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Abstract— Succession in family business is an important
factor for business continuity and most of the family business
successors are males which shows that leadership is lopsided
against females in Jos, Nigeria. This study examined gender
preference and succession of family business in Jos, Plateau
State. It focused on the perception about the succession process
in family businesses regarding gender issues and why daughters
may feel discriminated for succeeding their parents in a family
business. It examined the influence of cultural stereotype and
trust on family business succession with focal point among small
and medium enterprises (SMEs) in Jos metropolis, Plateau
State. Structured questionnaire schedule was administered and
data were obtained from 220 SMEs using a cross-sectional
survey of descriptive research design. Data from the
questionnaire were analysed using multiple regression in
establishing relationship among the variables. The findings
indicated that cultural stereotype and trust has significant
influence on the choice of a successor in family business. It was
recommended that the ability to manage family business should
be paramount in choosing a successor rather than to stereotype
daughters on the basis of culture, as that will determine whether
the business will survive.

Index Terms— family business,
daughters.

stereotype, trust and

|. INTRODUCTION

Highlight Family-owned business is the largest in the
world compared to multinational corporations.Statistics
shows that65-80% of the business enterprises in the world are
family-owned or family-managed (1), and certainly Nigeria is
also growing in that line. But on taking a closer look at the
make-up of family businesses classified to as second
generation which is the generation of those who have
inherited the family business from the founder, it is clear that
majority of them are managed by the sons rather than the
daughters of the founder.

Succession is a phenomenon that reflects always in the
minds of people telling them that life is an endless chain of
successions, where another person will take over from you
soonest or later in the future. _(2) describes succession as
simultaneously passing the managerial baton, the torch of
family leadership and the control of ownership to the next
generation. Succession in the context of family business, is a
situation where the founder chooses whom he/she wants to
succeed the business after his or her exist from the family
enterprise for continuity and development sake (3).
Succession is an explicit process by which the firm is
transferred to the family’s next generation. Whilst the
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successful succession of Chief Executive Officer (CEOs) is a
crucial goal for firms, without the next generation’s
leadership and direct management, the firm cannot survive as
a family-owned firm, let alone maintain its character (4).

In a family enterprise, succession occurs when the family
business owner or founder passes away, becomes
incapacitated or exists the company either through voluntary
departure or retires as a result of age. Succession is the
process during which ownership/management control of the
business is transferred from one generation to the next; it
includes the dynamics preceding the actual transition as well
as the aftermath of the transition. Succession, most especially
involving the transfer of management and control of a
business to a new management is a huge step towards positive
development in every part of the world.

Business succession represents a major turning point for
most family firms in the world, as it involve a change in
leadership or management of an enterprise from an
incumbent to a successor which to a certain extent is
determined by changes in ownership structure. Research has
revealed that more than half of the businesses worldwide are
owned by families (5). Most industrial conglomerates had
started as a small family business unit, notable amongst them
are the Ibru Organization,Dantata Group, Tilley-Gyado&
Company and BubaLamu& Sons (Nig). Ltd., all based in
Nigeria (6).

Gender refers to the socially determined roles,
responsibilities, behaviour, characteristics of women and
men in a given culture (7). Business dictionary defines gender
as culturally and socially constructed difference between men
and women (as indicated by terms such as 'gender affairs' and
‘gender politics') that varies from place to place and time to
time. Gender refers to the social attributes and opportunities
associated with being male and female, the relationships
between women and men and girls and boys, and the relations
between women and between men. These attributes,
opportunities and relationships are socially constructed and
learned through the socialization processes. Gender
determines what is expected, allowed and valued in a woman
or a man in a given context.

Gender issues in family firms have primarily taken gender
as a variable perspective (8). Research has shown that women
are unlikely to be named successors in family businesses (9,
10), which is amplified by the differences in the tasks women
and men perform, women’s mediation of the family and the
family business (11). The primogeniture norm according to
which, the firstborn male child will eventually take over the
family firm remains influential (12). Daughters have been
found to be denied leadership roles and to settle for less
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influential roles in the firm (13, 11, 10).

There has been a steady increase in research on daughters
in family businesses, especially in relation to the barriers they
face in joining family businesses and in succeeding their
parents (14, 15, 16,17, 18, 19, 20, 21, 22, 10).

In Plateau State, we have observed in family businesses
that the successors of second generation businesses are males.
This shows that, there may be a bias against females in
succession of family businesses. Since females also go to
school and have capacity to manage businesses, there seem to
be dearth literature on why succession is lopsided in the
running of family businesses.

The mainobjectiveof the study is to examine gender
preference and succession of family business in Jos, Plateau
State, Nigeria, the specific objectives are;

i. to analyse the relationship between cultural stereotype
and succession in family business.

ii. to evaluate the relationship between trust and gender
preference in family business succession.

The following research questions was raised for the study
for the purpose of achieving the stated objectives;

i. what is the relationship between cultural stereotype and
the choice of a successor in family business
succession?

ii. to what extent does trust determine gender preference of
a successor in family business succession?

This study is essentially focused on gender preference and
succession of family businesses within Jos metropolis,
Plateau State, Nigeria. Particular attention was placed on
second generation of family businesses that had undergone a
relatively recent succession process which were able to
reflect on both past and future decisions with regards to the
choice of a successor. It considered the sons, as well as
daughters of family businesses who had succeeded their
parents within Jos metropolis which comprise of Jos North,
Jos South and Jos East local government areas. The choice of
location was because a large number of Small and Medium
Enterprises (SMEs) used as family businesses in the study are
found in those areas of the state. The study is limited to
gender preference and succession in family businesses in
Plateau state within the period of 2000-2018.

Il. LITERATURE REVIEW

A. Conceptual framework

Cultural Stereotype and Succession in Family Business

Succession refers to a series of identifiable steps that take
place over time, with the expectation of ensuring the
readiness of the successor to take over the difficult task of
leadership when required (23, 24).Succession is one of the
most important challenges that family firms face (25, 26, 27).
(2)described succession as simultaneously passing the
managerial baton, the torch of family leadership and the
control of ownership to the next generation. Succession can
be understood as the transmission of both the ownership and
the control of the organisation between two generations. In
the case of family firms, the transmission of the family
leadership from the incumbent to the next generation
successor occurs through succession (28, 29, 30, 31). The
succession process brings important changes to family
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businesses, such as adjustments to family firms’
management, and the ownership structure (32, 26, 30).

Succession is considered to be one of the most important
and critical issue in the family business. A proper succession
planning process provides the family business with the
opportunity to select the effective leaders who are able to take
the business to a new level (33).

(34) stated that succession is a life-long process that
encompasses everything aimed at ensuring the continuity of
the business through the generations and succession planning
process includes all the actions, events, and organisational
mechanism by which leadership of the business and
ownership is transferred. (35, 36) argued that succession is
not a once off event, but a process that requires planning in a
way that prevents unpleasant surprise and involves a series of
strategies implemented over time.

Gender roles and stereotypes existing in society have
contributed to the discrimination against women in family
business succession (37). Women have traditionally been
responsible for domestic issues and taking care of family, so a
professional career usually took second place. Even if they
were directly involved in the family firm, they did not receive
recognition for their contribution, either in the shape of a
formal position in the company (38), and if a salary was
earned it was lower than the men's (39).

The succession of family business is far from being
standardized. (40) defines family business as companies
where family members own at least 50 percent of the
business. Other authors consider a firm as a family enterprise
when a family or a private person controls 20 percent or more
of the voting rights (41), while others define family
businesses as enterprises in which one or more family
members are officers or directors, or own 50 percent or more
of the firm’s equity, either individually or as a group (42).
Some authors defined a family business as any company in
which majority ownership or control is carried out by a single
family and in which two or more family members are or at
some time were directly involved in the business.

According to (43), a family owned business is a business
where two or more members of the same family own or
operate together or in a succession in order to lift the family
for development. It can also be defined as a business that is
organized, established, operated and owned by a united
family, i.e a family that shares a common goals or interest and
understanding for the purpose of growth. On the other hand, it
is seen as a business that is commonly found in all corners of
the world and therefore, is regarded as the most dominant and
viable form of business enterprises no matter the remoteness
nature of her location

In recent time, the family business has emerged as one of
the highly concerned agenda in the global entrepreneurial
development. Although, the concept of family business is
historical that is prehistoric in origin yet it has been regarded
as an emerging field in the entrepreneurship development.

Today, most of the businesses around us are family
businesses and these businesses have been noted to account
for the largest percentage of the businesses in many nations
(44). (45) defined a family business as one which has been
started by an entrepreneur/founder and eventually progresses
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to being owner managed and then results in more than one
member working in the business, which leads to a family
partnership. The business is expected to be passed on to
succeeding generations of the family.

For (46), a family business is referred to as any
organization in which members of a family (be it
monogamous or polygamous or extended households), hold
controlling shares and which does not separate ownership
from management. This connotes that the founder or his
appointed family members run the operations of the company
or enterprise. All these give impression and basic
understanding of what family business means. However, in a
more directional and precise form, family business suggest
solely businesses that are organized, owned, managed and
operated by family either by the founder or his/her successor.

Trust and Gender Preference in Family Business
Succession

Trust is of central importance to the family business (46).
The effective use of trust in family firms as a resource
contributes to a firm’s success, including the successful
generational transfer of the firm (47, 48). The relationship
between the founder and successor (and between the
successor and other family and business members) and the
degree of trustin the relationship(s) has been cited as a
contributing factor in effective succession. (49) described the
role of these relationships as allowing the successor to gain
understanding about the culture and intricacies of the firm. A
strong relationship between the founder and the successor is a
key to successful transfer of the business. In their review of
the research on factors influencing family business
succession, (50) listed the trust among family and business
members as a determinant of successful transition. The role
of trust in permitting the founder to relinquish control of the
firm and the absence of that trust leading to resistance has
been found in small and medium sized businesses (51, 52,
26). In their review of family business succession, (53) listed
the quality of the founder—successor relationship which is
defined by respect, understanding, trust, and cooperation.
(54)in their introduction of governance and trust in family
firms, concluded that “manifestations of trust appear to be
fundamental determinants of the differences that exist
between family and non-family firms. (55) Pointed out that
the evolution of trust among family members begins with
interpersonal trust (based on relationships and emotions).

Trust is viewed as fundamental for the competitiveness of
social organizations given the increased levels of complexity
and uncertainty. Trust refers to a person’s belief that
individuals engaged in exchanges will make sincere efforts to
uphold their commitments and will not take advantage of the
given opportunity; in other words, it is one’s willingness to
rely on others (56). Trust is central to family businesses where
a group of individuals affiliated with the enterprise are
connected through common ancestry or marriage—because
their existence goes well beyond economic rationale. It “often
represents a fundamental basis for cooperation” and it is a
source of competitive advantage for family businesses (57).

Gender as a term was first introduced to distinguish
between biological sex and socially constructed sex (58).
However, in today’s society gender and sex are used
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interchangeably, thus, neglecting the original differentiation
between the terms which emerged in the 1970s (59). Rather
than being a category that an individual belongs to, gender is
“a relationship which brings about redefinitions of
subjectivities and subject positions over time, both as
products and as producers of social context” (60). So, gender
refers to socially constructed roles, expectations and patterns
which society has devised for each sex and distinctions made
between masculine and feminine are socially constructed as
opposed to physiological characteristics (58). Furthermore,
the appreciation of gender as socially constructed
acknowledges that society, as opposed to nature determines
femininity and masculinity (59).

Early theorists believed that gender was inborn, (61) and
characterised men as “instrumental” and women as
“expressive.” Instrumentality means that men are predisposed
to “get things done” and are, therefore, more qualified for
managing economic and political institutions. Conversely,
expressiveness represents caring, nurturing, and other
qualities that are better suited for domestic responsibilities
(61, 62, 63). Implicit in expressive gender role is the
subordination of women and their need for protection (61,
63).

Gender is a fundamental social practice and part of an
individual’s identity (64) that is also present in family
businesses. The differences between men and women in
terms of gender are the scripts accessible to men: most men
relate to practices constructing masculinity (Connell 1995),
and business life is marked by masculinity (65) consequently,
such scripts are less accessible to women.

Gender in business leadership has received lots of attention
in recent times. People still have the same kind of perception
that man is the business leader. Successors frequently are
chosen from the males rather than the females at the time of
transferring leadership to the next generation. In the family,
business structure might create hindrance for the female of
the family firm not to become the main owner or leader.

B. Empirical Review

Researchers have discussed gender issues and succession
of family businesses in Nigeria and other parts of the world,
with a number of such studies specially focusing on issues of
daughters and sons as successors in family businesses. This
segment will review the most recent of such studies with
attention to gender preference of male and female in
executive positions as well as issues of succession in family
business.

(37) conducted a study on gender issues related to choosing
the successor in the family business in Spain. The study
investigated the succession process in small and medium
family businesses, taking into account how gender could
influence the selection of the successor and the key factors in
choosing a successor and whether daughters are considered as
sons. The work focused on the perception about the
succession process in family businesses regarding gender
issues and why daughters may feel inhibited from entering
their family’s business in a managerial or decision making
capacity.The study gathered qualitative data via in-depth
interviews from family business” owners and successors who
were planning or had just completed the succession process.
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The main findings are that even though, gender is not
considered an obstacle to become a successor, but the fact is
that there are more male successors than females. Results also
show that birth order influences the succession process more
often if the first child is a male than if it is a female.

(66) investigated the effect of Igbo inheritance culture on
management succession in private indigenous enterprises in
south eastern Nigeria. The study was conducted using survey
design. The population of the study was 750
owner-founders/managers, and a sample size of 511
respondents was drawn from the population using Tara
Yamane’s sample size formula. The instruments used for data
collection were the structured questionnaire, interview
schedule and empirical findings. The data collected from the
field were analysed with descriptive statistics. The study
found that Igbo inheritance culture had a negative effect on
management succession process; enterprise continuity and
factors associated with primogeniture (first born) rule of
inheritance affect management succession
process.Gender-restrictive inheritance culture on the other
hand, had a negative effect on management succession. It was
recommended that in order to achieve effective succession in
these enterprises, owner-founder should pay ample attention
to managing culture; the founder should lay the foundation
for a successful entrepreneurial succession and enterprise
continuity before his old age or ailment; women should be
provided with equal education and access to managerial
positions.

(67) studies found that there are three components that are
crucial for effective successors by asking forty two (42)
CEOs of family firms (mostly in first or second generation) in
Canada. The research confirmed what the human resources
leadership literature have featured in previous studies. Firstly,
leadership traits and skills are important for effective
successors; including the capacity to lead and influence
others, the ability to make independent decisions, the ability
to motivate, communicate and resolve conflict effectively.
Secondly, the authors identified a number of management
skills and competencies that allow for strategic planning,
market positioning, financial and general management as
well as industry specific experience. Thirdly, the result
suggests that effective successors show commitment,
motivation and respect to family members.

The results of the study by (53), which was on, inside the
family firm: The role of families in succession decisions and
performance in Denmark indicates that, after analysing 5334
successions between 1994 and 2002, the gender of the first
born child strongly correlated with the decision to appoint a
family CEO. If the first born child was a girl, the frequency of
family transition was 29.4%, whereas if it was a boy, it was a
39%. In some countries with very traditional culture, as
Korea, the likelihood of finding female successors in family
business listed on stock exchange is still nearly null (in a
sample of 444 family firms only one have female successors,
because there were no sons) (68). (69)conducted a study on
more jobs for the boys? Succession planning in SMEs and
have found that even if the daughter was the first born child,
she was not considered to run the family business. Thus, there
were some owners who preferred to sell the business, instead
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of allowing their daughters to lead it. (69), or to appoint an
external CEO (70).

While sons are raised with the expectancy that they will
enter the family business, daughters usually lack the
opportunity to succeed their fathers (17, 63). Fathers tend to
have tacit expectations that their sons will take over the
family firm and therefore “groom” their sons for the role (17).

According to (69), in all cases contemplated in which there
was a son or a daughter who was a potential successor, the
daughter was ignored. This may be because women have
traditionally played many subtle roles — spouse, mother,
mother-in-law and family leader — and these roles related to
the family rather than to the business sphere made women
believe they were not suitable for leadership and that their
responsibilities were mainly domestic (71). This different
way of treating sons and daughters meant that, at home,
parents would speak more with sons about the business
during meal time, and sons visited the business more often
(Dumas, 1998), whereas the socialization of women was
more focused on home and family life (71).

Trust is of central importance to the family business (46)
and is a competitive advantage in that business (72). The
effective use of trust in family firms as a resource contributes
to a firm’s success, including the successful generational
transfer of the firm (62, 47). The relationship between the
founder and successor (and between the successor and other
family and business members) and the degree of trust in the
relationship(s) has been cited as a contributing factor in
effective succession.  (49) described the role of these
relationships as allowing the successor to gain understanding
about the culture and intricacies of the firm. A strong
relationship between the founder and the successor is key to a
successful transfer.

In their review of the research on factors influencing family
business succession, (50) listed trust among family and
business members as a determinant of successful transition.
The role of trust in permitting the founder to relinquish
control of the firm and the absence of that trust leading to
resistance has been found in small and medium sized
businesses, and in firms owned by women (51, 52, 26). In
their review of family business succession (53) listed the
quality of the founder—successor relationship defined by
respect, understanding, trust, and cooperation as the second
most common variable in the reviewed research.

C. Theoretical Framework

Gender Role Theory

Genderroletheory may be used to understandboth the
deliberative and implicit factors thatinfluence son as well as
daughters’ decisions and behaviours.

The enduring dearth of daughter successors clearly
indicates the existence ofa gendered system. The
disproportionatenumber of successor sons and daughters
suggests a bias toward females in the selection of successors.

Widely held socially constructed beliefs about gender
(gender beliefs) powerfully affect individuals’ process of
knowing and treatment of men and women (73, 74,
62).Gender beliefs are inculcated in childhoodwhen children
differentiate themselves on the basis of sex and learn to attach
attributes and values to each sex (53, 73). At an early age,
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children recognize physical features such as hair and
clothesthat identify boys and girls and may categorize
activities and toysaccording to what is perceived to be
appropriate for each sex (dolls are for girls, trucks are for
boys).Two aspects of gender as a socially
constructedconcept are central to our discussion: the
assessment of men and women’s competencies (73, 75) and
the dominant beliefs thatrank men as morepowerfulthan
women (74, 75).

Socially constructed gender beliefs are embodied in
stereotypes of men and women that ascribe different
characteristics and abilities to each sex (73).Generally,
stereotypes cast women as communal, or nurturing, caring,
and cooperative and men are seen as energetic, more task
oriented, competitive and decisive(76).

These stereotypic gender beliefs affect how individuals
assess themselves in certain contexts and how they perceive
others’  assessments ofthem.  Evaluation of one’s
competencies is a deciding factor in choosinga successor
since peopletend to choosethose in whichthey feel confident
of their skills (74).

Gender beliefs may therefore influence daughters’ choices
regarding family business succession as the assessments
of their skills are potentially influenced by others’ gendered
biases as well as their own internalization of gender beliefs.
Daughters may lose interest in succession because
perceptions that others view them as under-qualified bias
their own judgments and behaviours (18).

Genderacts as a background identity guiding behaviour
and judgments in various ways without an individual’s
awareness of its influence (74). That is, daughters may not
realize that their behaviours and judgments about becoming a
successor are implicitly triggered by gender biases.

Additionally,  gender  beliefs  produce  biases
beyondperceptions of competencies. The gendered system
also assigns cultural rules and roles to each gendercategory
and these roles influences beliefs that grant more power to
men than women (74, 76). Daughters may not contest
conventional gender role stereotypes held by their fathers
who are often the gatekeepers to succession. Daughters’
perceptions of a differential power structure and expectations
of gender role behaviour may precludethem from even
imagining themselves as successors.

Based on these implications of gender roletheory, we
examine how gendered cultural stereotype, trust and
managerial aptitude implicitly and explicitly contribute to
founders ‘decisions in family firm succession.

1. METHODOLOGY

A research survey was undertaken under a cross sectional
study. The method was used because the data for the study
were collected from primary source using a questionnaire.
The analysis focused on gender issues as it relates to
succession decisions that had been or were about to be taken.
It investigated causal relationship into the activities of gender
preference and succession in family businesses with minimal
interference to unit of analysis of the study.
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The population of this studyis based on SMEs that were
registered with Plateau State chamber of commerce. The
numbers of SMEs with Plateau State chamber of
commercewere 490 as at March 2019 for Jos metropolis. This
number comprise of Jos North, Jos South and Jos East with
218, 194 and 78 respectively.

Therefore the sample size of the study is determined by
using this formula:

n = N/1+N (e)2 (77). With margin of error at 5%. The result
shows sample size of 220 respondents. The selection of the
sample size was done using stratified sampling techniques as
indicted in table 1.

Table 1: Selected sample of SMEs for survey.

S/IN Categorie Populatio Sample Per
S nof SMEs | Location
1 Jos North 218 220=218 o
490
2 Jos South 194 220 =194 a7
_—_—nmm _|‘l
490
3 Jos East 78 22078
——— =35
490
Total 490 220

46

Source: Field Survey, 2019

The study made use of primary data. Data were collected
through direct means of contacting a particular group of
family business owners thus, drawing conclusions from
information which is known as primary data. The primary
source of data collection was through the questionnaire which
was divided into sections. Section A provided the background
information of the respondent, while section B provided
information necessary for analysis of data and test of
hypotheses formulated for the study.

Data were collected through a structured close ended
questionnaire using the 5-point likert scale which ranges from
strongly agree, agree, undecided, disagree, and strongly
disagree. The scale is structured in a manner that the
respondents score an item five(1) if strongly agree with
statement, four(2) if they agree with the statement without
any strong inclination, undecided three(3) and when the
respondents disagree with the statement they score two (4)
and lastly, a score of one (5) for strongly disagree.

The research instrument (the questionnaire) was subjected
to pilot test so as to ensure its validity and reliability. For the
purpose of this paper, the questionnaire was tested for face to
face validity and construct validity.

The reliability of the instrument was maintained by
ensuring that the questions were unambiguous and clear and
also test for the internally consistent of the data through a
reliability test using Cronbach Alpha. The test results are
presented in table 2.
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Table 2: Construct Reliability and Validity

Variables Cronbach's Alpha rho_A Composite Reliability
SFB 0.8670 0.8701 0.9184
CSGP 0.9707 0.7888 0.7651
TRGP 0.8064 0.8349 0.8702

Source: SPSS 20

The reliability was conducted by testing the instruments for
the reliability of values (Alpha values) as recommended by
(78). Cronbach recommends analysis for Alpha values for
each variable under study. According to (79), Alpha values
for each variable under study should not be less than 0.6 for
the statements in the instruments to be deemed reliable.
Consequently, all the statements under each variable were
subjected to test and were proven to be above 0.6 before they
were considered. To justify the test of reliability, a pilot study
was conducted in Jos and all the variables of the study have
proven to be above 0.6. This attests the reliability of the
instrument.

To establish the relationship among the variables, multiple
regression and correlation coefficient were used in testing the
hypothesis. The model specification used in testing the
hypotheses is as follows:

The coefficient of the independent variable is the
regression coefficient

This is the slope in a Y=a+b;X;+ b,X,...b,X,+e equation.

Y= Dependent variable, i.e. succession

X;1...X= Independent variables, i.e. cultural stereotype,
trust, and managerial aptitude

a, by,b,...b, = the constants

e= error term

The regression coefficient measures how much of an
impact the independent variable has on the dependent
variable.

SFB=F (CS, &TR)

SFB=Bo+B1CS+P2TR+ut

Where;

SFB= Succession in family businesses

CS= Cultural Stereotype

TR= Trust

Bo= Constant/Intercepts

B1, B2, B3, p4 = parameters/Coefficient of determination

pt= Stochastic Variable (Error term)

IV. DATAPRESENTATION AND ANALYSIS

Data Presentation

The data for this study was collected from family-owned
businesses operating within Jos metropolis. The data were
collected through a 5 point Likert scale questionnaire (see
appendix 1), and were analysed through the aid of statistical
tools of analysis such as Statistical Package for Social
Sciences (SPSS) version 20 platform and are presented
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subsequently in the tables below.
Table 3: Gender of Respondents

Jos Jos Jos East Total
North South
% % % %
Male 86 | 88.7 |77 |895|31 |886 | 194 | 89.0
Female | 11 | 11.3 | 9 105 | 4 114 | 24 11.0
Total 97 | 100 | 86 | 100 | 35 | 100 | 218 | 100

47

Source: Field Survey, 2019

From the table 4 above, it shows that out of the total valid
copies of 97 questionnaire returned from Jos North, 86 of
them which represent 88.7% are male, while 11 respondents
which is equivalent to 11.3% are female. In Jos South, 86
respondents were examined and 77 respondents are male and
they represent 89.5% where the female takes 9 out of the total
number with 10.5%. From the record of 35 of Jos East, 31
responses were male which are 88.5% and 4 are female with
11.4%. On the whole three (3) local government areas
representing Jos metropolis, the study had a total of 218
respondents out of which the male respondents are194 with
89%, where the female took 24 respondents which stands for
11% of the businesses . From the table therefore, the study
deduced that majority of the successors of family businesses
surveyed in Jos metropolis with regards to this study has more
male than the female. It shows that, the process is
characterised by this and has justified the statement of
problem to this study.
Descriptive Statistics of Cultural Stereotype, Trust,
Managerial aptitude of Gender Preference and Family
Business Succession

The data collected for this study are presented in this
section using descriptive statistics to describe the
characteristics of the data. The summary statistics of the
variables, as shown in table 5 below show the dependent
variable, succession of family business has mean value of
1.24 which shows that most of the respondents strongly
agreed with the questions. The minimum value is 1 which is
the code for strongly agreed and the maximum value is 5, the
code for strongly disagreed.
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N Min. Max. Mean Std. Deviation ~ Skewness

Statistic Statistic Statistic Statistic Statistic Statistic Std. Error
SFB 218 1 3 1.24 .385 1.273 .165
CS 218 1 2 1.37 444 .518 .165
TR 218 1 3 1.22 423 1.575 .165

Valid N (listwise) 218

Source: SPSS Results

Table 4 presents the descriptive statistics ofCultural
Stereotype and succession (CS), Trustand succession
(TR)and Succession of Family Business (SFB). The average
scores are 1.24, 1.37 and 1.22 forSuccession in Family
business,Cultural Stereotype and Trust of family business
succession respectively. Trust has the lowest standard
deviation, signifying its significant contribution to succession
in family businesses in Jos, Plateau state. The response level

Table 5 Correlations

of all the variables lies between 1 (strongly disagreed) and 5
(strongly agree).

V. DATA ANALYSIS AND RESULT

Correlation Matrix of Cultural Stereotype, Trust, of
Gender Preference and Family Business Succession

SFB CS TR MA

SFB Pearson Correlation 1 663" 804" -286
Sig. (2-tailed) 000 002 000
N 218 218 218 218

CS Pearson Correlation 663" 1 -.014 -.290™
Sig. (2-tailed) 000 837 000
N 218 218 218 218
TR Pearson Correlation .804™ -.014 1 .082
Sig. (2-tailed) 002 837 230
N 218 218 218 218

**_Correlation is significant at the 0.01 level (2-tailed).

Source: SPSS Results

In table 5 the correlation matrix for the relation between Cultural Stereotype and Trust, factors on the one hand and Family
Business Succession on the other hand is presented. The results indicate a positive correlation between Cultural Stereotype on
Succession of Family Business and Trust on Succession of Family Business given the Pearson correlation values of 0.663 and

0.804 respectively.
Table 6 Model Summary®
Adjusted R Std. Error of
Model R R Square Square the Estimate Durbin-Watson
1 .696° 484 477 278 1.853

a. Predictors: (Constant), CS, TR
b. Dependent Variable: SFB

Table 6 is the model summary that indicates the Correlation Coefficient (R) and the Coefficient of Determination (R?). The
Correlation Coefficient (R) of 0.696 indicates a strong positive correlation between the variables, while the Coefficient of
Determination (R?) of 0.484 indicates that about 48% of variation in Family business Succession in Jos Plateau State can be
explained by the combined effect of Cultural Stereotype and Trust. These results provide evidence that the model is well fitted
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and useful for the purpose of explaining and predicting the relationship between the combined effect of Cultural Stereotype and
Trust factors on Family Business Succession in Jos, Plateau State. The Durbin-Watson value of 1.852 (which is less than the
threshold of 2) indicates the absence of serial or autocorrelation among the variables.

Table 7 ANOVA?
Model Sum of Squares  df Mean Square F Sig.
1 Regression 15.535 3 5.178 66.913 .000°
Residual 16.561 214 077
Total 32.096 217

a. Dependent Variable: SFB
b. Predictors: (Constant), CS, TR

The ANOVA results are presented in table 7. The results indicate the fitness of the model. The F-statistics of 66.913 with its
corresponding P-value of 0.000 indicates that the model is fit. The research findings provide a basis for the rejection of this
hypothesis and thus evidence has been established that Cultural stereotype and Trust factors have significant effect on Family
Business Succession in selected family businesses in Jos Plateau State at 5% level of Significance.

Table 8 Coefficients?
Standardized

Unstandardized Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) .825 125 6.611 .000
CS .550 .044 .635 12.380 .000
TR A71 .045 .188 3.820 .000
Coefficients®
Collinearity Statistics
Model VIF
1 (Constant)
CS 1.092
TR 1.007

Cultural Stereotype on Succession in Family Business

Table 8 is the Coefficient table from which the regression
line is extracted. The regression line SFB = 0.825 + 0.550CS
indicates that succession in family business will improve by
0.550% for every 1% increase in cultural stereotype variable.
The respective P-values indicate the effect is significant at
5% level for cultural stereotype. The Variance Inflation
Factor (VIF) values indicate that the explanatory variables are
not highly correlated. These therefore, indicate absence of
multicollinearity among the independent variables since
multicollinearity exists only when the VIF Value is greater
than 10.

Trust on Succession in Family Business

In Table 9, the regression line SFB = 0.825 + 0.171TR
indicates that succession in family business will improve by
0.171% for every 1% increase in Trust variable. The
respective P-values indicate the effect is significant at 5%
level for trust variable. The Variance Inflation Factor (VIF)
values indicate that the explanatory variables are not highly
correlated. These therefore, indicate absence of
multicollinearity among the independent variables since
multicollinearity exists only when the VIF Value is greater
than 10.

g
Wi

Discussion of Findings

The finding from the first hypothesis reveals that cultural
stereotype positively and significantly affects the choice of a
successor in family business succession in Jos, Plateau State.
This finding is consistent with the findings of (37, 27, 70)
whose findings were positive and significant. It shows that
cultural stereotype is one of the reasons for gender
discrimination of female members of family business
succession as regard the choice of a successor. The study is
supported by gender role theory. The study consists of the
socially constructed gender beliefs that are embodied in
stereotypes of men and women that ascribe different
characteristics and abilities to each sex. These stereotypic
gender beliefs affect how individuals assess themselves in
certain contexts and how they perceive others’ assessments
of them as the stereotypes cast women as communal, or
nurturing, caring, and cooperative and men are seen as
energetic, more task oriented, competitive and decisive. This
study supports prior knowledge that female successors are
often viewed as having less leadership ability than male
SucCessors.

Similarly, the findings of the second hypothesis reveal that
trust positively and significantly influence the choice of the
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successor in family business succession in Jos, Plateau State.
This finding is consistent with the findings of (22, 62). The
authors then concluded that trust in family business
succession was supported by their findings which were
positive and significant and that a high degree of trust
between the founder and successor was indeed a prerequisite
to successful family business succession.The study is
supported by gender roles theory which is put in place to align
the goals of the successor (agent) and that of the founder
(principal), where the founder depends on the actions of the
successor through an explicit or implicit contract to undertake
certain actions that will benefit the business for continuity.

VI. CONCLUSIONS AND RECOMMENDATIONS

Conclusions

This study shows that cultural stereotype andtrust
influence gender preference in family business succession in
Jos Plateau State. This study contributes to the literature on
the influence of gender and the choice of a successor in family
business by offering great potential for systemic
improvements of the management of family owned
businesses in Plateau State. The study alsoprovide a resource
for family owned businesses to better understand the different
influences of gender preference on successful succession and
means of promoting successful leadership succession
amongst family owned businesses irrespective of gender and
will promote and encourage the growth and development of
small and medium family owned enterprises in terms of
succession.

Recommendations

In light of the findings of the study and conclusion drawn,
this study recommends that;

a. Daughters should not be stereotyped on the basis of
culture, but be given the opportunity to succeed the
founders of family businesses.

b. Trust in the successor’s abilities and intentions should
be upheld when choosing a successor.
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