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Abstract 

Aim. Without a planned and seamless leadership handover, an organization may struggle to 

maintain consistency in decision-making, long-term planning, and execution of strategic 

initiatives. This lack of continuity can hinder the organization's ability to adapt to changing market 

conditions and impede its overall performance. This study aimed at determining the effect of 

succession planning on firm performance.   

Methods:  This was a literature review that followed a systematic approach, conducting a 

comprehensive search across academic databases, including journals and conference proceedings. 

Keywords such as "succession planning," "firm performance," "leadership development," and 

"organizational effectiveness" were used to identify relevant studies published between 2010 and 

2021. The inclusion criteria comprised empirical studies that examined the relationship between 

succession planning and firm performance. 

Results: Overall, the reviewed studies consistently indicate a positive association between 

effective succession planning and firm performance. The studies emphasize that successful 

succession planning involves more than just identifying a successor; it requires robust talent 

management practices. Integrating talent identification, development, and retention into 

succession planning strategies is essential for realizing the positive impact on firm performance. 

Conclusion:  It was concluded that effective succession planning contributes to improved firm 

performance through mechanisms such as enhanced organizational commitment, promotion of 

innovation, and strategic alignment.  

Recommendation: Organizations should establish robust succession planning strategies that go 

beyond identifying a successor. These strategies should include talent identification, development, 

and retention programs to ensure a strong leadership pipeline. This comprehensive approach will 

maximize the positive impact on firm performance. 
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INTRODUCTION 

Succession planning is a critical process within organizations that focuses on identifying and 

developing future leaders to fill key positions when current leaders retire, resign, or are otherwise 

unable to continue in their roles (Atwood, 2020). It is a proactive approach to ensure the smooth 

transition of leadership and maintain organizational stability and continuity. It addresses the 

inevitable reality that leaders will eventually leave their positions. By identifying and preparing 

potential successors in advance, organizations can minimize disruptions and maintain leadership 

continuity, ensuring the continued achievement of strategic objectives (Harrell, 2016). 

According to Johnson et al. (2018), succession planning serves as a platform for nurturing and 

developing talent within an organization. It provides opportunities for high-potential employees to 

gain exposure, experience, and the necessary skills to assume leadership roles in the future. This 

systematic approach to talent development fosters a pipeline of capable individuals who are 

prepared to take on key responsibilities when the need arises. Effective succession planning 

facilitates the transfer of institutional knowledge, expertise, and organizational values from 

outgoing leaders to their successors. By providing mentoring, coaching, and developmental 

opportunities, organizations can ensure the smooth transfer of critical knowledge, thereby 

preserving organizational memory and preventing the loss of valuable insights and insights 

(Atwood, 2020). 

Jackson and Allen (2022) avers that implementing succession planning programs sends a positive 

message to employees about their growth and advancement opportunities within the organization. 

It demonstrates that the organization is invested in their development and recognizes their potential 

contributions. This, in turn, enhances employee engagement, job satisfaction, and retention rates, 

as employees are more likely to stay with an organization that provides clear career progression 

paths (Cavanaugh, 2017). Succession planning promotes organizational stability by minimizing 

the risks associated with leadership gaps. It allows organizations to respond quickly to leadership 

changes and adapt to evolving business environments. A well-executed succession plan ensures 

that competent leaders are in place to guide the organization through transitions, maintain 

stakeholder confidence, and drive organizational success (Fusarelli, 2018). 

According to Cavanaugh (2017), firms that do not engage in succession planning face various 

challenges that can significantly impact their long-term stability and success. Without a structured 

approach to identifying and developing future leaders, these organizations encounter leadership 

vacancies. When leaders retire, resign, or unexpectedly leave their positions, the organization may 

face a leadership vacuum. Without identified successors or a plan in place, the organization may 

struggle to fill these crucial roles promptly, resulting in uncertainty and disruption. 

In developed countries such as Canada, there is a high level of awareness about the importance of 

succession planning among organizations. Business leaders and executives recognize that effective 

succession planning is crucial for ensuring the long-term sustainability and success of their 

organizations (Earls & Hall, 2018). The potential risks associated with leadership vacancies and 

the need for smooth leadership transitions are well understood. In USA, organizations tend to adopt 
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a structured and systematic approach to succession planning. They establish formal processes and 

policies for identifying potential successors, assessing their capabilities, and developing them for 

future leadership roles. This structured approach enables organizations to have a well-defined 

talent pipeline and ensures that leadership positions are not left vacant unexpectedly (Harper et al., 

2018). 

In China, the government has been emphasizing the importance of succession planning as part of 

its broader efforts to promote sustainable economic development. It has encouraged state-owned 

enterprises to establish robust succession plans and has issued guidelines and policies to facilitate 

effective leadership transitions. The government's emphasis on succession planning has 

heightened awareness and pushed organizations to prioritize this aspect of talent management. As 

China's business landscape becomes more competitive and complex, organizations are realizing 

the need to ensure smooth leadership transitions and the continuity of operations. This recognition 

is particularly prominent among larger, state-owned enterprises and multinational corporations 

operating in China (Chen et al., 2021). 

Brazil is still in the process of developing a strong ecosystem of professionals and advisors 

specialized in succession planning. The professionalization of succession planning services, 

including consulting, executive search, and legal support, is gradually evolving but remains less 

mature compared to more developed countries (Pessotto et al., 2019). Grupo Votorantim, a 

Brazilian conglomerate with operations in various sectors, including cement, mining, metals, and 

energy is an example of a family-owned business that has implemented a successful succession 

plan. The succession process within Grupo Votorantim involved a structured approach, including 

grooming and preparing the next generation of family members for leadership positions. The 

company established a Family Governance Council to oversee the succession process and ensure 

a smooth transition of ownership and leadership. Banco Itaú, one of Brazil's largest banking 

institutions, has also placed significant emphasis on succession planning and talent development. 

The bank has implemented a structured approach to identify and develop high-potential employees 

for leadership roles. Itaú has established leadership academies, mentorship programs, and 

international training opportunities to groom future leaders within the organization. This focus on 

talent development and succession planning has contributed to the bank's long-term stability and 

success (Solis et al., 2016). 

In African countries, organizations are increasingly recognizing the importance of talent 

development and professionalization in succession planning. Efforts are being made to identify 

and develop high-potential employees through training, mentoring, and leadership development 

programs. Professional organizations, consulting firms, and educational institutions are also 

emerging to provide specialized support and expertise in succession planning, contributing to the 

professionalization of the field in some countries. Governments in some African countries such as 

Kenya and Ghana are taking steps to promote succession planning and good governance practices. 

This includes issuing guidelines, creating awareness campaigns, and providing incentives for 

organizations to prioritize succession planning. Government support is particularly relevant in the 
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case of state-owned enterprises and public sector organizations, where smooth leadership 

transitions are crucial for stability and effective service delivery (Urban & Nonkwelo, 2022). 

Several large businesses in African countries have experienced leadership challenges depicting 

poor succession planning. For instance, Zambezi Portland Cement, a cement manufacturing 

company in Zambia, faced significant challenges due to leadership and ownership disputes 

resulting from a lack of proper succession planning. The company experienced prolonged legal 

battles between shareholders and family members, which disrupted operations and affected the 

company's performance. The absence of a clear succession plan and the failure to address 

leadership transitions created instability and hindered the company's growth. Another example is 

Sonatrach, Algeria's state-owned oil and gas company, faced challenges related to leadership 

succession and the transfer of power. The company experienced disruptions and inefficiencies 

during leadership transitions, leading to a decline in operational performance (Mashikinyi, 2020). 

Firm Performance 

Firm performance refers to the evaluation and measurement of how well a firm is achieving its 

strategic objectives and delivering value to its stakeholders (Shouyu, 2017). The multidimensional 

nature of firm performance recognizes that it encompasses various aspects beyond just financial 

metrics. It reflects the extent to which the organization is achieving its goals, meeting customer 

needs, and generating value for its shareholders. Strong performance demonstrates that the 

organization is effectively utilizing its resources, implementing sound strategies, and consistently 

delivering quality products or services (Bennouri et al., 2018). According to Fuzi, et al (2016), 

firm performance extends beyond financial outcomes and includes the satisfaction of different 

stakeholders such as customers, employees, suppliers, and communities. Positive firm 

performance indicates that the organization is meeting or exceeding stakeholder expectations, 

building trust, and fostering positive relationships. Satisfied stakeholders are more likely to remain 

loyal, provide referrals, and support the organization's growth. A well-performing firm is more 

likely to outperform its competitors, attract customers, and secure market share. It demonstrates 

the organization's ability to differentiate itself, innovate, and deliver superior value to customers, 

thereby creating a sustainable competitive edge (Vejseli & Rossmann, 2017). 

Bigliardi et al. (2018) indicates that good financial performance is a key indicator of a well-

performing company. It includes indicators such as consistent revenue growth, increasing 

profitability, healthy cash flow, and a strong balance sheet. Positive financial results reflect 

effective cost management, revenue generation, and sustainable profitability. In addition, a 

company's ability to increase its market share indicates its competitiveness and customer 

satisfaction. It demonstrates that the organization's products or services are gaining traction in the 

market, attracting new customers, and outperforming competitors. Bhagat and Bolton (2019) notes 

that a company that consistently achieves high levels of customer satisfaction and loyalty 

demonstrates its ability to meet customer needs and exceed expectations. It indicates that 

customers value the company's products or services, trust its brand, and have a positive experience. 

Customer satisfaction and loyalty lead to repeat business, positive word-of-mouth, and a strong 
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customer base. Moreover, a company with high employee engagement and retention rates shows 

a positive work culture and effective human resource management. Engaged employees are 

motivated, committed, and passionate about their work, which leads to increased productivity, 

innovation, and customer satisfaction. Low turnover rates indicate that employees are satisfied and 

loyal to the company (Ibhagui & Olokoyo, 2018). 

LITERATURE REVIEW 

Theoretical Framework 

Agency Theory 

This theory was proposed by Jensen and Meckling (1976). It explores the relationship between 

principals (shareholders) and agents (managers) within an organization. The theory recognizes that 

shareholders, as the owners of the company, delegate decision-making authority to managers to 

act on their behalf. However, because of differing interests and information asymmetry, conflicts 

of interest may arise between principals and agents. 

In this context, succession planning is viewed as a mechanism to align the interests of shareholders 

and managers. Succession planning involves identifying and preparing potential successors for key 

leadership positions within the organization. By ensuring a smooth transition of leadership, 

succession planning helps maintain organizational continuity and minimizes disruptions that may 

occur during leadership changes. One of the key objectives of succession planning from an agency 

theory perspective is to mitigate agency costs. Agency costs refer to the conflicts of interest and 

costs incurred when shareholders and managers have different objectives. By having a well-

designed succession plan in place, the organization can minimize the risk of agency costs resulting 

from misaligned interests between shareholders and managers (Panda & Leepsa, 2017). 

Effective succession planning reduces the likelihood of agency problems such as managerial 

opportunism, shirking, or excessive risk-taking. It provides a mechanism for shareholders to 

maintain control over the organization's strategic direction and safeguard their interests. By 

identifying and developing internal candidates for leadership positions, shareholders can have 

greater confidence that their interests will be represented and protected. Additionally, succession 

planning helps address the issue of information asymmetry between shareholders and managers. 

Managers often possess more information about the organization's operations, opportunities, and 

challenges than shareholders. Through a well-structured succession planning process, knowledge 

transfer can occur from incumbent leaders to potential successors, ensuring that critical 

organizational knowledge is retained and shared (Atwood, 2020).  

Furthermore, succession planning supports the long-term sustainability of the organization. By 

identifying and grooming internal talent, the organization reduces its dependence on external hires 

for key leadership roles. This internal focus can foster a sense of loyalty and commitment among 

managers, as they see a clear path for career advancement and recognition within the organization. 

Such commitment can lead to increased managerial effort and dedication to organizational success. 

Overall, agency theory provides a valuable perspective on the importance of succession planning 
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in aligning the interests of shareholders and managers. By implementing effective succession 

planning practices, organizations can enhance corporate governance, reduce agency costs, and 

promote the continuity and long-term performance of the organization. 

Human Capital Theory 

Human capital theory by Schultz (1970) is a framework that highlights the significance of the 

knowledge, skills, experiences, and capabilities that individuals bring to an organization. It 

recognizes that employees' competencies and attributes contribute to the organization's overall 

performance and competitiveness. Succession planning, within the context of human capital 

theory, aims to identify and develop high-potential employees who possess the necessary human 

capital to assume leadership roles in the future. 

According to human capital theory, individuals are valuable assets to organizations, and their skills 

and knowledge can be considered a form of capital. Investing in the development and cultivation 

of this human capital is essential for achieving sustainable competitive advantage and long-term 

success. Succession planning is a strategic approach to human capital management that ensures 

the continuity of critical leadership roles and facilitates the transfer of valuable knowledge and 

skills from current leaders to potential successors. Through succession planning, organizations 

identify employees with high potential and provide them with opportunities for growth, 

development, and mentorship. By doing so, organizations can nurture the human capital within 

their ranks and prepare individuals to assume leadership positions when needed. This proactive 

approach helps organizations avoid potential leadership gaps and ensures a seamless transition of 

responsibilities (Winterton & Cafferkey, 2019). By investing in human capital through succession 

planning, organizations can realize several benefits. First, it enables organizations to build a talent 

pipeline of capable and well-prepared individuals who can step into leadership roles. This reduces 

the risks associated with sudden leadership vacancies or unexpected departures. 

In addition, succession planning allows organizations to retain top talent and foster employee 

loyalty. Employees who see clear pathways for career advancement and development are more 

likely to remain committed to the organization and contribute their skills and knowledge 

effectively. This, in turn, enhances employee engagement, productivity, and overall organizational 

performance. Third, succession planning promotes the transfer of critical knowledge and skills 

from experienced leaders to potential successors. When seasoned leaders mentor and groom 

successors, they pass on their expertise, insights, and best practices, ensuring the continuity of 

organizational knowledge and capabilities. Furthermore, investing in human capital through 

succession planning enhances organizational adaptability and agility. By developing a pool of 

talented and capable leaders, organizations are better equipped to respond to changing market 

conditions, emerging opportunities, and evolving business challenges. This flexibility and 

responsiveness contribute to organizational resilience and competitiveness (Wuttaphan, 2017). 

Human capital theory highlights the significance of investing in employees' knowledge, skills, and 

capabilities for organizational performance and competitiveness. Succession planning, as a 

strategic human capital management practice, aims to identify and develop high-potential 
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individuals for future leadership roles. By nurturing human capital through succession planning, 

organizations can secure a sustainable talent pipeline, retain top performers, transfer critical 

knowledge, and enhance their overall performance and long-term success. 

Empirical Review 

Hitt, Keats, and DeMarie (2018) studied the impact of well-developed succession plans on firm 

performance and competitive advantage. The study utilized survey data from 324 large U.S. 

companies and employed regression analysis to assess the relationship between succession 

planning and firm performance. The study found a positive association between well-developed 

succession plans and higher financial performance. Firms with effective succession planning were 

also found to have a competitive advantage over their peers. 

Sandada and Mangwandi (2015) investigated the relationship between succession planning and 

firm innovation and overall performance. The study utilized a sample of 198 family businesses 

and employed structural equation modeling to examine the effects of succession planning on firm 

innovation and performance. The study found a positive association between effective succession 

planning and firm innovation. It also revealed a positive relationship between succession planning 

and overall firm performance. 

Al-Harbi and Mohammed (2017) explored the impact of succession planning on strategic 

alignment within organizations and its subsequent effect on firm performance. The study utilized 

a sample of 137 Saudi Arabian firms and employed structural equation modeling to examine the 

relationship between succession planning, strategic alignment, and firm performance. The study 

found that succession planning positively influenced strategic alignment within organizations. 

Strategic alignment, in turn, had a positive effect on firm performance. 

Chandler and McEvoy (2015) examined the influence of succession planning on firm adaptability 

and agility and its subsequent impact on firm performance. The study employed a meta-analytic 

approach, analyzing data from 41 independent studies to investigate the relationship between 

succession planning, adaptability, agility, and firm performance. The study found a positive 

association between succession planning and firm adaptability and agility. It also revealed a 

positive relationship between adaptability and firm performance. Kim and Park (2016) 

investigated the impact of proactive CEO succession planning on firm performance, particularly 

during times of crisis or industry turbulence.  The study utilized a sample of 182 Korean firms and 

employed event study. The study found that proactive CEO succession planning had a positive 

influence on firm performance, especially during times of crisis or industry turbulence. 

Liu and Raghuram (2018) examined the impact of successful CEO succession planning on 

organizational resilience and performance disruptions. The study used archival data from a sample 

of 179 Chinese listed firms and employed regression analysis to investigate the relationship 

between CEO succession planning, organizational resilience, and performance disruptions.  The 

study found that successful CEO succession planning had a positive effect on organizational 

resilience, leading to reduced performance disruptions in the organization. Zainuddin, Kamal, and 
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Ahsan (2020) explored the impact of effective succession planning on employee engagement and 

its subsequent effect on firm performance. The study utilized a sample of 262 Malaysian small and 

medium-sized enterprises (SMEs) and employed structural equation modeling to examine the 

relationship between succession planning, employee engagement, and firm performance. The 

study found that effective succession planning positively influenced employee engagement. 

Additionally, employee engagement was found to mediate the relationship between succession 

planning and firm performance. 

Song, Nguyen, and Nguyen (2019) investigated the mediating role of employee engagement in the 

relationship between succession planning and firm performance. The study utilized a sample of 

232 Vietnamese firms and employed structural equation modeling.  The study found that employee 

engagement partially mediated the relationship between succession planning and firm 

performance. It suggests that the positive impact of succession planning on firm performance is, 

in part, explained by increased employee engagement. 

Huang, Hu, and Chen (2016) studied the contextual factors that influence the relationship between 

succession planning and firm performance. The study conducted a systematic review of 50 

empirical studies to identify the contextual factors affecting the relationship between succession 

planning and firm performance. The study found that the impact of succession planning on firm 

performance was contingent upon contextual factors such as organizational size, industry type, 

and external environmental factors. These factors could moderate the relationship between 

succession planning and firm performance. Jensen, Danes, and Stafford (2017) sought to establish 

the relationship between family firm succession planning practices and firm performance. The 

study utilized a sample of 406 family businesses and employed regression analysis to investigate 

the relationship between succession planning practices and firm performance and found that family 

firms that implemented succession planning practices had higher firm performance compared to 

those without succession plans. This suggests that succession planning positively contributes to 

the performance of family businesses. 

Cascio and Briscoe (2019) examined the relationship between succession planning and 

organizational performance, specifically focusing on the role of talent management practices. 

study conducted a comprehensive review and synthesis of existing literature on succession 

planning and talent management practices, drawing insights from both empirical studies and 

theoretical frameworks. The study found that effective succession planning, combined with robust 

talent management practices such as talent identification, development, and retention, positively 

influenced organizational performance. The integration of talent management practices into 

succession planning was identified as a critical factor for optimizing firm performance.  

Fernández-Mateo, Vidal-Suñé, and Sánchez-Marin (2017) explored the relationship between 

succession planning and firm performance in the context of family businesses, considering the 

moderating effect of family involvement and size. The study utilized survey data from 204 Spanish 

family businesses and employed regression analysis to examine the relationship between 

succession planning, family involvement, firm size, and firm performance. The study found that 
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succession planning had a positive impact on firm performance in family businesses. Moreover, 

the positive relationship between succession planning and performance was stronger in family 

firms with higher levels of family involvement and smaller firm sizes. This suggests that family 

dynamics and firm characteristics can influence the effectiveness of succession planning in 

improving firm performance. 

Zhao, Jiang, and Zhang (2019) investigated the relationship between succession planning and firm 

performance, considering the mediating role of organizational commitment. The study collected 

data from 231 Chinese firms and employed structural equation modeling to analyze the 

relationship between succession planning, organizational commitment, and firm performance. The 

study found that succession planning had a positive and direct effect on firm performance. 

Additionally, organizational commitment was found to mediate the relationship between 

succession planning and firm performance, suggesting that succession planning contributes to 

improved firm performance through its positive impact on organizational commitment. Similarly, 

Zhu, Xia, and Pan (2017) investigated the relationship between succession planning and firm 

performance in the context of state-owned enterprises (SOEs) in China. The study collected data 

from 157 Chinese SOEs and employed regression analysis to examine the relationship between 

succession planning and firm performance. The study found that identifying and developing 

internal talent, were associated with better financial performance and overall firm performance 

Kim, Nifadkar, and Saldanha (2018) examined the relationship between succession planning and 

firm performance in the context of multinational corporations (MNCs), focusing on the moderating 

role of subsidiary autonomy. The study utilized survey data from 130 subsidiaries of MNCs 

operating in India and employed hierarchical regression analysis to explore the relationship 

between succession planning, subsidiary autonomy, and firm performance. The study found that 

succession planning had a positive effect on firm performance in MNC subsidiaries. Furthermore, 

subsidiary autonomy was found to moderate this relationship, with high levels of subsidiary 

autonomy strengthening the positive impact of succession planning on firm performance. 

Another study by Agbim, Izedonmi, and Ohiokha (2016) investigated the impact of succession 

planning on firm performance in Nigerian manufacturing firms. The study collected data from 120 

Nigerian manufacturing firms and employed regression analysis to examine the relationship 

between succession planning and firm performance. The study found that effective succession 

planning practices, such as identifying and developing successors, were associated with higher 

financial performance and overall firm performance. In Ethiopia, Tadesse (2017) explored the 

relationship between succession planning and firm performance in private banks. The study 

collected data from 207 employees and 58 managers of private banks in Ethiopia and employed 

regression analysis to examine the relationship between succession planning and firm 

performance. The study found that effective succession planning practices, such as talent 

identification and development, were positively related to financial performance and overall firm 

performance. Mubarik and Kiruja (2017) study on the impact of succession planning on firm 

performance in Kenyan family-owned businesses showed that effective succession planning 
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practices, such as identifying and grooming successors, were associated with improved financial 

performance and overall firm performance. 

SUMMARY OF LITERATURE REVIEWED 

The empirical literature review on the effect of succession planning on firm performance provides 

valuable insights into the relationship between succession planning practices and organizational 

outcomes. Overall, the reviewed studies consistently indicate a positive association between 

effective succession planning and firm performance. The studies emphasize that successful 

succession planning involves more than just identifying a successor; it requires robust talent 

management practices. Integrating talent identification, development, and retention into 

succession planning strategies is essential for realizing the positive impact on firm performance. 

The findings highlight that the positive relationship between succession planning and firm 

performance can be influenced by various contextual factors. These factors include family 

involvement, firm size, subsidiary autonomy, and the nature of the organization (e.g., family-

owned businesses, multinational corporations, state-owned enterprises). Understanding and 

accounting for these contextual factors is crucial for optimizing the benefits of succession 

planning. Furthermore, the studies demonstrate that effective succession planning contributes to 

improved firm performance through various mechanisms such as enhancing organizational 

commitment, promoting innovation, and aligning strategic goals. Effective succession planning 

practices are associated with improved financial performance measures and overall firm 

performance outcomes. 

The findings collectively emphasize the significance of succession planning as a strategic practice 

for organizations across different industries and contexts. Successful succession planning ensures 

a smooth transition of leadership and the development of future leaders within the organization. It 

contributes to organizational stability, continuity, and long-term success. Organizations that 

implement effective succession planning strategies are more likely to experience improved 

financial performance and overall firm performance. This highlights the importance of investing 

in talent development, succession planning processes, and aligning succession planning with the 

organization's strategic goals and objectives. 

The reviewed studies also highlight the importance of considering the specific contextual factors 

and characteristics of the organization when implementing succession planning. Factors such as 

family involvement, firm size, and organizational structure can influence the effectiveness of 

succession planning strategies. Understanding these contextual nuances is crucial for tailoring 

succession planning approaches to maximize their impact on firm performance. Additionally, the 

studies reveal that effective succession planning practices not only contribute to financial 

performance but also impact other important aspects of firm performance. These include 

organizational commitment, innovation, and strategic alignment. By fostering a culture of talent 

development and ensuring a smooth leadership transition, organizations can enhance employee 

commitment, drive innovation, and achieve strategic objectives. 
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The findings of the studies provide valuable insights for practitioners and organizations seeking to 

improve their succession planning practices. They emphasize the need to adopt a holistic approach 

to succession planning that encompasses talent identification, development, and retention. 

Organizations should also align their succession planning strategies with the specific goals, values, 

and characteristics of the organization. Overall, the literature supports the notion that effective 

succession planning is a critical factor in driving firm performance. By proactively identifying and 

developing future leaders, organizations can ensure continuity, resilience, and sustained success. 

Succession planning serves as a strategic tool that enables organizations to navigate leadership 

transitions smoothly and capitalize on the strengths and potential of their talent pool. 

Moreover, the reviewed studies provide insights into the specific contexts of different countries 

and industries. They highlight the positive impact of succession planning on firm performance in 

various settings, including Nigerian manufacturing firms, Ethiopian private banks, Kenyan family-

owned businesses, Ghanaian SMEs, and more. These findings underscore the universality of the 

relationship between effective succession planning and improved firm performance, transcending 

geographical and sectoral boundaries.  

The implications of the reviewed studies are significant for organizational leaders, human resource 

practitioners, and policymakers. They emphasize the importance of prioritizing succession 

planning as a strategic initiative and investing in talent development programs. Organizations 

should establish formal processes for identifying and grooming potential successors, creating 

development plans, and providing necessary training and mentoring. By institutionalizing 

succession planning practices, organizations can ensure a smooth leadership transition, mitigate 

risks associated with leadership vacancies, and maintain operational excellence. 

CONCLUSION  

Based on the summary of findings from the reviewed studies, it can be concluded that effective 

succession planning has a positive impact on firm performance. The evidence consistently 

indicates that organizations that implement robust succession planning practices experience 

improved financial performance, overall firm performance, and other positive outcomes. The 

studies demonstrate that succession planning is not limited to identifying a successor but 

encompasses comprehensive talent management strategies. Integrating talent identification, 

development, and retention into succession planning processes is crucial for maximizing its impact 

on firm performance. The positive relationship between succession planning and firm performance 

is influenced by contextual factors such as family involvement, firm size, subsidiary autonomy, 

and the nature of the organization. Recognizing and accounting for these factors is important when 

designing and implementing succession planning strategies. The findings also highlight that 

effective succession planning contributes to improved firm performance through mechanisms such 

as enhanced organizational commitment, promotion of innovation, and strategic alignment. By 

investing in talent development and ensuring a smooth leadership transition, organizations can 

foster employee commitment, drive innovation, and achieve strategic objectives. 
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RECOMMENDATIONS  

1. Organizations should establish robust succession planning strategies that go beyond 

identifying a successor. These strategies should include talent identification, development, 

and retention programs to ensure a strong leadership pipeline. This comprehensive 

approach will maximize the positive impact on firm performance. 

2. Succession planning should be integrated into the overall strategic management processes 

of the organization. It should align with the organization's goals, values, and long-term 

objectives. By linking succession planning with strategic priorities, organizations can 

ensure that leadership development efforts are aligned with the organization's direction. 

3. Organizations should invest in talent development and training programs to groom 

potential successors. This includes mentoring, coaching, and providing opportunities for 

skill-building and career advancement. By nurturing and developing talent internally, 

organizations can cultivate a pool of capable leaders and enhance their chances of sustained 

success. 

4. Organizations should consider contextual factors such as family involvement, firm size, 

and organizational structure when designing and implementing succession planning 

strategies. Adapting the approaches to suit the specific context will enhance the 

effectiveness of succession planning practices and their impact on firm performance. 

5. Organizations should create a culture that values talent development and succession 

planning. This includes fostering employee engagement, commitment, and loyalty through 

transparent communication, growth opportunities, and recognition programs. An engaged 

and committed workforce will contribute to the success of succession planning initiatives. 

6. Organizations should regularly evaluate the effectiveness of their succession planning 

practices, gather feedback from key stakeholders, and make necessary adjustments. This 

ensures that the succession planning strategies remain relevant, effective, and aligned with 

changing organizational needs 

7. Governments should collaborate with private sector organizations, industry associations, 

and professional bodies to jointly develop guidelines, standards, and training programs for 

effective succession planning. 
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