to
family businesses, such as family owned business centers connected with universities,
local chambers of commerce, and corporate accounting firms, add programs that will
educate family business owners and managers on the importance of succession planning
and the steps necessary for preparing a quality succession plan. The researcher further
recommends that these organizations recruit family business owners who prepared a high
quality plan to serve as collaborators in the design and conduct of educational workshops.
Training family owned businesses to prepare high quality succession plans is important to
the longevity of family firms. Based on recent research on family business, the absence
of planning is one of the top reasons for failed succession, although little is known about

how or why planning increases success (Long & Chrisman, 2013).
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APPENDIX B: FOB PERCEPTION OF SUCCESSFUL SUCCESSION INVENTORY

INSTRUCTIONS:

The purpose of this survey is to collect pertinent information that will assist Louisiana
State University researchers in contributing to the body of knowledge in family owned
business studies. Attached is a Likert-type scale survey instrument designed to better
understand the perceptions family owned businesses located in south Louisiana have on
succession. Please carefully read and answer each of the following items by checking
the appropriate box that best describes your answer. Thank you for taking time to

complete this survey and advancing family owned business research.

Screening Questions

1. Are you a family owned O Yes
business [FOB] (Members of o No
the same family are involved as

OWNErs or managers)

2. My company has completed | O Yes
the succession process (where 0 No

another family member took
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over the leadership of the

business)

3. A written succession plan
was prepared prior to the

succession process

Yes

No

Demographic Questions

4. Your Title with the business

Owner
Manager
Both

Other

5. Age of the FOB based on

number of years in business

1-2Years

3-5Years

6 —10 Years

11 - 20 Years

20 + Years

6. Highest level of education
the incumbent (retired leader)

completed

High School Diploma
Some college, no degree
Associate Degree
Bachelor’s Degree
Master’s Degree
Doctorate Degree

Other
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7. Highest level of education
the successor (new leader)

completed

High School Diploma
Some college, no degree
Associate Degree
Bachelor’s Degree
Master’s Degree
Doctorate Degree

Other

8. Number of employees on

payroll

1-10

11-25

26 —50

51-100

101 +

9. Type of business

Consultant
Healthcare
Industrial
Manufacturing
Oil and Gas
Retail
Restaurant
Service

Other
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10. Maintained or increased 0 Yes
financial performance 0 No
(sales/profits/cash) of the

business after the succession

process was complete

Quality of the Plan

11. The plan defined selection | O Yes
criteria of a successor o No
12. The plan included a range O Yes
of candidates (family or 0 No
external)

13. The plan included O Yes
governance guidelines (rules o No
for ownership, board, council)

14. The plan included a 0 Yes
leadership transition plan o No
15. The plan included an O Yes
ownership transition plan o No
16. The plan defined a time 0 Yes
frame for succession 0 No

completion
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17. The plan addressed
development of the successor
(education, training, career

development, etc.)

O Yes

O No

Perception Characteristics — Commitment to Stakeholders

18. Employees were informed Strongly Slightly Slightly Strongly
throughout the succession Disagree Disagree Agree Agree
process O O O O

19. Employees were engaged Strongly Slightly Slightly Strongly
throughout the succession Disagree Disagree Agree Agree
process O O O O

20. Leadership demonstrated Strongly Slightly Slightly Strongly
commitment to a successful Disagree Disagree Agree Agree
succession throughout the O O O O
succession process

Perception Characteristics — Early Preparation

21. Planning for the succession Strongly Slightly Slightly Strongly
began well before the process Disagree Disagree Agree Agree
actually began O 0 O O
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22. Regular meetings were Strongly Slightly Slightly Strongly
conducted to discuss the Disagree Disagree Agree Agree
succession process O 0 O O
23. Planning for succession Strongly Slightly Slightly Strongly
early is important to successful Disagree Disagree Agree Agree
succession O 0 O O
Perception Characteristics — Learning that Occurs

24. The successor learned Strongly Slightly Slightly Strongly
throughout the succession Disagree Disagree Agree Agree
planning process O 0 O O
25. The incumbent learned Strongly Slightly Slightly Strongly
throughout the succession Disagree Disagree Agree Agree
planning process O O O O
26. Employees learned Strongly Slightly Slightly Strongly
throughout the succession Disagree Disagree Agree Agree
planning process O 0 O O
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Perception Characteristics — Satisfied Stakeholders

27. The succession plan placed Strongly Slightly Slightly Strongly
the needs of the organization at Disagree Disagree Agree Agree
the forefront O O 0 O
28. Employee turnover Strongly Slightly Slightly Strongly
improved or remained the same Disagree Disagree Agree Agree
after succession O O O O
29. Vendor relationships Strongly Slightly Slightly Strongly
improved or remained the same Disagree Disagree Agree Agree
after succession O O O O
30. Customer relationships Strongly Slightly Slightly Strongly
improved or remained the same Disagree Disagree Agree Agree
after succession O O O O
Perception Characteristics — Harmonious Family Members
31. Family members have Strongly Slightly Slightly Strongly
defined roles within the firm Disagree Disagree Agree Agree
O O O 0
32. There was effective Strongly Slightly Slightly Strongly
communication among family Disagree Disagree Agree Agree
members throughout the O 0 O O

succession planning process
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33. Family members’ Strongly Slightly Slightly Strongly
relationship has improved or Disagree Disagree Agree Agree
remained the same after O O 0 O
succession
Perception Characteristics — Planning and Success
34. Planning had a positive Strongly Slightly Slightly Strongly
effect on the overall succession Disagree Disagree Agree Agree
process O O O O
35. The succession process at Strongly Slightly Slightly Strongly
my company was successful Disagree Disagree Agree Agree
O O O O
36. The transition of leadership Strongly Slightly Slightly Strongly
was smooth, and there were no Disagree Disagree Agree Agree
disruptions in the business O O O O
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VITA

Steven Thomas Perret has served as president of Letterman's, his family business
based in Baton Rouge, Louisiana, since 2005. Letterman's is Louisiana's largest privately
owned full-service reprographics company, offering custom document management and
technology solutions to the design and construction industry.

While working in the family business, he has continued his education by pursuing
pertinent graduate degrees. He earned a Master of Business Administration degree at
Louisiana State University (LSU) in 2010 and is a candidate to receive his Ph.D. in
Human Resource and Leadership Development in May 2016. In combination, these
degrees focus on two aspects of an organization: the management of operations and the
management of human capital, giving him a depth of understanding and insight into both

aspects.
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