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Abstract 

Although small businesses are vital to job creation within their communities, over half 

fail within 5 years of opening. Small business owners needing succession plans are 

likelier to see their businesses fail. Grounded in the succession planning theory, the 

purpose of this qualitative multiple case study was to explore succession planning 

strategies small business owners use to sustain their businesses beyond 5 years after 

owner succession. The participants were four small business owners in Cleveland, Ohio, 

who successfully sustained their businesses beyond 5 years after owner succession. Data 

was collected using semistructured interviews and a review of company succession 

planning documents. Using thematic analysis, three themes were identified: (a) customer 

relationships, (b) adaptability to change, and (c) training. A key recommendation is for 

small business owners to develop training materials and succession planning strategies 

that include change management and adaptability content. The implications for positive 

social change include the potential to maintain small business employment, which could 

increase the availability of tax revenue for the communities and reduce dependence on 

government-funded assistance programs for the unemployed.   
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Section 1: Foundation of the Study  

Globally, small and medium-sized businesses are essential to fostering economic 

development and preserving environmental sustainability (Klemke-Pitek & Majchrzak, 

2022). They contribute substantially to the expansion of business innovation activities, 

flexible launch of new goods, and creation of job possibilities (Lobos et al., 2020). As a 

result, small to mid-size enterprises (SMEs) significantly promote positive economic 

growth, increased employment rates, a narrower income gap, more competitive markets, 

and improved productivity and innovation (Wang & Huang, 2022). Most SMEs do not 

prioritize or have established business strategies or goals (Ngah & Kuan, 2020). Small 

business owners know how to support the development and survival of their companies, 

and they gain from techniques that increase the viability of their businesses. 

Background of the Problem 

Small businesses are the backbone of the American economy. They are vital to 

the composition of the American economy, contributing significantly to GDP and 

employment each year. Small businesses play an essential economic role worldwide and 

are the engines of economic growth and development (Jackson, 2021). They are the 

engine of the global economy and contribute to increasing each country's GDP, 

employment, innovative capacity, and tax base (Alsaaty & Makhlouf, 2020).  

Small businesses are thriving worldwide and locally. They account for 44% of 

total economic activity in the United States (U.S. Small Business Administration Office 

of Advocacy, 2020). In the Small Business Administration’s (SBA) 2020 profit report 

from the Congressional 9th district, including Cleveland, Ohio and several neighboring 
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suburbs, more than 10,000 small businesses generate $4.5 billion, representing 41% of 

payrolls (SBA Office of Advocacy, 2020).  

Small business success depends on various business owners collaborating to 

implement strategies to maintain business relevance in their communities. The COVID-

19 pandemic left many small businesses still recovering (Harel, 2021). To deal with this 

challenging situation, all businesses, particularly small businesses that are more 

vulnerable to uncertainty, must develop new structures that are highly adaptable to 

changing needs (Khanzad & Gooyabadi, 2021). These structures are fluid, dynamic, 

streamlined, and strategic and incorporate succession planning into organizational 

procedures (Khanzad & Gooyabadi, 2021). 

Problem and Statement 

Small business owners create a large portion of jobs that drive the U.S. economy.  

they fail at unprecedented rates (Turner & Endres, 2017, p. 1). The small business failure 

rate within the first 5 years of operation is approximately 50%, and 33% make it to their 

10th anniversary (U.S. SBA Office of Advocacy, 2020). The general business problem is 

that some small businesses are negatively affected by lack of an effective succession 

plans. The specific business problem is due to this lack of effective succession planning 

strategies, some small business owners cannot sustain their businesses beyond 5 years 

after owner succession. 

Purpose Statement 

The purpose of this proposed qualitative multiple case study was to explore 

succession planning strategies used by small business owners to sustain their businesses 
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beyond 5 years after owner succession. The study’s targeted population was small 

businesses in Cleveland, Ohio. From that population, I selected four small business 

owners who have remained viable for 5 years or more after a succession transition. The 

implications for positive social change included the potential for small business owners to 

identify effective succession planning strategies that may contribute to long-term 

sustainability beyond 5 years. Steady business revenue enables communities to engage in 

long-term infrastructure planning, thereby improving community members’ lives. 

Nature of the Study 

For the proposed study, I used the qualitative method. Researchers use the 

qualitative method to gain a more in-depth understanding of a research topic (van den 

Berg & Struwig, 2017). Qualitative researchers use specific techniques for gathering and 

analyzing nonnumerical data to study participants’ meanings and their relationship with 

the phenomenon under investigation (Saunders et al., 2015). I considered two other 

research methods, which were quantitative and mixed. Quantitative research involves 

testing hypotheses about variables, characteristics, or relationships using numerical data 

(Bentahar & Cameron, 2015). The quantitative method was inappropriate for the 

proposed study because quantitative researchers investigate and process data to test 

theories using statistical hypotheses. The mixed methods approach involves both 

qualitative and quantitative approaches and methodological triangulation (Turner et al., 

2017). The mixed methods and quantitative approaches were not appropriate because I 

aimed to understand strategies small business leaders use to remain sustainable beyond 5 
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years after their succession plan transition and not examine variable relationships. 

Therefore, I used the qualitative method to address the purpose of the proposed study.  

I used a multiple case study design. Using a multiple case study design enables 

researchers to identify and explore the phenomenon (Yin, 2018). Ethnography and 

phenomenology are two other types of qualitative research designs. The ethnographic 

design involves group cultures inorganizations (Bamkin et al., 2016). With the 

phenomenological design, researchers focus on participants’ lived experiences and 

meanings and capture unique events in their personal lives (Yin, 2018). Ethnographic and 

phenomenological designs were not selected for the proposed study because I did not 

explore individual cultures or personal meanings involving experienced phenomena. 

Researchers use the case study approach to create detailed descriptions and analyses of 

one or more cases to thoroughly understand a phenomenon (Yin, 2018). The single case 

study design was not appropriate for this study because I explored a contemporary 

occurrence and group of events relating to the past and present. The multiple case study 

design was appropriate because I focused on small business owners who remained viable 

beyond 5 years after owner succession. 

Research Question 

What succession planning strategies do small business owners use to sustain their 

businesses beyond 5 years after owner succession? 

Interview Questions 

1. What were your succession planning strategies that contributed to remaining 

sustainable beyond 5 years after owner succession? 
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2. How did you develop succession planning strategies that contribute to 

sustainability beyond 5 years after the transition? 

3. How were the succession planning strategies implemented in your business? 

4. What were the key barriers to implementing succession planning strategies before 

owner succession? 

5. How were the key barriers addressed when implementing succession planning 

strategies and how do these strategies contribute to the business remaining 

sustainable beyond 5 years after owner succession?  

6. How has the Covid-19 pandemic changed your approach to succession planning? 

7. How do you expect the succession planning strategies to change to address future 

pandemics?  

8. What else is important for me to know about your organization’s succession 

planning strategies? 

Conceptual Framework 

I chose the succession planning theory as the conceptual framework for this study. 

Mahler introduced the succession planning theory in 1988. Succession planning is the 

most important key movement in any organization that requires development of 

employees within organizations to fill leadership positions when they become available 

(Mahler, 1988). The theory emphasizes the importance of documenting succession 

planning to maintain organizational awareness (Rothwell, 2016). Rothwell (2016) built 

on the Mahler theory and condensed the supporting tenets to (a) develop and 

communicate individual career paths that align with organizational needs, (b) provide 
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leadership development, (c) include management at every level of the organization, and 

(d) develop short and long-term goals that include human resources. Business owners 

may use succession planning to determine the company’s most capable future leaders. 

Having a succession plan in place may help business owners recognize the roles and staff 

that are most important to the company’s potential growth, success, business continuity, 

and longevity. Results of this multiple case study could provide companies with a guide 

to understanding succession planning strategies and their effects on an organization’s 

survival. 

Operational Definitions 

Leadership Development: Leadership development is concerned with the overall 

process, which necessitates the participation of more than one individual (Wu & Crocco, 

2019). 

Small Business: A small business is an independently owned and operated 

company with less than 500 employees. In the United States, there are 32,540,953 million 

small enterprises (U.S. SBA Office of Advocacy, 2020). 

Assumptions, Limitations, and Delimitations 

Assumptions 

An assumption is a fact that may or may not be accurate and treated as if it were 

true, regardless of whether it is true (Jackson & Brown, 2021). Qualitative studies require 

researchers to identify biases and assumptions before the study can begin (Yin, 2018). I 

assumed participants were able to identify succession planning and leadership 

development processes, were open while taking part in the study, responded truthfully to 
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questions relating to succession planning and leadership development process, provided 

usable data that added to the study, and there were enough participants to reach 

saturation. 

Limitations 

Limitations are outside conditions and conceivable weaknesses out of the 

researcher’s control that limit general discoveries (Goldberg & Allen, 2015). Limitations 

of this study were lack of access to people, organizations, and documents that were 

needed for research, smaller sample sizes which affected creation of substantial data and 

transferability of findings to larger populations, and preconceived biases of participants 

that affected responses. 

Delimitations 

Delimitations indicate the limits and scope of the study according to the 

researcher (Leedy & Ormrod, 2013). The study was conducted in Cleveland with small 

business owners who had operated for a minimum of 5 years after owner succession. 

Significance of the Study 

Findings may be of value to small business owners because results include 

strategies to implement effective succession planning for small business owners that 

could result in viability beyond 5 years. Study findings may contribute to small business 

owners’ awareness of the importance of having succession planning strategies and how 

they could contribute to long-term sustainability. Findings of the proposed study could 

assist small business owners with the ability to create succession pipelines for business 

continuity to benefit both their families and communities. 
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Contribution to Business Practice  

Findings may be of value to small business owners via practical knowledge of 

succession planning strategies that can be adapted and implemented. Small business 

owners who apply these strategies could develop formal succession planning processes as 

a foundation for continued business growth and success. As a result, small business 

owners may implement succession planning strategies, contributing to continued growth, 

success, business continuity, and longevity. 

Implications for Social Change  

Implications for positive social change include the potential for small business 

owners to identify effective succession planning strategies that may contribute to long-

term sustainability beyond 5 years after owner succession. Growing and sustaining 

business revenue enables communities to use tax revenues to engage in long-term 

infrastructure planning to improve lives. A solid business base allows for continuous 

employment for community members, influencing community prosperity at large.  

A Review of the Professional and Academic Literature 

The specific business problem is a lack of effective succession planning 

strategies. Some small business owners cannot sustain their businesses beyond 5 years 

after owner succession. The purpose of this qualitative multiple case study was to explore 

small business owners’ strategies to sustain their businesses beyond 5 years after owner 

succession. This literature review includes analysis and findings from current and 

historical research involving small businesses. The succession planning theory was the 

conceptual framework for this study. I used the following databases: Business Source 
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Complete, Google Scholar, Academic Search Complete, EBSCO Host, ProQuest Central, 

and SAGE Journals. I used the following key words: leadership development, 

organizational culture, organizational goals, small businesses, succession and leadership 

pipeline, strategic planning, talent management, succession, human resources, and 

COVID-19. Of the 199 total references in the study, 178 (89.45%) were peered-reviewed, 

145 (81.46%) were published between 2020 and 2024, 33 (18.54%) were published prior 

to 2020 , and remaining sources were books and government sites. 

Table 1 

Source Material 

      Within 5-year 
range 

(2018 - 2022) 

Outside of the 
5-year range 

(2017 and prior) 

    

Sources     Total 

         
Peer-reviewed journal 
articles 145 33 178 

         
Non-peer-reviewed journal 

articles 9 0 9 

         
Books   5 7 12 

         
Totals     159 40 199 

 

Succession Planning 

The literature review starts with a discussion of succession planning. Early 

research on the evolution of succession planning demonstrates a range of viewpoints. The 

succession planning theory served as the study’s conceptual framework. Mahler and 

Wrightnour (1973) established their dominance in the theory of succession management. 
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Executive continuity was the first term Mahler used to describe succession planning at 

the beginning (Mahler & Drotter, 1986). Succession planning entails the development of 

internal talent who are capable of filling critical business leadership positions inside 

companies (Mahler, 1988). Mahler addressed several issues, including succession 

planning standards for CEOs. Mahler and Drotter (1986) provided valuable information 

and guidance for successful succession planning and the key requirements of a 

comprehensive succession planning system. According to Mahler and Drotter (1986), 

efficient succession planning involves the ability of organizational leaders to fill roles 

quickly, confidently, and without going outside the organization. The succession 

planning theory is a starting point for exploring succession strategies used by small 

business owners after the business has transferred. 

Mahler pointed out important factors that contribute to succession planning in 

organizations. Forecasting, mentoring, professional development, and planning to 

strengthen businesses and avoid leadership gaps are all factors which contribute to 

succession planning (Mahler & Wrightnour, 1973). Qualified individuals must fill every 

senior job through effective succession planning strategies (Mahler & Drotter, 1986). 

Only a certain number of positions in every company are crucial to their success. These 

essential roles have opportunities from time to time; a retirement, for example, can lead 

to job opportunities (Mahler & Drotter, 1986). Business leaders must stay aware of 

current and future openings. 

Historically, succession planning involved upper-level management. Today, 

company leaders use this type of planning for all levels of their organizations 
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(Tamunomiebi & Okwakpam, 2019). Therefore, it is essential to continually evaluate and 

update tools to track, mentor, and train future leaders for organizations. Rivolta (2018) 

noted succession planning is one of the most important procedures that organizations can 

implement. In addition, these tools are vital to organizational success as employees retire, 

find jobs elsewhere, are promoted from within, or are terminated and leave the workforce 

(Kowalewski et al., 2012). Transformational leadership comprises a wide range of 

characteristics that boost organizational effectiveness. 

As a result of their experience and tenure, leaving executives might contribute to 

their successors’ professional growth. Identifying future leaders, change of ownership, 

transition of control and management, and development of leaders are all part of 

succession planning (Budhiraja & Pathak, 2018).  Disruptions in the succession planning 

process may not occur if business owners address potential successors in advance 

(Schepker et al., 2018). Succession planning should be a process, not a single action 

(Rothwell, 2016). Rothwell (2016) defined succession planning as identifying important 

management positions, beginning with project managers and supervisors and progressing 

to the top. Succession planning also refers to positions that allow maximum flexibility in 

terms of lateral management moves. It will ensure that as people advance in their careers, 

their management skills broaden and become more generalized in terms of overall 

organizational goals rather than just departmental goals (Rothwell, 2016). Business 

owners manage their companies from the top down and heavily rely on top management 

knowledge, abilities, and attitudes (Rothwell, 2016). Therefore, succession planning and 

management activities involves leaders at the top of organizational hierarchies (Rothwell, 
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2016). The foundation of succession planning involves laying out clear career paths for 

employees who see themselves contributing to the future of their businesses. 

Succession planning is a way to meet the organization’s need for business 

continuity. Leaders must prepare for future talent demands and create programs to 

guarantee appropriate people are available for the right jobs at correct times (Rothwell, 

2016). It has become more critical for firms in today's world of globalization to ensure 

inclusion of the right individuals with the relevant skills to plan for the future leadership 

of organization (Tamunomiebi & Okwakpam, 2019). Succession of leaders is also 

necessary to ensure long-term viability (Rothwell, 2016). The absence of an efficient 

succession plan does not provide a positive picture for the organization, regardless of its 

size or industry. 

Leadership Development and Career Paths 

The impact of succession planning and employee training are significant for the 

outcomes of organizations. Organizations can develop future leaders through leadership 

development strategies (Ali & Mehreen, 2020). When an employee leaves, there is more 

than a need to replace an open position. The collective wisdom of a company's people is 

its heart and soul, not to mention its bottom line (Rothwell, 2016). Succession planning 

saves time and money by avoiding the need for external personnel recruitment and 

selection (Ali & Mehreen, 2019). It boosts employee loyalty, engagement, and morale 

while mitigating the effects of reengineering and downsizing. Within organizations, it is 

significant to develop diverse pools of skilled and talented employees (Ali & Mehreen, 
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2019). Successful leaders can achieve positive, long-term, and measurable behavior 

changes for themselves, their people, and teams.  

Organizations benefit from employee training. Organizations have begun to shift 

away from traditional replacement planning and toward a strategy involving the 

development of internal talent pools (Al Suwaidi et al., 2020). The most popular type of 

coaching for individual development is behavioral coaching (Rothwell, 2016). 

Formalized succession planning creates developmental opportunities that improve 

candidate readiness and yield insights, lowering the risk of adverse selection (Schepker et 

al., 2018). Organizational leaders who create a professional development path observe 

expanded execution because leaders spend time on employee development (Ballaro & 

Polk, 2017). Effective training programs strengthen and improve the skills of employees. 

Training plans help businesses increase employee productivity. Leaders can gain 

skills through on-the-job training and ongoing professional development, such as 

continuous, situational work context (Wong, 2017). A continuous and systematic 

program is necessary to ensure that future leaders develop talent within the organization 

(Rothwell, 2016). Unless there is a compelling reason to the contrary, hiring supervisors 

or governing boards in institutions with formal leadership development career ladders 

should consider making internal appointments the default hiring approach (Cavanaugh, 

2017). Businesses can enhance employee performance through engaging training 

programs. 

Succession planning is a method used by senior executives to choose leaders who 

can guide their firm through challenging times. When specific positions need filling, 
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succession planning allows senior executives to provide identified employees with 

training to ensure they receive the skill set required for the job (Armstrong & Landers, 

2018). Skilled human resources, leadership development, and deployment are ways to use 

succession planning to manage so that firms can operate to their full potential. (Ali & 

Mehreen, 2019). Succession planning allows the company to save money on external 

hiring while also motivating internal employees to take on leadership roles in the future. 

While taking advantage of learning and development opportunities, employees can 

develop values and positive attitudes and perform in vibrant workplaces to achieve the 

firm's goals (Ali & Mehreen, 2019). Influential, effective leaders are a multifaceted 

endeavor. However, when organizations investigate the specific skills and behaviors 

required for success in their environments, leadership development plans are available to 

assist them in developing future leaders. (Holt et al., 2018). Developing leaders in a 

business contribute to sustainability. 

Career development continues to be influential in meeting current and future 

organizational needs. Changes in the work environment place a more significant burden 

on individuals to manage their career advancement (Recruitment and retention practices: 

Attracting, enhancing, engaging with, and forming enduring relationships with 

employees, 2019). A framework proposed for individuals to successfully transition based 

on a leadership pipeline, which identifies behaviors at three levels of management, 

including supervisory, middle management, and executive, and enables an effective 

transition to new roles (Vito, 2018). Individuals must reinvent themselves and apply the 

required skills for each stage during each transition to adapt successfully to their new 
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roles (Vito, 2018). A training's knowledge component stimulates performance 

improvement and the relationship between employees and leaders. 

Organizational Culture 

Implementing a comprehensive succession plan encourages a culture that values 

training and development. Training is one solution that allows organizations to achieve a 

high work performance culture. It is critical to understand the type of training and 

development program that organizations must use to change the culture, that is, the 

attitude or behavior of all employees in the organization (Ibrahim et al., 2017). Agility, 

innovation, and creativity all rely on positive cultural characteristics. The top leaders 

draft and implement culture while keeping the firm's vision, mission, and values in mind 

(Li et al., 2018). Assessing organizational needs and leadership capacities, developing 

leadership initiatives that identify potential future leaders, and preparing for leaders' exits 

are effective ways to promote succession planning (Vito, 2018).  Succession planning is a 

method used by senior executives to choose leaders with the ability to guide their firm 

through challenging times.  

Support from management is vital to a positive culture in an organization. The 

most successful organizations adopt cultures where leadership begins at the top and 

supports innovation and leadership (Li et al., 2018). Business leaders could increase the 

efficiency of their organizations by searching for competent candidates for executive 

succession within the organization (Chesley, 2017). Individuals' natural attitudes, 

activities, and behaviors within an organization accurately reflect organizational culture 

and leadership (Chesley, 2017). Leaders in the organization contribute to the reactions of 
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the employees. The attitudes and behaviors of employees are an accurate representation 

of organizational culture. 

Succession planning that is successful has the potential to improve organizational 

leadership. Essential socio-cultural elements include shared values, conventions, 

attitudes, and established ways of functioning in an organization (Apsalone, 2018). Top 

management can influence organizational members' views, values, and basic assumptions 

to develop, maintain, and modify corporate culture (Kim & Park, 2020). Cultural values 

determine the tightness and efficacy of leadership (Apsalone, 2018). Effective leadership 

must align strategic planning and succession planning within an organization.  

Leaders should encourage succession planning throughout the organization to 

create a positive culture. Through a unified position among managers, succession 

planning develops a robust organizational culture that reinforces the organization's 

mission and goals (Kippist, 2013). A major organizational event, such as succession, 

impacts the company's culture and how other companies see the company's management 

(LeCounte et al., 2017). Kim and Park (2020) discovered that top management support is 

for talent closely related to corporate culture, organizational commitment, and job 

satisfaction. Ali and Mehreen (2019) also discovered a link between company culture and 

job satisfaction. It is important not to overstate the importance of organizational culture in 

fostering senior executive support throughout the organization. Succession planning is a 

crucial contextual element in modern organizational culture that increases employee well-

being and encourages them to participate in growth initiatives (Ali & Mehreen, 2019). 

Leaders must use the organizational strategy to provide employees with an understanding 



17 

 

of the organization's culture. Supervisors feel encouraged in their learning due to 

leadership development and the creation of supportive company culture (Vito, 2018). 

SMEs must be aware of their cultures – beliefs, norms, and behaviors – and work to 

shape them to contribute positively to their performance (Apsalone, 2018). When top 

leaders cultivate a culture that engages people through challenging tasks and 

acknowledges their achievements, they prosper (LeCounte et al., 2017). The experiences 

of employees contribute to their perception of the company culture.  

Organizational Goals 

The Human Resource (HR) department plays a vital role in the succession 

planning process. HR planning programs, notably staffing and succession plans, produce 

better results in addressing the company's strategic purpose (Chakraborty & Biswas, 

2020). The goal is to groom and develop prospective employees identified for future 

positions in the organization (Chakraborty & Biswas, 2020). Retaining top performers is 

a big problem for businesses today, forcing them to look for talent management methods 

like succession planning to assist them in achieving this aim (Tamunomiebi & 

Okwakpam, 2019). An organization with the wrong leadership and no succession strategy 

can result in confusion and future instability. 

HR professionals' experiences and knowledge establish the guidelines for the 

succession planning process. Succession planning should extend the human resources 

department's employee development function and an element of the organization's 

strategy (Sharma & Sengupta, 2017). Successful employers integrate development and 

succession planning programs into their strategy, ensuring that all programs work toward 
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the same goals (Sapovadia, 2020). The primary goal of succession planning is to ensure 

that current and future employees match (Rothwell, 2016). It is also one of the 

organization's objectives to meet its strategic and operational problems by ensuring that  

the appropriate people are there at the proper times to perform what is necessary to 

achieve the desired results (Rothwell, 2016). Business leaders utilize succession planning 

to motivate and prepare employees who desire career advancement and personal growth 

to fill open positions when they become available. 

Related Theories to Succession Planning 

In this section, I critically analyze the supporting and contrasting theories related 

to succession planning. I chose three additional theories to analyze. These are 

transformational leadership theory, the theory of planned behavior, and finally, the path-

goal theory. 

Transformational Leadership Theory 

The first theory used to ground the current study is transformational 

leadership. Burns (1978) developed the concept of transformational leadership in the late 

1970s. Burns defined it as interactions between leaders and their followers that cause 

them to elevate one another to higher levels of morality and provide motivation to one 

another. Positive attitudes, behaviors, motivation, and performance outcomes consistently 

link and place transformational leadership over and above other leadership styles (Kuntz 

et al., 2019). According to Burns (1978), business leaders can determine employee 

professional growth by integrating the four quadrants of transformational leadership 

theory: idealized influence, individualized consideration, intellectual stimulation, and  
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inspirational motivation. In addition, transformational leadership results in a relationship 

of shared motivation and elevation, changing the mindset of followers to transform them 

into leaders. The transformational leadership theory allows employees to participate in 

knowledge sharing during succession planning. 

Transformational leadership creates an environment that supports the growth of 

creativity and innovation. According to transformational leadership theory, followers 

must fully commit to the role of relationship within the expectations of their leaders 

(Burns, 1978). Organizational leaders achieve these effects by cultivating mutually 

beneficial relationships with their employees and laying the groundwork for trust 

(Valeriu, 2017). Management initiative, collaboration, communication, and affiliation 

with leaders have a positive internal association. In contrast, product innovation, 

communication, and a leader's competence empower their team and have a negative 

internal association (Kazmi, 2017). Transformational leadership positively impacts 

organizational commitment and members' ability to align with the organization's goals 

(Tsai et al., 2015). The traits of a transformative leader inspire followers to put in more 

effort than is typically required. 

Transformational leadership comprises many characteristics that boost an 

organization's effectiveness. Transformational leadership refers to leaders who seek to 

generate new ideas and perspectives to chart a new course for the organization's growth 

and prosperity (Korejan & Shahbazi, 2016). By instilling commitment, passion, and 

loyalty in managers and employees, they mobilize the organization's members to make 

fundamental changes in its foundation and foundational elements. The change allows the 
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members to be prepared and gain the necessary capabilities to move in new directions 

and reach higher ideal performance peaks (Korejan & Shahbazi, 2016). In addition, 

transformational leadership can stimulate members' potential to create common goals and 

persuade members to commit to organizational goals (Tsai et al., 2015). Employees who 

work for transformational leaders are inspired to go above and beyond workplace 

requirements. 

Transformational leaders use creativity to establish positive relationships within 

the organization. According to research, transformational leaders can foster an innovative 

culture that encourages followers to think creatively, take risks, and work in novel ways 

(Chang et al., 2017). High performance within an organization results from 

transformational leadership (Kim & Shin, 2017; Sun & Wang, 2016). Transformational 

leadership has a significant relationship with followers’ creativity, innovation, and 

organizational innovation (Al Harbi et al., 2019). Kwapisz et al. (2019) investigated the 

impact of transformational and contingent reward leadership styles on employee ethical 

behavior. Transformational leaders have some characteristics that include (a) the ability 

to communicate effectively with counterparts, subordinates, and superiors; (b) the 

capacity to inspire and deliver ultimate values to create harmony among followers; (c) 

being motivated by their deepest personal values (like justice, fairness, honesty, and 

honor); (d) displays a point of view that connects to passion and purpose; (e) allows their 

feelings to communicate with others in a way that goes beyond the mind and into the 

depths of its entity (Korejan & Shahbazi, 2016). Transformational leaders are strong 

individuals with great leadership skills that provide positive influences. 
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Transformational leaders have a variety of characteristics that influence their 

worldview. A robust set of personal values, such as justice and integrity, guides 

transformational leaders (Burns, 1978). As a result, leaders who conduct business using 

transformational leadership principles may achieve higher levels of excellence among 

their employees than expected. In addition, a significant relationship exists between 

transformational leadership style and succession planning in practice, particularly in 

developing future leaders (Ahmad et al., 2017). Establishing a positive relationship 

between employees and leaders influences the employee's performance. 

Theory of Planned Behavior 

Ajzen proposed the theory of planned behavior (TPB) in 1985. TPB proposes that 

individuals' behavioral intentions determine the degree to which those individuals have a 

favorable attitude toward that behavior, a favorable subjective norm, and a greater 

perceived behavioral control in situations in which that behavior occurs (Ajzen, 1991). 

According to Ajzen (1991), regardless of how they came to be, individuals make 

decisions based on their beliefs and perceptions. Personal attitude, subjective norms, and 

perceived behavioral control were three variables that predicted an individual's outcome 

(Fishbein & Ajzen, 2009). TPB allows researchers to investigate the impact of personal 

variables, social context, and non-volitional influences on intention (Han et al., 2010). 

Whether individuals self-report or use objective behavior measures, TPB persists in 

various behaviors across numerous behavioral domains (Kothe & Mullan, 2014). The use 

of this theory contributes to behavior in individuals within the organization. 
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TPB is the theory that explains how individuals can exercise self-control. People 

who investigated the uncertain correlation between purpose and intention and conduct did 

not always act by their original intentions (Ajzen et al., 2009; Zhang et al., 2018). 

However, people should be confident in their behavior if they believe they have the 

necessary resources and opportunities with manageable challenges (Kolvereid & Åmo, 

2019). TPB also shows that when a behavior is not entirely within volitional control. 

There may be a direct positive relationship between an individual's perceived control 

over that activity and the actual conduct (Ajzen, 1991; Zhang et al., 2018). Individuals' 

self-control may not always reflect relationships within the organization. 

Path-Goal Theory 

The success of a leader is sometimes judged by how well they help their followers 

reach their goals and improve their skills. House (1971) developed the path-goal theory, 

which states that a leader’s employee satisfaction, motivation, and performance influence 

the leader. The path-goal theory explains how leaders drive subordinates to attain 

organizational goals (Magombo-Bwanali, 2019). According to Rana et al. (2019) path-

goal theory, managers encourage their employees to perform by adopting various 

behaviors relevant to the work environment and subordinate demands. The leader's 

behavior influences the amount of effort exerted by the employee and their total 

performance. 

Leaders use the Path-goal leadership theory to assist employees in reaching their 

personal goals within the business. A leader can use one of four leadership styles based 

on the path-goal theory: directive, participative, supportive, or achievement-oriented 
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(Rana et al., 2019). The path-goal theory states that leaders can adjust their leadership 

approaches to help employees achieve goals based on the subordinates' demands and the 

situation (House, 1971). According to this idea, adopting path-goal leadership styles 

allows leaders to clarify and guide followers, assist in removing obstacles, and provide 

encouragement and rewards for goal completion (Farhan, 2018). The path-goal theory is 

beneficial since it offers suggestions based on the circumstances. 

Employee satisfaction with their work directly impacts the organization's success. 

The more satisfied employees are with their positions, the more effort they will put forth 

to attain organizational goals (Kiarie et al., 2017). In addition, leaders who know their 

employees' requirements and qualities can select the best style for them (Zhang et al., 

2018).  

Small Business Criteria 

The SBA is vital to the existence of small businesses. The Small Business Act of 

1953 established the United States Small Business Administration (SBA). It justified its 

establishment by stating that small firms are critical to the free enterprise system's 

survival (Dilger, 2022). Because small businesses play such a vital part in the economy, 

the Small Business Act of 1953 protects them (Small Business Act of 1953). In addition, 

the Small Business Act created small business standards. The backbone of 

competitiveness is small enterprises. Their protection reduces the possibility of large 

business owners using their power to monopolize and increases worldwide completion 

among small businesses (Dilger, 2022). Congress opted to empower the SBA to set size 
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limits to ensure that only small businesses received help from the SBA (Dilger, 2022). 

The SBA has set the standards for the protection of small businesses. 

The literature defines small businesses in various ways. To evaluate SBA program 

eligibility, the SBA currently applies two size requirements. The industry-specific and 

alternative size standards are based on the applicant's maximum tangible net worth and 

net income after federal taxes (Small Business Administration, 2017). Small businesses 

can range from less than 100 to 1500 employees (Dilger, 2022).  

A small business has no universally accepted definition. Instead, small business 

evaluations include numerous factors (Dilger, 2022). As a result, there are various ways 

to classify small firms. One way to categorize small enterprises is by total receipts. Total 

revenues refer to a company's annual revenue (Small Business Act of 1953). When 

income tax returns are unavailable, total receipts are calculated, and the government uses 

any other means (Small Business Administration, 2020). Guaranteeing adequate 

protection under the law for small enterprises have detailed and specific requirements. 

Small Business Owner Profile 

Establishing criteria for small businesses to assist with their growth is vital for the 

economy's continued growth. Politicians and policymakers have emphasized the 

importance of small business growth for the economy and employment throughout the 

past few decades (Connolly et al., 2020). Small business expansion entrepreneurship is an 

important policy goal for economic development (Malone & Koumpias, 2020). Small-

business development is widely considered an indicator of sustained entrepreneurship and 

the societal benefits of expanding small businesses (Connolly et al., 2020). Numerous 
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intriguing business prospects are available to those willing to learn (Howard et al., 

2019). For 21st-century entrepreneurs, owning a small business may be a rewarding and 

meaningful experience. 

Succession and Leadership Pipeline  

Transitions in leadership are unavoidable and disruptive. When leaders change, 

there is always a disturbance in the force, which manifests itself in style at best and 

pandemonium at worst. Temporarily restoring balance in the corporate culture 

contributes to lost institutional impetus and increased uncertainty. Few people identified 

in the talent pipeline for leadership positions exacerbate these problems (Cavanaugh, 

2017). Therefore, organizations should aim to construct internal leadership pipelines 

covering entry-level employees to executives rather than treating succession planning and 

leadership development as individual efforts (Griffith et al., 2019). Ensuring individuals 

are prepared to move into open positions will help reduce the disruption in an 

organization. 

Organizational leaders should handle realistic risk and talent management 

challenges while utilizing the potential advantages of creating comprehensive leadership 

pipelines. Employee retention is vital for firms in this dynamic world of organizational 

change when using succession planning for more than just leadership development. 

Succession planning aims to assist businesses in managing or keeping their talent pipeline 

(Ali & Mehreen, 2019). Succession planning is a crucial human capital and development 

approach that supports employee performance and builds future leaders for firms 

(Rothwell, 2016). Businesses should establish a pipeline early in the succession process. 
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Organizations must have trained employees prepared to step into open positions 

when the need arises. Succession planning allows businesses to manage and keep their 

talent pipeline (Ali & Mehreen, 2019). Succession planning is a crucial human capital 

and development approach that supports employee performance and builds future 

leadership for firms (Rothwell, 2016). When a critical position becomes available, 

succession planning creates a pool of qualified, experienced, and capable individuals 

ready to fill it (Ali & Mehreen, 2019). The talent pipeline should not be limited to 

executive positions but all levels of management in the organization. 

There is significant literature on secession planning and its benefits for an 

organization. Proactive succession planning ensures that if the firm's circumstances 

change due to business development, promotions, and resignations of essential 

employees, the company will have a pool of talent ready to fill new jobs (Maphisa et al., 

2017). According to the leadership pipeline, distinct levels of management necessitate 

different leadership qualities (Medcof, 2017). The climb to the top of an organization for 

a manager is an orderly progression through successive levels of management in the 

pipeline (Medcof, 2017). The leadership pipeline will assist organizations with having 

individuals in the right place, trained, and prepared to move up. 

Strategic Planning 

Strategic planning is the stage at which leaders begin formulating. The ability of 

top management to decompose a plan to lower managerial levels determines its 

effectiveness: a strategy must fundamentally match individual and lower levels of 

management (Rentes et al., 2019). When the proper foundations are in place, success is 
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far more likely in many areas of life. The same sentiments apply to business (Toward 

more effective strategic planning benefits of using a scorecard approach, 2019). 

Organizations that successfully implement strategic planning are more likely to be ahead 

of the competition (What is the best business model fit for your business? Understanding 

strategy for SMEs, 2019). Formulating a plan on how the organization will move forward 

when the need arises will determine the success of the organization. 

Small businesses are critical to economic growth because they may supply the 

economy with efficiency, innovation, competition, and jobs. Small business owners are 

accountable for the success of their enterprises and must overcome significant obstacles 

to achieve so (Saleem, 2017). Effective strategic positioning provides the company with 

long-term competitive benefits. It comes from three different places: (a) when a company 

fulfills a few needs of many consumers; (b) when a company meets many requirements 

for a small number of customers; and (c) when a company meets many requirements for 

many customers in a limited market (Rentes et al., 2019).  

Business executives must adopt various techniques to increase the quality of 

strategic decision-making and creative initiatives (What is the best business model fit for 

your business? Understanding strategy for SMEs, 2019). Patience, teamwork, tenacity, 

and meaning to a company's mission and vision are incorporated into strategic planning, 

focusing on outcomes rather than outputs (Amankwah-Amoah, 2016). Small business 

leaders should be prepared to be suppliers to large organizations for the sustainability of 

the economy. 
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SME strategic leadership is distinct from other firms due to its unique qualities 

(Susanto et al., 2021). As the global economy's transitions door-to-door, strategic 

planning for the long-term viability of such activities becomes increasingly crucial and 

difficult (Wu et al., 2020). Companies that successfully implement strategic planning will 

be able to meet the challenges of external developments (Rizan et al., 2019). When 

maintaining a competitive advantage, a company must be able to develop strategies that 

increase efficiency or effectiveness (Fletcher et al., 2013). 

A detailed analysis of a current or prospective strategy can be helpful, and it can 

even forecast success. Business leaders must properly establish their strategic fit and 

business model approach (What is the best business model fit for your business? 

Understanding strategy for SMEs, 2019). According to Turner and Endres (2017), how a 

business owner creates value and initiates business flow illustrates business models. The 

needs and goals of the owner determine the varying business models in organizations.  

Small firms grow increasingly successful over time, and their owners use strategic 

expansion to overcome any obstacles they may encounter in the first five years in 

business. According to McDowell et al. (2016), the importance of strategy in small 

businesses and the relationship with business performance suggest that small business 

owners must implement effective strategic management. Small business owners’ initial 

priority is to meet day-to-day business needs since they have limited time and resources 

(Smith & Barrett, 2016). To improve SME performance, strategic leadership is critical. 

Strategic leadership will offer management a clear grasp of how to manage and utilize 

resources to enhance the performance of SMEs (Susanto et al., 2021). Small business 
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owners and managers must find time to evaluate and weigh strategic possibilities in all 

firm sectors (Smith & Barrett, 2016). Small business success is the responsibility of the 

owner and leaders.  

To achieve strategic growth and sustained profitability, small business owners in 

the community maintain relationships with their clients. Many small-business owners 

face difficulties developing and integrating innovative strategies to maintain long-term 

growth (Turner & Endres, 2017). Strategic management must incorporate the proper 

decisions with organizational goals and implement them effectively by business owners 

(Susanto et al., 2021). Focusing on strengths, weaknesses, opportunities, and risks can 

help business leaders attain better sustainability. Business leaders can clearly understand 

the firm's situation and have a clear sense of the mission (Bendickson & Chandler, 2019; 

Turner & Endres, 2017). Understanding strategic planning plays a crucial part  in any 

organization, making it easier for management to steer their organizations in the right 

direction (Susanto et al., 2021). Implementing effective strategic plans contributes to 

growth and sustainability in the community. 

Talent Management 

Awareness of where and what talents are accessible is vital to an organization. 

Talent management is the strategic management of the flow of talent through an 

organization (Sarkar & Goyal, 2019). Employee involvement, alignment of processes, 

structure, and activities with the firm's strategic aim, and encouraging outstanding people 

to lead toward the organization's mission with unique and creative ideas and decisions are 

part of talent management techniques (Chakraborty & Biswas, 2020). Talent management 
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is a set of processes to ensure a sufficient flow of employees. Talent management 

involves succession planning and standard HR procedures (Maqueira et al., 2019). In 

addition, talent management refers to the activities and processes involved in the 

systematic attraction, identification, development, engagement, retention, and 

deployment of talents of value to a company to achieve strategic, long-term success 

(Gallardo-Gallardo et al., 2020). Businesses of all sizes should have a talent management 

program to assist with long-term sustainability. 

The success of every firm is highly dependent on the effectiveness of its human 

resource management system. The organization's overall performance is the sum of the 

individual performances of its employees (Sapovadia, 2020). The power of every 

organization lies in its people — personnel is the most precious commodity a company 

may own. Research shows that managing staff, namely acquiring the best employees, is 

one of the primary concerns of business executives worldwide (What is the best business 

model fit for your business? Understanding strategy for SMEs, 2019). The performance 

of each organization is directly proportional to the performance of its workers (Sarkar & 

Goyal, 2019). Various factors contribute to the success of a small business.  

Organizations are dependent on employees to keep them competitive. Businesses 

should make every effort to do whatever possible to retain the most promising 

employees. Organizations are increasingly concerned about retaining top performers, 

pushing them to look for talent management methods such as succession planning to help 

them achieve this goal (Tamunomiebi & Okwakpam, 2019). A succession plan, a staffing 

plan, and talent management strategies enhance the firm's productivity (Chakraborty & 
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Biswas, 2020). As a result, talent management has evolved from replacement planning to 

succession planning as a strategic tool (Sarkar & Goyal, 2019). Leaders in business 

should identify potential candidates as early as possible to prepare them for promotion to 

the next level. 

Retaining skilled employees in the organization is a concern of organizational 

leaders. Keeping competent and professional employees is a significant concern for 

organizations in today's competitive labor market; therefore, organizations must prioritize 

this concern (Sarkar & Goyal, 2019). It is critical to preserve and develop various 

employees' cognitive and creative abilities to achieve results (Chakraborty & Biswas, 

2020). Employees have been an organization's most valuable resource, its human capital. 

However, there has been a shift toward recognizing and appreciating people and their 

abilities and knowledge (Toward more effective strategic planning benefits of using a 

scorecard approach, 2019). In addition, in today's competitive labor market, employers 

focus on achieving a high level of performance through their staff, which is a significant 

concern for them (Sarkar & Goyal, 2019). Business leaders who invest in their employees 

can reduce competent employees from leaving the organization. 

HR leaders assist business leaders in identifying potential employees to develop 

for future positions as they become available. HR should thoroughly investigate the firm 

and incorporate the findings into employee development and talent management 

strategies (Sapovadia, 2020). Talent management methods aid in successfully identifying 

potential talents and enhancing such individuals' scientific knowledge and skills 

(Chakraborty & Biswas, 2020). The talent management literature stresses HR analytics 
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and robust evidence to analyze and advise future people management decisions (Harney, 

2021). Talent management in SMEs is a multi-faceted phenomenon that necessitates a 

deeper awareness of the context and the interests and objectives of various stakeholders. 

With SMEs, as critical and specific as their talent management strategies, the type of 

talent they attract initially is essential (Mihelič et al., 2021). Managers can mitigate risks 

and gaps in the succession process by involving HR early on. 

Organizations today are operating in a rapidly changing environment. 

Traditionally, the middle management ranks served as a training ground for future 

leaders. However, organizations have substantially reduced those ranks (Rothwell, 2016). 

Many leaders often overlook the inclusion of their leadership today, and as a result, they 

do little preparation (Seniwoliba, 2015). When senior executives and CEOs were going to 

retire or leave their positions in the past, businesses were preoccupied with finding a 

replacement for their current top leaders (Seniwoliba, 2015). As we move closer to a 

society founded on knowledge, organizations have a more challenging time leveraging 

knowledge resources to produce value over the long term (North & Kumta, 2018). 

Business executives can use succession planning to preserve important information about 

the company before employees leave. 

Small businesses need to make sure that their succession plans are up-to-date and 

that they have qualified people ready to fill any future positions that open up. Talented 

people have the capital to make a difference and offer value to their company (Sparrow & 

Makram, 2015). Today's businesses must look at how they prepare and select individuals 

differently. Traditionally, succession planning involves assigning specific individuals to 
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specific tasks (Seniwoliba, 2015). However, in today's dynamic world, this approach is 

no longer practical, competition is fierce, work is fluid, the environment is unpredictable, 

organizations are flatter, and organizational configuration is constantly changing. 

Organizations cannot remain sustainable with outdated succession plans. 

Succession planning provides organizations with the opportunity to maintain a 

competitive advantage. Modern businesses recognize the importance of developing a 

pool of high-potential future candidates at organizational levels to meet requirements 

(Seniwoliba, 2015). A successful talent management approach includes assessing and 

developing leadership potential. Organizations could instead define high potential based 

on the essential training and experience required to become a competent manager 

(Church et al., 2015; Sarkar & Goyal, 2019). HR's talent management plays a vital role in 

the success of an organization’s succession planning and in leading the organization to its 

highest potential. 

Small Business Owners’ Failure 

The characteristics of business owners are not the only thing considered when a 

failure occurs. In addition to personal qualities, research has indicated that SMEs prefer 

to concentrate on their immediate environment, which includes their activities, partners, 

consumers, and the local community, among other things (Upson & Green, 2017). Small 

and medium-sized enterprises (SMEs) frequently attempt to identify a product or service 

that will sell before concentrating on meeting the demands of their specific clients 

(Upson & Green, 2017). Moreover, while creating goals, SMEs focus on internal metrics 

like profits, sales, ROI, product mix, and earnings. External issues were rare with 50 tiny 
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businesses (Upson & Green, 2017). The resource-based view of the firm (RBVF) implies 

that internal resources can help a firm guard against rivals and other external market 

pressures that may negatively affect performance (Campbell & Park, 2017). Small 

business owners should stay aware of internal and external factors that could contribute 

to their long-term sustainability. 

Small businesses must ensure they can maintain a solid customer base. According 

to Hawkins and Hoon (2020), a key source of concern for small businesses, despite their 

critical relevance to the US economy, is the value and adoption of customer retention 

strategies as a means of ensuring long-term survival through customer retention and the 

influence of customer retention on firm profitability. Any comparative advantage can 

mean the difference between winning and losing a business (Fernandes et al., 2019). 

Knowing a customer's profile and behavior provides a competitive advantage because it 

can be a deciding factor in doing business (Fernandes et al., 2019). The volume of clients 

a small firm can keep during and after a change in ownership can decide whether it can 

survive. 

Small business owners are not utilizing the most effective tool of marketing. 

According to Sullivan et al. (2021), effective marketing is among the top four issues 

confronting small business owners today. According to Bushe (2019), businesses fail, 

according to most studies, due to ineffective marketing, price, location, and market 

promotion strategies exist. In addition, while the internet and social media are becoming 

increasingly popular, small businesses still only invest 1% of their revenues in 

advertising, and 51% of small firms do not invest in content advertising on the internet 
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(Sullivan et al., 2021). Therefore, small businesses should consider utilizing social media 

to attract customers. 

Small Business Success and Leadership 

Leadership in all organizations plays a role in success and failure. Understanding 

the effects of leadership on performance is crucial since, according to some experts, 

leadership is one of the most critical factors in enhancing a company's success (Bambale 

et al., 2017). Hedwigis (2017) suggested that effective leadership is often a powerful 

source of management growth and long-term competitive advantage for organizations 

seeking to improve performance. Radzi et al. (2017) highlighted that attaining a 

company's goals and objectives, occasionally implicit in its mission statement—is what 

corporate success means. Leaders need to be strong, influential, and accountable to 

others. 

Small-business owners should think about the competition while making 

differentiating decisions. Leaders should be clear about the areas in which the company 

intends to compete (Williams & Aaron, 2018). By deciding on a market, identifying 

differentiators, and communicating those differences, small enterprises can assertively 

express who they are, inject discipline into the application of strategy, and contribute to 

forming an organizational culture inside the small firm (Williams & Aaron, 2018). Both 

internal and external factors influence small business success: developing a non-scalable 

core competency and discovering a string of opportunities to leverage that competency. 

Developing a core competency and finding opportunities to leverage that competency 

influences small business success (Galli-Debicella, 2021). It is essential to distinguish 
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between financial and non-financial success and short- and long-term success, according 

to Radzi et al. (2017). Hence, different factors such as business survival, earnings, return 

on investment, sales growth, employee satisfaction, corporate reputation, and others can 

evaluate business success. Omri et al. (2015) stated that managers with significant 

human, social, and financial capital know where to look for opportunities, assess their 

value more correctly, and exploit them, stimulating innovation. This innovation then 

helps small businesses succeed.  

Technology can be beneficial to small businesses and their overall objectives. 

According to Jones et al. (2015), small company owners recognize the value of the 

internet and social media in building intangible ties with clients and establishing a market 

presence. Hibbler-Britt and Sussan (2015) found that small business owners must design 

a strategy for incorporating social media into their overall business strategy. Using social 

media correctly can boost a company's success. It is critical for small businesses survival 

to utilize technology in their marketing efforts (Alford & Page, 2015). Small business 

owners will benefit from training and knowledge on the effectiveness and utilization of 

technology for marketing purposes that could lead to long-term sustainability. 

Succession Plans  

Researchers have developed various leadership models. Salleh and Rahman 

(2017) examined leadership succession models to highlight the similarities and 

differences between them, including the business-oriented succession planning model and 

Leadership pipeline model, to recommend enhancing the existing leadership succession 

models. Charan (2008) developed the leadership pipeline, which proposed that leaders in 
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organizations should always be prepared to replace individuals when managerial 

positions become available. In the leadership pipeline model, the focus concentrates on 

the concept of moving up the corporate ladder. Ambitious executives must complete 

several phases in the development process before reaching the top (Salleh & Rahman, 

2017). Business executives who use the leadership pipeline model in succession planning 

should consider the stages of development their firms have gone through. 

Planning for succession increases the organization's capacity in the long term. 

Ballaro and Polk (2017) proposed that businesses must have two components to 

implement a succession plan: a plan to choose the most qualified candidates and a 

procedure to retain, promote, and train the most qualified candidates to take over a new 

role. Ballaro and Polk (2017) state that effective succession planning requires clear HR 

strategy procedures and leadership support. According to Salleh and Rahman (2017), a 

corporate organization's leadership may break down if it fails to integrate strategic 

processes and leadership support in succession planning. Many firms have development 

issues, such as dwindling resources for employee development, a scarcity of on-the-job 

experiences, and an aging workforce that is only getting older (Rothwell, 2016). Small 

business owners may hesitate to execute succession planning for business continuity 

(Hall-Ellis, 2015). Many business owners do not want to accept that they will have to 

turn control over and leave the business at some time and fail to implement a succession 

process. 

It is essential to make sure that succession planning ties closely to business 

strategy and goals, and it's also important to get executive and senior leaders involved in 
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the process. According to Rothwell (2016), it is vital to execute succession planning and 

take advantage of the numerous benefits to firms. An organization shapes its future 

leadership structure by committing to leadership succession to ensure that the right 

individuals with the right skills are in the right place when positions become available 

(Tamunomiebi & Okwakpam, 2019). The systemic, long-term process of establishing 

goals, needs, and duties within an organization and preparing individuals or employee 

groups for work-related work required inside an organization is a definition of succession 

planning (Ali & Mehreen, 2019). Organizations that focus on internal development and 

promotion result in the improvement of the team’s performance (Gerber, 2021). Leaders 

that invest in their employees contribute to moving the business in a more positive 

direction toward long-term sustainability. 

Human Resources 

The success of every firm is highly dependent on the effectiveness of its human 

resource management system. The organization’s overall performance is the sum of the 

individual performances of its employees (Sapovadia, 2020). The power of every 

organization lies in its people — personnel is the most precious commodity a company 

may own. Management of staff, namely acquiring the best employees, is one of the 

primary concerns of business executives worldwide (Recruitment and retention practices: 

Attracting, enhancing, engaging with, and forming enduring relationships with 

employees, 2019). The performance of each organization is directly proportional to the 

performance of its workers (Sarkar & Goyal, 2019). Organizations are dependent on 

employees to keep them competitive. 
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Organizational leaders face ensuring skilled employees remain in the organization 

daily. Keeping competent and skilled employees is a significant concern for organizations 

in today's competitive labor market; therefore, organizations must prioritize this concern 

(Sarkar & Goyal, 2019). It is critical to preserve and develop various employees' 

cognitive and creative abilities to achieve results (Chakraborty & Biswas, 2020). The 

most valuable human capital resource in an organization is the employees. However, 

there has been a shift toward recognizing and appreciating people and their abilities and 

knowledge (Recruitment and retention practices: Attracting, enhancing, engaging with, 

and forming enduring relationships with employees, 2019). In today's competitive labor 

market, employers focus on achieving a high level of performance through their staff, 

which is a significant concern for them (Sarkar & Goyal, 2019). Employees should be 

encouraged and developed through training based on their work ethic, educational 

background, and the skills they demonstrate. 

Small business owners can remain accountable with a solid financial plan and an 

accurate budget. Tziner and Birati’s (2015) research showed that economic success 

depends on meticulous planning, not only in manufacturing and marketing but also in 

selecting and training a highly loyal and talented labor force that is compatible with the 

firm's short and long-term financial plans. Employees are the basis of any organization. 

Employee performance is a determinant of an organization’s success. According to Ali 

and Mehreen (2019), researchers investigated the association between succession 

planning in the service industry and worker performance. They discovered that 

performance appraisal and succession planning are highly associated with employee 
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performance. Aside from the obvious benefits of increased innovation, increased 

employee engagement and motivation, and reduced risk of burnout, the succession 

planning process can provide a lift in the meaning of one's work for employees who feel 

they are progressing (The Underlying Power of Succession Planning to Catalyze 

Employee Performance, 2020). The long-term sustainability of a business incorporates an 

accurate budget, innovation, and succession planning. 

The organization leaders should work to ensure that employees are valued and 

supported. The possibility of layoffs or termination affects an employee's performance. 

According to Jeffrey and Prasetya (2019), perceived organizational support and 

emotional commitment partially mediate employee turnover intentions, performance, and 

management confidence. Ali and Mehreen (2019) stated that employee retention includes 

all corporate efforts to keep workers from leaving, including succession planning. It 

benefits firms since it minimizes the expense of acquiring and training new employees to 

replace the lost ones. Employers can gain insight into which employees are most likely to 

leave their jobs by monitoring various indicators of job satisfaction. This knowledge can 

then determine efforts taken to retain such individuals (Jeffrey & Prasetya, 2019). 

Organizations that consider the needs and concerns of their employees stand a better 

chance of retaining them. 

COVID-19 

A mysterious virus that started in China in 2019 began to spread globally from 

China and, in March 2020, adversely impacting the global economy. Because the Corona 

Virus Disease 19 (COVID-19) emerged in China in December 2019, the World Health 
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Organization (WHO) and many countries have made significant decisions (Davalgi et al., 

2020). The World Health Organization Director-General announced the Coronavirus 

Disease 2019 (COVID-19) Pandemic on March 11, 2020. (WHO). Due to the 

coronavirus (COVID-19) pandemic, 47% of small business owners have laid off staff 

since March 2020, while 36% intend to rehire within a year (PR Newswire, 2020). 

COVID-19 has an adverse effect on homes, people, and particularly small businesses. 

Many small business owners are not prepared to handle a pandemic of this type or 

size and are not able to sustain their businesses. The global pandemic has left 

organizations struggling to sustain themselves. According to Sundaram (2020), 

permanent business closures have increased by 34% since mid-July 2020. With the 

escalating uncertainty, traditional businesses with low degrees of digital maturity struggle 

to sustain current processes (Fletcher & Griffiths, 2020). The pandemic has hampered 

global supply networks and suppliers. In times of turbulence, business owners must 

quickly pivot and adapt (Sraders, 2020). Small business owners can develop a post-

pandemic strategy using scenario planning to handle uncertainty and focus on consumer 

needs (Sraders, 2020). Strategic development requires scenario planning and must 

provide an opportunity for analysis, communication, and education for the business and 

its stakeholders on possible futures and different ways of thinking about them (Burt & 

Nair, 2020). Small business owners will have to become proactive and ensure they are 

prepared financially in the future if we experience another pandemic of this magnitude to 

sustain their businesses. 
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COVID-19 has affected businesses and their employee’s income. As a result of 

the coronavirus pandemic, businesses and employees have suffered income losses due to 

workplace closures (Williams & Kayaoglu, 2020). The COVID-19 pandemic broadly 

impacts the economy, affecting all industries. Small and medium-sized firms (SMEs) are 

among the most vulnerable sectors affected by this epidemic (Lutfi et al., 2020). 

According to Danielak (2021), for many small businesses, the pandemic severely affects 

their bottom line. Some small business owners cannot make up for their losses, so they 

must close their businesses or terminate employees.  

Businesses should have plans to prepare for crises. Bundy et al. (2017) define an 

organizational crisis as an obvious, unexpected, and possibly disruptive occurrence 

threatening an organization's goals and relationships with stakeholders. According to 

Alves et al. (2020), a crisis refers to a sudden and unexpected event that threatens to 

disrupt an organization’s operations and poses both a financial and a reputational threat. 

COVID-19 is not the first crisis organizations have faced; other crises include Katrina, 

the Great Recession, and the 9/11 crisis. 

Organizational leaders must find methods to survive during a crisis. One method 

is through electronic commerce (e-commerce). Because SMEs are vital to the global 

economy, they must have measures to ensure business continuity (Papadopoulos et al., 

2020). According to Bundy et al. (2017), ecommerce, or electronic commerce, refers to 

the economic activity of purchasing and selling goods and services over the internet. 

Pantelimon et al. (2020) suggested that digital technology contributes to business 

continuity by continually ensuring that computing infrastructure is available. In the 2020s 
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consumer environment, businesses that can market online have an advantage in adding to 

their financial growth, customer base, and long-term sustainability. Ecommerce will also 

allow the business to continue operating when a crisis occurs. 

On the other hand, some businesses have experienced supply chain or personnel 

interruptions that have hurt their performance. Xu and Wu (2020) conducted a study 

investigating the impact of incorporating sympathy into crisis communication through 

social media on the effectiveness of reactance countermeasures. In times of crisis, 

sympathy, and compensation favor reputation, rage, bad publicity, and account 

acceptance (Xu & Wu, 2020). Organizations no longer choose whether to integrate social 

media into crisis management; the only decision is how to do so, according to Jin et al. 

(2014). Using social media to reduce stakeholder anger requires business leaders to 

identify reaction-related messaging tactics, offer compensation, apologize, and 

sympathize with harmed clients (Xu & Wu, 2020). Organizational leaders that can 

accept, acknowledge, and apologize to consumers will maintain their consumer base and, 

in some cases, add new consumers to their base. 

Financial Impact of COVID-19 

The COVID-19 pandemic affected businesses in many ways, including their 

financial sustainably. de Jong and Ho (2020) stated that this year's coronavirus pandemic 

is a public health emergency and a significant economic and budgetary problem. Gashi et 

al. (2021) said COVID-19 has caused a global epidemic and hurt several industries 

worldwide, causing their financial standing to deteriorate. According to Mittal and 
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Raman (2021), economic activity disruption is due to a recent coronavirus outbreak, and 

the government has forced cuts in spending.  

Because the quick dissemination of the virus poses a substantial health danger, 

especially to the elderly and those with chronic illnesses, many countries have banned all 

commercial operations and social gatherings. Thus, economic downturns and business 

shutdowns have resulted in waves of unemployment (de Jong & Ho, 2020). According to 

Ozili (2020), the virus had two effects on the world economy. The virus fostered social 

isolation, closing financial markets, corporate offices, enterprises, and gatherings. The 

rapid spread of the virus and increased anxiety about the situation led to a flight to safety 

in consumption and investment by consumers and investors. Mittal and Raman (2021) 

stated that the unprecedented statewide lockdowns across the globe pushed countries into 

a recession by negatively impacting aggregate market demand, trade intensity, and 

manufacturing capacities, among other things. The virus has had a devastating effect 

financially across the globe, and the world is looking for relief soon. 

Transition 

Section 1 included the perspective, which explains the background of the 

problem, the problem statement, and the purpose of the study. Also provided in Section 1 

is the nature of the study, research and interview questions, conceptual framework, 

operational definitions, assumptions, limitations, and delimitations. In this section, I have 

also included the significance of the problem, its contribution to business practice, and its 

implications for social change. The final part of Section 1 is the literature review that 
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outlines the professional and academic literature regarding succession planning in small 

businesses.  

In Section 2, I will cover various topics about the project. The topics include data 

analysis, data organization and collection techniques, data collection instruments, ethical 

research, and various others. In section 2 I will repeat the purpose of this study as well as 

the role of the researcher. This section also pertains to the methodologies aspect of the 

study including reliability and the validity of the study. In Section 3 I will present the 

findings of the study, recommendations, and implications for social change. Section 3 

will additionally include recommendations for future studies, the conclusion, and 

reflections on the doctoral journey and what was learned. 
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Section 2: The Project 

In this section, I restate the purpose of the study. I also outline my role as the 

researcher and describe the research methods and design, population, and sampling. I also 

address ethical research, data collection instruments, data collection techniques, data 

organization techniques, and qualitative data analysis. I then discuss the study’s validity, 

reliability, credibility, transferability, and confirmability before transitioning to Section 3. 

Purpose Statement 

The purpose of this proposed qualitative multiple case study was to explore 

succession planning strategies used by small business owners to sustain their businesses 

beyond 5 years after owner succession. The study’s targeted population was small 

businesses in Cleveland, Ohio. From that population, I selected four small business 

owners who remained viable for 5 years or more after a succession transition. 

Implications for positive social change include the potential for small business owners to 

identify effective succession planning strategies that may contribute to long-term 

sustainability beyond 5 years. Steady business revenue enables communities to engage in 

long-term infrastructure planning, thereby improving community members’ lives. 

Role of the Researcher 

In a qualitative study, the researcher is the primary data collection instrument 

(Yin, 2018). The researcher is a data gathering tool and cannot detach oneself from the 

study (Fusch & Ness, 2015). For data gathering and analysis, the researcher is the most 

important tool (Merriam & Grenier, 2019).  I served as the main instrument and data 
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collector for this project, and one of my responsibilities was to choose the most efficient 

data-gathering techniques. 

My role as the researcher was to select the appropriate research methodology and 

design, recruit potential participants, and collect and analyze data. My role as the 

researcher included conducting semistructured interviews face-to-face, via telephone 

calls, or online via Zoom. I used interview protocol feedback to increase reliability and 

trustworthiness and confirm research questions were clear and specific. Unlike the other 

forms, the semistructured interview method can explore deeper information based on the 

phenomenon’s planned questions (Alam, 2020). 

I adhered to Belmont Report protocols, which are ethical principles and guidelines 

to protect the rights of the participants and originally written by the National Commission 

for the Protection of Human Subjects of Biomedical and Behavioral Research Subjects of 

Research. The Belmont Report provides researchers with a contrast between practice and 

research. I followed the Three basic ethical principles of research when conducting 

studies with human subjects. These include (a) respect for persons, (b) beneficence, and 

(c) justice. As the researcher, it was my responsibility to defend participants rights by 

ensuring that they comprehend the goal of the study, treating them with integrity and 

adhering to Institutional Review Board (IRB) guidelines for conducting ethical research 

at Walden University. 

Researchers should remain open and avoid personal bias when conducting 

studies. Qualitative researchers address their biases and work to moderate them so that 

they can interpret participants appropriately (Fusch et al., 2018). The purpose of quality 
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and rigor in qualitative research, as in any research paradigm, is to reduce the danger of 

bias and increase accuracy and trustworthiness of study findings (Johnson et al., 2020). 

Actively detecting and limiting biases improves rigor and transparency of qualitative 

research while also allowing for reflection (Bergen & Labonté, 2020). Reflexivity is the 

term for researcher knowledge of the impact they are having on the subject matter they 

are studying as well as how the research process impacts them (Mackieson et al., 2019). 

Trust is essential to the success of studies involving human participants. As the 

researcher, I considered my views and biases and how they affected the research process.  

I have not worked for a small business, nor am I a small business owner in 

Cleveland, Ohio. I became interested in succession planning when I worked for an 

organization and the CFO resigned, but there was no one in line to move into his position. 

Finding a replacement cost the organization thousands of dollars, and the CEO then 

stated they should have had someone prepared to move into this position and talked about 

succession planning. I realize many small businesses in Cleveland do not have succession 

plans or are unaware of what succession planning is and how it could contribute to the 

success of their businesses. I plan to open a small business in the future. 

Participants 

Participants for this study included small businesses in Cleveland, Ohio. 

Prospective participants were business owners who operated their businesses for a 

minimum of 5 years after ownership succession. I explored different strategies used by 

owners for continued use of succession plans that are used with transfer of ownership. 

Succession planning involves procedures for ensuring individuals with the right skills to 
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produce a specific output or service (Tamunomiebi & Okwakpam, 2019). New owners 

have shown a level of success in surviving 5 years after the transfer of the business. The 

small businesses I chose aligned with the research question that drives the study. 

I gained access to participants through the Greater Cleveland Chamber of 

Commerce, Cleveland State University Small Business Development Center, and Ohio 

SBDC at Cleveland Urban League, as well as word-of-mouth suggestions, 

recommendations, and social media platforms that organizations used to advertise their 

businesses. I established a relationship with potential participants using the following 

strategies. I initially contacted identified business owners via email and extended 

invitations to participate in the study. Next, I provided potential participants with 

information about the purpose of the study. I informed potential participants that I was 

inquiring about their willingness to be part of the study, but I could not interview them 

without their consent. I attempted to establish relationships with prospective participants 

by being polite and respectful. I provided potential participants with my Walden email 

address in the event they had further questions or concerns. After obtaining approval 

from the Walden University Institutional Review Board to conduct the study and with the 

novel coronavirus (COVID-19) restrictions relaxed, I sent out follow-up emails for 

participants to schedule sessions by telephone, Zoom online meeting, or in person at their 

convenience. 
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Research Method and Design 

Research Method 

The qualitative method was appropriate for this study. Qualitative, quantitative, 

and mixed methods designs are the three research method types (Mohajan, 2018). The 

qualitative approach has proximity between the subject and the object of knowledge 

(Franco & Haase, 2021). When used as an inquiry technique, qualitative research 

involves addressing meaning and processes of making meaning. Qualitative research is 

the primary instrument responsible for data collection and processing due to the 

purposeful character of qualitative research (Nurfaradilla et al., 2020). Qualitative 

research is an emergent inductive, interpretive, and naturalistic approach to the study of 

people, cases, phenomena, social situations, and processes in their natural settings to 

address descriptive terms meanings that people attach to their experiences of the world 

(Lanka et al., 2021). A researcher has three options quantitative and qualitative 

approaches, however, some research methodologists introduce a mixed approach 

(Atmowardoyo, 2018).  

 To study or investigate phenomena, researchers can employ a variety of 

qualitative research designs. These include case studies, oral histories, participant 

observations, action research, ethnography, interviews, and grounded theory (Lanka et 

al., 2021). I used semistructured interviews to gain insights regarding the phenomenon. I 

chose the qualitative method to address strategies for small business owners to remain 

sustainable beyond 5 years after ownership transfer. 



51 

 

In quantitative research, observations transform into numerical values and then 

subjected to several kinds of statistical analysis, ranging from descriptions of the raw data 

to multivariate methods like multiple regression, factor analysis, and structural equation 

modeling (Edwards, 2020). I did not test hypotheses, and my study's research questions 

focused on nonnumerical methods, thus I did not select a quantitative method for this 

research. 

Neither the mixed method nor the quantitative approach were appropriate for this 

study. The mixed method in research is a combination of quantitative and qualitative 

methodologies applied (Atmowardoyo, 2018). Researchers can use mixed methods to 

increase their understanding of a study problem's scope, breadth, and  depth by combining 

parts of quantitative and qualitative procedures (Alavi et al., 2018). I did not select a 

mixed method because I will not be researching both quantitative and qualitative to 

examine the research problem. Instead, qualitative research was appropriate for this study 

to learn about various strategies small business owners have used to sustain their business 

beyond 5 years after ownership transfer. In this study, I asked the same seven open-ended 

questions of each participant to gain insight into their experiences. 

Research Design 

Numerous qualitative research designs are available to researchers for exploration 

or investigation. A research design is a plan to examine research issues and develop 

findings for a study (Abutabenjeh & Jaradat, 2018). Kluge et al. (2019) suggested that 

case studies, phenomenology, grounded theory, and ethnography make up significant 

designs for qualitative research studies. Case study researchers examine one or more 
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specific instances of a phenomenon and draw more general conclusions about the 

phenomenon based on their examination of these instances (Yin, 2018). Case studies 

deserve a prominent role in business research used for analyzing and solving business 

problems and building and testing business theories (Ebneyamini & Sadeghi, 2018). I 

selected a multiple case study design to conduct interviews for this qualitative research 

study. Multiple case study design was appropriate for this study to determine the 

established succession strategies employed by the leaders of businesses to maintain their 

companies for 5 years after ownership transition. 

 An alternative design is a phenomenology that emerges from people’s lives and 

gives voice to their experiences (Zietsman & April, 2021). Phenomenological research 

was not appropriate for this study because I did not explore the lived experiences of the 

participants. My goal was to comprehend the many leadership strategies employed by 

SME’s owners to improve the sustainability of their companies in a real-world setting. 

Veldsman and Veldsman (2020) concluded that a grounded theory design moves 

from data generated by participants’ lived experiences and develops the theory to fit the 

study. A grounded theory seeks to derive or build an idea from data that has been 

systematically collected and thoroughly examined. Although the grounded theory is 

naturally adaptable, it is a challenging methodology (Tie et al., 2019). Grounded theory 

was not suitable for this study because I did not seek to develop a new theory.  

Ethnography is another research design option. In an ethnographic study, the 

researcher observes the daily lives, and behaviors of groups and actions of cultures 

(Creswell & Creswell, 2017). Ethnography tries to provide a comprehensive 
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understanding of social groups shared cultural values and behaviors (Verd et al., 2021). I 

did not select ethnography design because I was not interested in performing group 

observations or studying various cultures. 

Researchers use multiple case studies to explore a current phenomenon in depth 

and within its real-world setting (Yin, 2018). The situation is a bounded system with 

clearly defined boundaries even though the phenomena and its surroundings are 

intricately intertwined (Tomaszewski et al., 2020). A case study is an in-depth 

investigation of a person, a unit of an organization, or a specific event with unique 

characteristics (Atmowardoyo, 2018). A case study design involves a thorough analysis 

of a select few instances or a single case (Yin, 2018). Case studies provide an advantage 

for explaining how or why something happened in the present that the researcher has 

little or no influence over (Yin, 2018). This study was appropriate for a multiple case 

study approach, which is consistent with qualitative research. 

When conducting qualitative research, data saturation is a vital part of the 

research process. When used frequently in social science research, data saturation has 

become one of the key elements of the qualitative approach; it typically indicates that a 

researcher must cease gathering additional data for a specific study (Mwita, 2022). When 

the researcher observes that no fresh concepts or ideas related to the research topic are 

brought up in the participant interview, data saturation is met (Alam, 2020). In this 

qualitative study, I examined the data to identify when no new themes emerge, and the 

information provided by participants becomes repetitive and reaches data saturation. 
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Population and Sampling 

The population for this study included small business owners in Cleveland, Ohio, 

using purposeful sampling. Participants needed to be the owner of a small business that 

has remained in operation for a minimum of 5 years after ownership transfer. A 

purposeful sampling of primary studies for inclusion in the synthesis is one way of 

achieving a manageable amount of data (Ames et al., 2019). Purposeful sampling 

improves the study's rigor, and the reliability of the data and outcomes by better matching 

the sample to the research's goals and objectives (Campbell et al., 2020). In addition, 

purposeful sampling facilitates the critical work of producing new information through 

comparison and contrast procedures (Denieffe, 2020). Systematically addressing 

sampling in qualitative research for validity is crucial for obtaining knowledge (Sim et 

al., 2018). Because I selected my participants to align with my research question, a 

technique of purposeful sampling was appropriate for this study.   

Determining the size of the research sample is an essential step in research. In 

qualitative research, sample adequacy refers to the appropriateness of sample makeup and 

size (Vasileiou et al., 2018). To determine the truth of a phenomenon, researchers must 

collect samples from a specific group (Mukoka et al., 2021). Researchers should be aware 

of saturation. Before starting the study, the technique used to establish the sample size 

should be holistic and depend on research methodology components (Mthuli et al., 2021). 

In qualitative research, saturation is the most prevalent guiding criterion for determining 

the adequacy of purposive samples (Hennink & Kaiser, 2022). Saturation must reach a 

satisfactory level of data collection. It is a well-established idea in qualitative research 
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sampling and has long dominated the process (Mthuli et al., 2021). Saturation is a term 

used by researchers to indicate that more data collection and/or analysis is unnecessary 

based on the data collected or evaluated (Saunders et al., 2015). When the researcher has 

reached saturation, they no longer need to interview additional participants. 

Guess et al., (2020) determined that most of the dataset’s new information is 

obtained from the first five to six interviews. However, I achieved data saturation after I 

collected data from four participants. In empirical research, the first five to six interviews 

produce most of the new information in the dataset, and as the sample size increases, 

little new information is gained (Guest et al., 2020). According to Sanders et al., (2017), 

saturation is not determined at a particular point in time but rather is an ongoing, 

cumulative judgment one makes and possibly never completes. Yin (2018) suggested a 

small sample size is sufficient for case study design because the focus of a case study is 

with data richness and not data quantity. Hanson et al. (2011) suggested a minimum of 

three participants are necessary to explore a case extensively.  The research supported 

conducting four interviews to reach data saturation for this study. 

Ethical Research 

As the researcher, I followed ethical practices throughout this process. Qualitative 

research necessitates ethical decision-making by the researcher at all stages of the 

research to guarantee that the participants maintain their rights (Farrugia, 2019). A 

qualitative study requires the consent of the participants. I will conduct this research after 

receiving approval from the Institutional Review Board (IRB) at Walden University and 

adhering to the three fundamental principles of human subject’s research ethics: (a) the 
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principles of respect for persons, (b) beneficence, and (c) justice (Belmont Report, 1979). 

I emailed the participants with an explanation of the purpose of the study. The participant 

reviewed and e-signed the informed consent form (Appendix A). The informed consent 

form contained a sample of the interview questions and an explanation that the interviews 

would be audio recorded. In addition, it informed the participants that their participation 

was entirely voluntary and that they could withdraw from the study at any time without 

penalty. To withdraw, I asked participants to provide written notice via email. I 

informed the participants that there were no incentives or compensation for their 

participation in the study and that they would have access to the results; I will email the 

results and findings after my final study is approved. I contacted the participants via 

telephone to arrange interview dates and times. 

It is widely recognized that ethical review is a crucial process for protecting 

researchers and participants while also ensuring that both researchers and organizations 

are accountable (Fouché & Chubb, 2017). The researcher is responsible for the research's 

ethical integrity, which is inextricably linked to its scientific excellence (Taquette & 

Souza, 2022). Each scientific study involving humans must have a clear and relevant 

justification; participants should fully understand the research, including its risks, 

benefits, and consequences, and their consent to participate cannot be coercion or 

persuasion (Taquette & Souza, 2022). I stored the information on an external hard drive 

with a password and will delete it after 5 years to protect the participants' privacy. I 

ensured that the people who participated in the study understood why they are taking part 

and that their and their organizations' privacy was protected. I identified participants 
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starting with Participant 01. I will send thank you cards to all participants expressing my 

appreciation for their time and participation in my study. 

Data Collection Instruments  

In this qualitative study, I used various data collection instruments to answer this 

study’s research questions. In this qualitative multiple case study, I was the primary data 

collection instrument responsible for collecting and analyzing data using semi-structured 

interviews. I used semistructured interview questions as the primary source of data 

collection to obtain information from participants. Semistructured interviews are a 

common technique for gathering qualitative data (Oltmann, 2016). In qualitative 

research, the researcher is the most important tool for gathering and analyzing data 

(Creswell & Báez, 2020). Data for case studies have six origins: (a) archival records, (b) 

semistructured interviews, (c) focus groups, (d) informal interviews, (e) documentation, 

and (f) in-depth interviews (Yin, 2018). For this study, I used in-depth face-to-face 

semistructured interviews, and documentation.  

Qualitative research focuses on the how and why of a phenomenon. To gather 

data in words, texts, and or images, researchers use interviews, observations, 

photographs, and documents (Moorley & Cathala, 2018). The technique enables the 

researcher to gather unstructured data, investigate participants' thoughts, feelings, and 

beliefs regarding a specific subject, and delve deeply into delicate and sometimes 

intimate matters (DeJonckheere & Vaughn, 2019). Utilizing these techniques provides 

the researcher with the opportunity to provide a more comprehensive understanding of 

the phenomenon. 
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An interview protocol was used to guide the interviews (Appendix B). Interviews 

were the primary source of data collection for this study. According to Alpi and Evans 

(2019), the interview is one of the most significant data sources in qualitative case study 

research. Interaction between the participant and the researcher occurs during semi-

structured conversations, which simulate a conversational exchange in a real-world 

situation (Mirhosseini, 2020).  I audio recorded each interview and transcribed it 

afterward. I called each person to schedule a time and place for the interview that worked 

for them. I reserved one hour for the discussion and an extra 30 minutes in case 

something unexpected occurred, such as a delayed start or interruptions. I called each 

participant the day before their interview to confirm the date, time, and place. 

One way to ensure validity in research is through member checking. I emailed the 

participants requesting that they perform member checking to confirm that I have 

summarized the interview correctly. Member checks, also known as respondent or 

participant validation, entail projected participants evaluating the research's 

trustworthiness in validating the reliability of qualitative data and results (Smith & 

McGannon, 2018). The member verification process strengthens the data, which allows 

participants to clarify and correct any inaccuracies and give new information if necessary 

(Moorley & Cathala, 2018). When documenting subtleties like irony, emotions, silences, 

or other gestures, member checking can serve as a sounding board and a manner of 

ensuring that one has grasped the reported responses of the responders (McGrath et al., 

2019). As the researcher, I reviewed each response provided by the participants. I used 

the open-ended interview questions located in Appendix C. 
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Data Collection Technique 

The research question for this study was: What were succession planning 

strategies that contributed to remaining sustainable beyond 5 years after owner 

succession? I used face-to-face interviews as the primary technique for data collection. 

Additional techniques used by qualitative researchers to collect data are structured, and 

unstructured interview methods (Yin, 2018). A reliable interview protocol is essential for 

obtaining good qualitative data. It involves multiple groups of people in a systematic, 

consistent, and comprehensive manner. (Yeong et al., 2018). To collect accurate 

interview data, researchers draft and implement an interview protocol (Yeong et al., 

2018). I directed the interview using a protocol process (Appendix B). 

The researcher can acquire a deeper grasp of the respondents’ experiences and 

identify key features pertinent to the topic using rich qualitative data (Yeong et al., 2018). 

Researchers use the semistructured interview technique to collect open-ended data, delve 

deeply into personal and often sensitive themes and explore participants’ thoughts, 

feelings, and opinions about a specific topic (DeJonckheere & Vaughn, 2019). A well-

designed semistructured interview should guarantee to obtain viral data while allowing 

participants to inject their personalities and perspectives into the conversation (Barrett & 

Twycross, 2018).  

I began the data collection process after receiving approval from IRB-signed. I 

contacted participants who agreed to participate in the study. I provided each participant 

with the informed consent form before beginning the interview and answered any 

questions they might have regarding the form. After the form was e-signed, I began 
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recording and conducting the interview. Each interview lasted approximately 60 minutes. 

After each interview, I asked the participant for documentation that would contribute to 

the study and support the success they have obtained regarding strategies that is used 

after ownership succession. I employed member checking to ensure the answers to the 

interview question are precise and accurately interpreted. 

Researchers should be aware of the advantages and disadvantages of the data 

collection technique. The ability of the interviewer to repeat the interviewee's comments 

and the use of planned and impromptu follow-up questions that allow additional 

clarification, exploration, or elaboration are benefits of data collecting (DeJonckheere & 

Vaughn, 2019). A prewritten script is not used, and the interviewer and interviewee will 

shape the dialogue in real time (Barrett & Twycross, 2018). Zoom provides password 

protection for privacy and recording capabilities to the host's PC or Zoom's cloud storage. 

The interviewer can also display photographs, video clips, and other things to start a 

conversation (Gray et al., 2020). A researcher who does not have sufficient interviewing 

skills in addition to the capacity to interpret data is a disadvantage of semistructured 

interviews (Yin, 2018). A disadvantage to Zoom could lead to saved data in the cloud 

becoming vulnerable. There are advantages and disadvantages to data collection 

techniques, researchers should be aware of how the techniques could affect the study.  

Data Organization Technique 

Any researcher will profit from well-managed data since it takes less probing to 

uncover, less effort to comprehend, and less processing to prepare for collaboration, 

reuse, and sharing (Briney et al., 2020). Data organization is a critical stage of the 
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research process (Chiumento et al., 2017). The activity of categorizing data by category 

to make raw data intelligible and organized includes (a) card sorting, (b) affinity 

diagrams, (c) mind mapping, and (d) concept mapping (Hartson & Pyla, 2019).  

In this study, I used a voice recording device, semistructured open-ended 

questions, and a reflective journal. After each session, I placed all data relating to the 

interview in various color folders and categorized by participant number and the date.  I 

also utilized NVivo 12 to store data. All collected information requires safeguarding and 

deletion after 5 years per Walden University. 

Data Analysis  

Prior to analysis, I transcribed each interview with a word processing application 

like Microsoft Word before transferring it to NVivo qualitative data analysis software to 

conduct the analysis. Before analysis, I redacted any company names, individual names, 

or location names from the interview data to remove any references to specific people, 

places, or entities. I also assigned each participant a pseudonym. Triangulation is the 

technique in which researchers use several methods, theories, distinct data sources (in 

time and location), or separate independent researchers to increase the validity and 

credibility of the research conducted (Jentoft & Olsen, 2019). I used methodological 

triangulation to analyze data utilizing two data collection methods which included 

semistructured interviews and organizational documents related to succession planning 

strategies. I used Mahler's succession planning theory to connect the reoccurring themes 

to the conceptual framework. 
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The data was examined and categorized based on themes. Data can be analyzed 

and categorized using various approaches. The data in this study were examined using 

Yin’s (2018) five-step approach. The data was compiled, disassembled, reassembled, 

interpreted, and conclusions were drawn based on themes that emerged from the data 

after each interview transcript was reviewed several times to achieve immersion in the 

data. 

Compiling Data 

As defined by Yin (2018), the first step of thematic analysis is compilation. Data 

is compiled by transcribing so that researchers may easily view the data (Castleberry & 

Nolen, 2018). To build a solid familiarity with the data as a basis for the analysis, I 

repeatedly reviewed and scrutinized the data to recognize emergent themes. During data 

analysis, refined codes, categories, and themes emerged from the interview transcripts 

were organized and stored. I sought themes, patterns, and concepts based on my review 

of the interview transcripts and my notes. NVivo was used to compile and arrange the 

data and establish themes and file naming capabilities (Phillips & Lu, 2018). 

Additionally, I used reflective journaling, indexing, and research logs.  

Disassemble Data 

After the information was compiled, I disassembled the data. Making useful 

groups of the data through coding allows for additional analysis and regrouping once the 

data have been disassembled (Castleberry & Nolen, 2018). To ensure that each response 

was accurate and given to the relevant participant, I used coding to give each participant a 

category name. Coding assisted me with uncovering key ideas in the data by using a mix 
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of an initial codebook of codes that I anticipated appearing based on the body of literature 

and a list of new, emergent codes from the analysis. The first codes included goals or 

strategies based on the literature. The original codebook did not contain any emergent 

codes. During the analysis, these codes became apparent from the data. 

Reassembling Data 

The third step in thematic analysis was reassembling. Finding patterns in the data 

and arranging them into themes using matrices and hierarchies constitutes the process of 

reassembling data (Castleberry & Nolen, 2018). After disassembling the data, I used 

NVivo software to organize and analyze the data. The NVivo software assisted with the 

identification of emergent themes and groupings within these themes. According to Yin 

(2018), a researcher can identify and relate each response to a research question when 

looking at data accumulation.  

Interpret Data 

After completion of the reassembling process, the fourth step is interpreting data. 

When themes emerge, interpretation serves as the framework for development (Yin, 

2018). When interpreting data, researchers must decide analytically on the themes that 

emerged from the data gathering (Castleberry & Nolen, 2018). To evaluate the data, I 

carefully examined each theme or pattern of ideas to determine if the theme or idea was 

complete and relevant to the others. If the themes or ideas were not complete or relevant, 

I made the necessary adjustments before repeating step four with the new themes.  
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Concluding 

After interpretation, the final step is the conclusion. Researchers draw inferences 

from the choices made regarding the research question(s) during the closing stage 

(Castleberry & Nolen, 2018). I was careful to avoid researcher bias by ensuring that I did 

not include personal thoughts or assumptions to potentially influence results. Having used 

the NVivo software to identify and develop themes and subthemes, I developed 

conclusions based on the conceptual framework. For this study, I used succession 

planning theory as my conceptual framework. Connecting the themes with the literature 

allowed me to better understand the succession planning strategies used by small business 

owners to sustain their business beyond 5 years after owner succession.  

Reliability and Validity 

Reliability 

In a qualitative research study, reliability refers to the soundness of the research, 

particularly concerning the methodologies used and the implementation of those methods 

(Rose & Johnson, 2020). Member checking, also known as respondent validation, is the 

practice of contacting participants to determine if the research reflects their perspectives. 

(Busetto et al., 2020). I used member checking to ensure dependability and reliability. 

Reliability describes the reproducibility of the data generated by the research tools in 

question (Jordan, 2018).  Researchers minimize errors and bias in their study while 

ensuring similar outcomes by using processes from prior research to ensure reliability in 

their work (Yin, 2018). Consistency and care are the foundations of reliability in the 

implementation of research procedures. They are expressed in the visibility of research 
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practices, analysis, and conclusions, reflected in an open account that acknowledges the 

partiality and limitations of the study findings (Cypress, 2017). To guarantee a uniform 

interview procedure throughout all interview sessions, I ensured the interview steps were 

obvious to all participants. In addition, I did not ask any new or different questions during 

the interview. 

Validity 

Validity is concerned with whether the data gathered accurately reflects the 

phenomenon under investigation (Jordan, 2018). Rose and Johnson (2020) suggest that 

validity is the method of determining the accuracy of research findings from the 

perspective of the researcher, participants, and/or research consumers. According to 

Spiers et al. (2018), the ability to accurately describe participant experiences both within 

and outside of the present setting, made possible by the appropriateness of the data, 

connected to validity. To achieve validity in this research study, I used member checking, 

data saturation, and triangulation guidelines to achieve credibility, transferability, and 

confirmability.  

Credibility 

I used member checking and triangulation to ensure the validity and credibility of 

this study. In qualitative research, a research design's trustworthiness, or reliability, is 

frequently a vital component in establishing rigor (DeCino & Waalkes, 2019). Internal 

validity in quantitative research methodologies is comparable to the concept of credibility 

in qualitative research (Daniel, 2019). Credibility in qualitative research aids researchers 
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in ensuring that their findings are credible while maintaining the overall complexity of 

the phenomena (DeCino & Waalkes, 2019).  

Credibility ensures that the study assesses what it proposes to measure and is a 

true reflection of the participants' social reality (Maher et al., 2018). The plausibility of 

the researcher's interpretation and analysis compared to the original dataset was used to 

determine credibility (Langtree et al., 2019). Attaining reflexivity and triangulation 

requires acquiring credibility and trustworthiness (Daniel, 2019).   

A detailed description of the data analysis and verification of data sources gathered 

from the participants establishes credibility (Daniel, 2019). In qualitative research, utilize 

member checking to get participant feedback on research findings (Kornbluh, 2015). 

According to DeCino and Waalkes (2019), member checking can assist qualitative 

researchers in improving the accuracy of their results, reflecting on their topic, making 

changes, and building their credibility. 

In qualitative research methods, triangulation is a vital component of 

believability. Triangulation refers to the convergence of data from two or more data 

sources (Daniel, 2019). Triangulation is using at least two similar data sources, data 

collection methods, or researchers to reduce inherent bias associated with a single source, 

method, or researcher (Daniel, 2019).  

Transferability 

In qualitative research, transferability refers to applying findings from one study 

to different situations or groups of people (Daniel, 2019). Transferability applies a study's 

findings to other situations (Moorley & Cathala, 2018). Stahl and King (2020) suggested 
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that transferability is patterns and descriptions from one setting that may apply to another. 

I followed the research plan and the interview guidelines I created. I also explained the 

study's background, which will be included in the study results, increasing transferability. 

Confirmability 

In qualitative research, confirmability aims to reduce investigator prejudice by 

acknowledging researcher biases (Maher et al., 2018). Confirmability is the ability of  

a study's conclusions to withstand the researcher's personal qualities, biases, or 

assumptions. Confirmability refers to the data analysis's consistency and lack of bias 

(O’Kane et al., 2021). I provided details on the data collection procedure, data analysis, 

and data interpretation to address confirmability in this study. 

Confirmability examines how the data backs up the study's findings. It detects any 

bias that might have existed. Confirmability focuses on the ability to verify and confirm 

findings (Moorley & Cathala, 2018). Chung et al. (2020) asserted that confirmability 

focuses on ensuring that data and interpretations of findings come from the data rather 

than concocted by the researcher. I used various data sources and participants' 

experiences to mitigate biases and ensure confirmability. 

Saturation is critical when performing qualitative research and occurs when study 

participants reveal no new themes or data (Mwita, 2022). I continually reviewed for data 

saturation throughout the data collection and analysis process. I used member checking to 

ensure accurate transcription of the participant’s interview. When the participants and 

document review did not identify new themes within the data, I determined data 
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saturation was achieved. To ensure the study was trustworthy and valid, I triangulated the 

data from the scholarly literature review, organizational documents, and interviews. 

Transition and Summary 

In Section 2, I restated the research study purpose, my role as the researcher, 

procedures to obtain participants, research method and designs, population, and sampling 

strategies. I also addressed data collection instruments and techniques, data organization, 

data analysis techniques, ethical considerations, and validity and reliability of research. In 

Section 3, I present findings of the study that include presentations of findings, 

application to professional practices, implications for social change, recommendations for 

action, and further research. The section ends with reflections and a conclusion. 
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  Section 3: Application to Professional Practice and Implications for Change 

Introduction 

The purpose of this qualitative multiple case study was to explore succession 

planning strategies used by small business owners to remain sustainable beyond 5 years. I 

contacted businesses after receiving IRB approval, and four committed to take part in the 

study. I selected four small business owners in Cleveland, Ohio to address succession 

planning strategies they employed to remain sustainable 5 years after owner transfer. I 

conducted interviews using a semi structured approach. 

Presentation of the Findings  

The overarching research question was: What succession planning strategies do 

small business owners use to sustain their businesses beyond 5 years after owner 

succession? To answer this question, I developed seven open-ended semistructured 

interview questions using Mahler’s succession planning theory. I conducted four 

semistructured interviews with seven open-ended questions. Through thematic analysis of 

data, three themes emerged: (a) customer relationships, (b) adaptability to change, and (c) 

training. 

Theme 1: Customer Relationships 

The first theme to emerge was the need to provide and establish excellent 

customer relationships. Sustaining strong customer relationships is crucial for any 

organization to continue generating income and support. Building strong relationships 

with customers is an essential strategy small business owners may employ to ensure 

sustainability of businesses beyond 5 years. P1 stated that customer relationships were 
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essential to his business. P1 also stated he created friendships with customers by going 

door to door when he first took over the business. P2 stated their customers supported 

their business for many years and brought their children, and now their children are 

supporting the business. P2 said they knew their customers by family names, and these 

customers shared events in their lives. P2 said their customers continue to support them 

because they held to traditional ways which were unique if there were no drastic changes. 

P3 stated they provided customer service to their customers starting at the beginning of 

the process until the end. P3 said they wanted their customers to understand they were 

there to serve them and listen to their needs, as well as make suggestions based on 

customers’ needs. P4 said their customers came first and were important to the success of 

their business. 

Evidence from Conceptual Framework 

 The conceptual framework for this study was Mahler’s succession 

planning theory. Succession planning involves having the right people in the right place 

when ownership or management positions become available (Rothwell, 2016). The study 

findings are relevant for small business owners whose businesses have remained 

sustainable beyond 5 years. To guarantee that customer satisfaction is met, leaders should 

create continuing succession plans (Cox & Overbey, 2023). Increased customer loyalty is 

essential for small businesses, and high levels of customer satisfaction can help ensure 

sustainability and financial stability (Üngüren et al., 2021). 
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Evidence from Literature 

 The literature supports customer relationships. Hawkins and Hoon (2020) 

stated the value and adoption of customer retention strategies as a means of ensuring long 

term survival through customer retention. Small business owners have an advantage as 

they are able to establish personal relationships with their customers by learning about 

their purchasing behaviors (Fernandes et al., 2019). Small business owners should be 

fully committed to developing customer relationships (Burns, 1978). According to Yi et 

al. (2018), sustaining customer services is critical for small businesses to generate 

customer loyalty and repeat business; happy customers are necessary for business success 

and sustainability. 

Theme 2: Adaptability to Change 

The second emerging theme is adaptability to change. COVID-19 was 

unexpected, and participants had to adjust manage and maintain their businesses as the 

world was closing down around them. One major impact on the nature of work and living 

during the pandemic was social separation via working from home and travel limitations 

(Eslahchi, 2023). Every business, whether large or small should have the ability to adapt 

to change and learn from experiences. Having plans in place for situations that may arise 

is vital for businesses. P1 stated COVID helped their business. Because he knew every 

function of the business, and there were only three other employees, he was able to teach 

them how to perform some duties outside of their regular responsibilities as well as 

working nights and weekends to keep the business going during the pandemic. P1 stated 

they eventually had to lay off employees for 3 months to survive.  
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P2 addressed daily changes that took place in his business during the pandemic. 

P2 stated that once they determined they could be considered an essential business as 

long as they adhered to COVID-19 protocols, they came up with a plan to remain open. 

P2 said they put a plan in place to modify number of days per week and hours they would 

be open. P2 stated their customers were phenomenal and expressed their concerns about 

them closing. They never stopped supporting them and seemed to support them more by 

ordering extra for elderly neighbors who could not get out of their houses.  

P3 stated they had to change how they serviced their customers after temporarily 

shutting down. They were able to successfully use social media and online ordering to 

stay relevant during COVID-19. P3 said that after the pandemic, they saw their customer 

base increase. P4 stated the pandemic was surprising and they were not prepared. P4 

addressed being an essential business and plans they had to put in place based on 

COVID-19 restrictions. P4 stated restrictions did not allow them to conduct business as it 

was, but they were able to remain open during the pandemic and survive. 

Evidence from Conceptual Framework 

 The Adaptability to change was highlighted by participants as they 

addressed the COVID-19 pandemic and how it affected their businesses. Success for 

business owners may depend on their capacity to create plans to adjust to sudden changes 

that may be required in the future, including future pandemics that may arise.  

 Capacity of business owners to adjust their plans in response to potential changes 

is a crucial component of their success. Participants claimed adjusting to change 

contributed to their businesses’ continued success. Rivolta (2018) argued succession 
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planning is one of the most crucial practices that businesses can use given the 

significance of sustainable operations continuity and adaptation to change. In order to 

progress in new directions and achieve peak performance, when situations arise, 

employees must adapt and acquire essential competencies (Korejan & Shahbazi, 2016). 

Business owners provide leaders with the ability and skills to adapt to change and make 

changes as needed based on circumstances. Company ability to expand continuously, 

adapt, self-renew, and remain sustainable should be its top priority during changing times 

(Chinoperekweyi et al., 2022). 

Theme 3: Training 

In a small business it is very important to provide training. Rothwell, 2016 

pointed out the need to provide leadership development as one of tenets of succession 

planning. Each of the four participants spoke about training someone to move into their 

position when the need arises. P1 states he is currently in the process of training his 

replacement. P1 stated he has turned over a small portion of the leadership 

responsibilities of the business to his replacement. P1 states he is taking the replacement 

to conferences so that he can meet other business leaders in the community. P2 says she 

is in the process of providing training and allowing the individual to insert some of his 

ideas to move the company into the 21st century. P2 said he is the person that manages 

and monitors their social media. P2 states part of his training includes meeting the 

distributors and learning the products. P3 states they have identified the individual. P3 

states they are setting up a training plan and will begin the training in the near future. 

When speaking to P4 he stated that he has a young man he met when he was in the 10th 
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grade and expressed an interest in the business. P4 stated the young man has go through 

college and received all the necessary certifications. P4 says he is being trained as the 

general manager. P4 said he is being trained in every aspect of the business and will be 

ready to take it over when he retires, which maybe in the next 5 years. 

Evidence from Conceptual Framework 

Training is what succession planning is all about. Succession planning is focused 

on preparing individuals to move into leadership positions or move up to a higher 

position when they become available. Every senior position needs to be filled with 

qualified candidates using an official succession planning method (Mahler & Drotter, 

1986). In today’s globalized world, it is more important than ever for any business to 

make sure that the proper people with the necessary training, skills, and talents are 

included to plan for future leadership (Tamunomiebi & Okwakpam, 2019). Employee 

training and succession planning have a positive effect on a business's performance. 

Evidence from Literature  

Employees’ skills are strengthened through effective training programs. Training 

programs contribute to increased worker output. Training is essential and has historically 

started at the middle management level in a rapidly changing environment. Ali and 

Mehreen (2020) state businesses can use leadership development techniques to cultivate 

future leaders. Developing leaders through training contributes to business sustainability.  

Through constant professional development and on-the-job training, leaders can acquire 

abilities like situational work context (Wong, 2017). 
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Applications to Professional Practice 

To improve the performance and sustainability of small businesses, it is essential 

to identify the succession planning techniques Cleveland, Ohio, small business owners 

employ to keep their companies operating for more than 5 years after the transfer of 

ownership. The study findings included three major themes: (a) customer relationship, (b) 

adapt to change, and (c) training. The findings could offer useful advice to small business 

owners now and in the future on how to maintain profitability and sustainability for 

longer than five years regardless of their size or location, most businesses in today's 

corporate environment cannot afford to undervalue the significance of a well-thought-out 

management succession plan (Damian, 2024). By distributing this information through 

literature, current business owners may be encouraged to use similar strategies at 

conferences or gatherings, which will further benefit the small business community by 

providing useful information to others. My goal in performing this qualitative multiple 

case research was to find strategies used by small businesses in a variety of industries, 

therefore it was not industry specific. Small business owners that implement these 

succession planning strategies could reduce business failure rates and contribute to their 

businesses remaining sustainable beyond 5 years after owner transfer. 

Implications for Social Change 

The results of this qualitative multiple case research point to possible 

ramifications for various facets of social transformation. The community they serve will 

benefit and present and future small businesses may profit from applying the success 

techniques found in this study, which could help them survive longer than 5 years. The 
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research goes on to say that small business owners can gain from putting strategic 

planning into practice, cultivating customer connections, and adjusting to global and 

economic shifts. 

By generating job possibilities in the areas they serve, the study's findings could 

potentially lead to beneficial social change by reducing unemployment, and increased 

revenue for the local community. Throughout the United States, small businesses serve as 

the foundation of communities (Merrick & Howard, 2020). The study's findings might be 

used by small business owners to put the plans in place needed to grow their companies 

over the next five years.   

Recommendations for Action 

To preserve continuity, a strong succession planning strategy is helpful. 

Leadership and organizational culture are key factors in an organization's success (Li et 

al., 2018). All business sizes should prioritize having an efficient succession planning 

procedure in place to guarantee that future managers can take over and carry on with the 

organization's operations in an emergency or crisis (Hall-Ellis, 2015). 

Recommendations for Further Research 

I conducted a qualitative multiple case study on small business succession 

planning strategies used to sustain businesses beyond 5 years. The study participants are 

four small business owners in Cleveland, Ohio. One limitation of this study was the small 

sample size. The geographical location is an additional limitation of this study. Another 

limitation of the study was the lack of access to business owners. The information shared 

was about the personal experiences of the interviewed participants. My future 
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recommendations will be to conduct a quantitative study. Research using a quantitative 

study will provide the opportunity to have more participants and different results. Future 

researchers should consider conducting this study in Northeast Ohio or the entire state. 

Additionally, I recommend future researchers conduct this study on a specific small 

business sector that may provide those businesses with strategies that would contribute to 

their success. 

Reflections 

The journey completing the Doctor of Business Administration degree was very 

challenging and rewarding. My career has always been in the field of business, which 

includes procurement and finance. This journey has given me a greater appreciation for 

small businesses and the challenges they encounter to remain sustainable 5 years and 

beyond. Each of these business owners were able to the Covid-19 epidemic and came out 

on the other side stronger than they started. I admire the drive and commitment to the 

communities where they conduct business. I faced many ups and downs trying to get 

participants for this study. Taking this journey proved to me what my mother always told 

me that I can do anything I want if I put my mind to it no matter how long it may take. To 

complete this journey, I had to stop making excuses and put the work in to make it to the 

finish line. 

Conclusion 

The purpose of this qualitative multiple case study was to explore effective 

succession planning strategies used by small business owners use after owner succession 

to survive beyond 5 years. The conceptual framework for this study is succession 
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planning theory. Four business owners responded, met the criteria of the study and 

participated. The three themes that emerged from the study included: (a) customer 

relationships; (b) strategic planning; and (c) adapting to change Based on the results of 

this study and talking to the business owners I can confirm the importance of small 

business in the community and how if succession planning strategies are put in place 

these businesses can thrive beyond 5 years or more. The findings of this study may 

provide a guide for other small businesses in these communities that are struggling or just 

starting to sustain their business for years and improve business continuity.  
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Appendix A: Informed Consent 

You are invited to take part in a research study about Succession Planning Strategies used 

by small business owners to sustain their business beyond 5 years after owner succession.    This 

form is part of a process called “informed consent” to allow you to understand this study before 

deciding whether to take part. 

This study seeks 4-8 volunteers who are: 

• Small businesses who have sustained their business for 5 years after owner succession  

• In Cleveland Ohio 
 
This study is being conducted by a researcher named Sharon E. Williams, who is a doctoral 
candidate at Walden University.   
 
Study Purpose: 
The purpose of this study is to explore succession planning strategies. 
 

Procedures: 
This study will involve you completing the following steps: 
Participate in a face to face interview (telephone or zoom are options) 1 hour 
Contact participant the day before to confirm date and time and place  
Conduct member checking (allow participant to review transcribed information for accuracy)  
 
Here are some sample questions: 
 
What were your succession planning strategies that contributed to remaining sustainable beyond 5 
years?  
How did you develop succession planning strategies that contribute to sustainability beyond 5 
years after the transition? 
How were the succession strategies implemented in your business?  
 
Voluntary Nature of the Study: 
Research should only be done with those who freely volunteer. So everyone involved will respect 
your decision to join or not.  
If you decide to join the study now, you can still change your mind later. You may stop at any 
time. _ 
 

Risks and Benefits of Being in the Study: 
Being in this study could involve some risk of the minor discomforts that can be encountered in 
daily life such as sharing sensitive information. With the protections in place, this study would 
pose minimal risk to your wellbeing.  
 
This study offers no direct benefits to individual volunteers. The aim of this study is to benefit 
society by. Once the analysis is complete, the researcher will share the overall results by ____.  
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Payment: 
There is no payment involved or participating in this study. 
  
Privacy 

The researcher is required to protect your privacy. Your identity will be kept 

private, within the limits of the law. The researcher is only allowed to share your 

information with Walden University supervisors (who are also required to protect your 

privacy) or with authories if court ordered (very rare). The researcher will not use your 

personal information for any purposes outside of this research project. Also, the 

researcher will not include your name or anything else that could identify you in the 

study reports. If the researcher were to share this dataset with another researcher in the 

future, the dataset would contain no identifiers so this would not involve another round of 

obtaining informed consent. Data will be kept secure by using codes instead of names, 

and stored on an external hard drive with a password and locked and stored in a secure 

area. Data will be kept for a period of at least 5 years, as required by the university.  

 
Contacts and Questions: 
You can ask questions of the researcher by email @ Sharon.williams27@waldenu.edu. If you 
want to talk privately about your rights as a participant or any negative parts of the study, you can 
call Walden University’s Research Participant Advocate at  612-312-1210. Walden University’s 
approval number for this study is IRB will enter approval number here. It expires on IRB will 

enter expiration date.  
 
You might wish to retain this consent form for your records. You may ask the researcher or 
Walden University for a copy at any time using the contact info above.  
 

Obtaining Your Consent 
 
If you feel you understand the study and wish to volunteer, please indicate your consent by ____.  
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Appendix B: Interview Protocol 

1. Introduce myself to the participant. 

2. Present the consent form and review it with the participant. 

3. Answer any questions and concerns. 

4. Provide the participant with a copy of the consent form. 

5. Turn on my recording device. 

6. Provide a code to represent the participant’s name and business. 

7. Begin the interview with the first question and continue until the last 

question is asked and answered. 

8. End the interview by allowing the participant to ask any questions or add 

more information. 

9. Discuss member checking and provide a day the participant can expect to 

receive a copy of the responses for review. 
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Appendix C: Interview Questions 

1. What were your succession planning strategies that contributed to remaining 

sustainable beyond 5 years after owner succession? 

2. How did you develop succession planning strategies that contribute to 

sustainability beyond 5 years after the transition? 

3. How were the succession planning strategies implemented in your business? 

4. What were the key barriers to implementing succession planning strategies before 

owner succession? 

5. How were the key barriers addressed when implementing succession planning 

strategies and how do these strategies contribute to the business remaining 

sustainable beyond 5 years after owner succession?  

6. How has the Covid-19 pandemic changed your approach to succession planning? 

7. How do you expect the succession planning strategies to change to address future 

pandemics?  

8. What else is important for me to know about your organization’s succession 

planning strategies? 
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