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Business Continuity:

Career Path:

Community-Based:

Organizations

OPERATIONAL DEFINITION OF TERMS

Refers to the ability of an organization to maintain
essential functions and recover quickly from
disruptions, ensuring that operations remain
uninterrupted during crises (Ferrari, 2023). It will be
operationalized by examining how effective
succession planning impacts the organization's
ability to sustain operations and adapt to changes

without significant interruptions.

Refers to the progression of job roles and

responsibilities an individual follows within an
organization, reflecting their career development and
growth over time (lkechukwu & Adighije, 2017).
Career path will be used to assess how planned career
advancements and role transitions contribute to the
stability and sustainability of community-based
organizations by ensuring that critical positions are

filled with qualified and prepared individuals.

These are local non-profit organizations that further
some social or humanitarian missions within

communities (Hussain et al., 2018). CBOs will be
used by evaluating their ability to sustain operations
and achieve their objectives through -effective
succession management practices, which include
planning for leadership transitions and ensuring

organizational resilience.
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Cultural Identity:

Cultural Succession:

Knowledge Succession:

Leadership Succession:

Affiliation with or a sensation of belonging to a particular

group based on a variety of cultural criteria; such as
nationality, ethnicity, race, gender, and religion (Cadieux,
2018). It will be operationalized by examining how
adherence to and preservation of local cultural practices and
values influence the effectiveness of succession planning
and its impact on ensuring organizational stability and

continuity.

The ability of the organization to transfer beliefs and values
to new employees within the organization (Groves, 2019).
Cultural succession will be used to assess how well the
incoming leaders maintain and integrate the organization's
cultural values to ensure a smooth transition and sustained

organizational identity.

Knowledge succession is achieved by training employees to
ensure they keep up with the changes in the business
environment (Ferrari, 2023). It will be used to assess how
well these organizations manage the transfer of key
knowledge to successors, and how this transfer impacts their
ability to maintain operations and achieve long-term

sustainability.

The process by which the knowledge and skills relating to

how to manage human resources are communicated to the
existing and new workforce (lkechukwu & Adighije, 2017).
Leadership succession will be operationalized by evaluating
the effectiveness of succession planning and practices in

preparing potential leaders to take over key roles, thereby

XVi



Succession Management:

Talent Succession:

ensuring the organizations' long-term stability and ability to

achieve their goals.

Is the process of identifying individuals and training them to
become leaders so that there are no gaps in leadership
(Pyromalis & Vozikis, 2019). It will be used to examine how
effective succession planning impacts the ability of these
organizations to maintain uninterrupted operations and

achieve long-term sustainability.

This is the process by which an organization attracts and

trains employees to ensure a continuous flow of talent inside
an organization to improve its productivity (Ferrari, 2023).
It will be operationalized by examining how effective talent
succession planning impacts the stability and ongoing
success of these organizations, particularly focusing on the
readiness of internal candidates to assume critical roles and

maintain organizational performance.
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ABSTRACT

Continuity challenges have been blamed on improper succession management, poor access
to funding, and withdrawal of donors more so after COVID-19 and unresolved conflicts
among others. Several research works have been carried out regarding succession
management but they have failed to adequately address the context of business continuity
in CBOs despite the deplorable situation of CBOs. This study sought to examine the effects
of succession management on the continuity of Community-based organizations in Kitui
County, Kenya. The study was guided by the following specific research objectives; to
determine the effect of knowledge succession, leadership succession, cultural succession,
and talent succession on business continuity in community-based organizations in Kitui
County. The anchoring theory that guided the study was The Social Exchange theory
supported by the Schamer’s U theory, the Human Capital theory, and the Trait Leadership
theory. A descriptive cross-sectional survey was used in this project. The target population
was 228 CBOs in Kitui County. The study sampled 145 participants, who were
chairpersons of the CBOs in Kitui County. Data for this research was obtained using a
semi-structured questionnaire and analyzed through the use of descriptive and inferential
analysis methods while findings were presented in figures and tables. The response rate
was at 88% where 128 questionnaires were returned out of 145 administered. The study
carried out descriptive and inferential statistics included. The study showed a beta of 0.303
which was associated with a p-value of 0.004 between knowledge succession and business
continuity, a beta value of 0.583, and a p-value of 0.000 between leadership succession and
business continuity, a beta of 0.121, and a p-value of 0.202 between cultural succession
and business continuity and a beta of 0.622 and a p-value of 0.000 was observed between
talent succession and business continuity. The study concluded that knowledge succession,
leadership succession, and talent succession had a significant effect on the continuity of
CBOs in Kitui County. However cultural succession did not have a significant effect on
continuity. The study recommended that local authorities should develop and implement
policies to guide CBOs in establishing knowledge succession programs, focusing on
capacity-building and creating knowledge repositories. Further, leadership succession
plans should be formalized, with training and resources provided for effective leadership
transitions. Additionally, policymakers should ensure cultural succession practices that
align with CBO goals and promote transparency and communication. Moreover, CBOs
should prioritize talent succession planning and employee retention to ensure long-term
stability and success. The research should explore CBO succession management in diverse
contexts and consider additional variables like risk management. Lastly, the study
recommended that top managers should invest in structured mentorship programs and
enhance cross-training for knowledge succession.
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CHAPTER ONE

1.0 INTRODUCTION

1.1 Background of the study

Business continuity involves ensuring that an organization can maintain its operations and
strategic direction despite changes in leadership or key personnel. This requires a proactive
approach to identifying and developing potential leaders within the organization who can
step into critical roles seamlessly (Ferrari, 2023). Business continuity through succession
management involves creating and implementing a comprehensive succession plan that
covers these key areas. By ensuring knowledge is effectively passed on, leadership roles
are smoothly transitioned, organizational culture is preserved, and talent is continuously
developed, organizations can mitigate the risks associated with leadership changes
(Almansoori, 2023). This proactive approach not only ensures that operations remain
uninterrupted but also helps maintain employee morale and productivity. Ultimately,
effective succession management strengthens the organization's resilience, enabling it to
thrive and adapt to future challenges while maintaining its competitive edge (Azadegan et
al., 2020).

By establishing a comprehensive succession plan, organizations can anticipate future
leadership needs, address skill gaps, and create a pipeline of qualified candidates ready to
take on leadership positions. This process helps to minimize disruption during transitions,
sustain organizational knowledge, and maintain stakeholder confidence. Effective
succession planning ensures that the organization remains resilient and capable of
achieving its long-term goals, even amidst inevitable changes in its leadership team
(Bokhari, Muhammad & Zakaria, 2020). Succession management will be measured
through knowledge succession, leadership succession, cultural succession, and talent
succession. Knowledge succession involves the transfer of critical organizational
knowledge and expertise from outgoing leaders to incoming ones, ensuring that valuable
insights and strategies are retained (Paunescu & Argatu, 2020). Leadership succession on
the other hand focuses on the smooth transition of leadership roles, where potential leaders

are identified and developed to step in without causing disruptions (Labus et al., 2020).



Cultural succession emphasizes maintaining the organizational culture, ensuring that the
core values and practices continue to guide the company even after leadership changes
(Sanchis et al., 2022). Lastly, talent succession is about identifying and grooming high-
potential employees to fill key positions, thus sustaining the workforce's capability and

performance (Témasson, 2023).

The process of gathering knowledge and passing it on to other people inside an
organization as well as to other areas of the organization is known as knowledge succession
or transfer (Almansoori, 2023). The objective is to make such information accessible to
both existing and potential employees. Knowledge succession or transfer conceptualization
entails; knowledge generation, knowledge capture, and knowledge sharing (Fadeyi,
Oladele, Imhonopi, & Nwachukwu, 2019). Knowledge generation, capture, and sharing
are important parts of the succession management process; knowledge succession helps
employees acquire information and utilize this information to grow in the firm (Ge &
Campopiano, 2022). A crucial component of succession management is preserving the
information held by important staff and passing it on to possible successors. According to
Al-Shanti (2017), knowledge succession enables the organization's personnel to conduct
ongoing activities and studies targeted at gaining knowledge, storing knowledge,

disseminating knowledge, and applying knowledge to achieve superior performance.

Building a leadership pipeline inside an organization via the selection and training of
candidates for key leadership roles is leadership succession management. To prevent
leaders from rushing into poor judgments during a management transition, a proactive,
forward-looking succession management strategy develops successor abilities well in
advance (Bhalla, Orglmeister, & Tong, 2016). Leadership succession plans offer a
predetermined set of activities that enable an organization to ensure smooth operations
(Schiefer, Uberwimmer, Fureder, & Costa, 2019). The new individuals who undertake the
vacant positions in the firm must match the competent skills required for every firm since

excellent leaders are a rare commodity.



Identifying a successor in any organization is the first step to ensure that the firm will
maintain cultural succession (De Massis et al., 2018; Pyromalis & Vozikis, 2019). The
competencies of social networking, cultural identity, and technological adoption of the
successor are important variables for smooth and efficient cultural succession (Dekker,
Helsen, Lybaert, Steijvers, & Orens, 2017). Organizations going through transformation
will seek to promote or employ leaders who will bring out the best in the existing culture
while aligning with the organization's long-term goals (Cadieux, 2018). This level of
alignment cannot be achieved through unstructured conversations alone; rather, it
necessitates a thorough comprehension of the present and future cultures, including all of
their positive and potentially negative aspects, as well as the use of specially developed

tools to assess how well individuals fit into the target cultures.

Talent succession is now recognized as a methodical approach to attract, train, and retain
top employees to ensure a continuous flow of talent inside the organization to boost
workforce productivity. Creating a long-lasting organization requires a good successive
plan that will ensure that the firm achieves its strategic goals. The five key proxies of talent
succession are recruiting, choosing, engaging employee potential, developing the level of
engagement, and keeping personnel and apprenticeship. The need for human capital will
continue to drive talent succession as businesses look to achieve a competitive edge
(Groves, 2019).

By systematically measuring these aspects, organizations can gauge their readiness and
effectiveness in handling leadership transitions (Rezaei Soufi, Torabi & Sahebjamnia,
2019). Studies indicate that 58% of companies face extended disruptions without proper
succession plans, leading to revenue losses of up to 17% annually. Moreover, organizations
with robust succession plans report 2.5 times higher profitability and 1.5 times greater
market share compared to those without such plans (Niemimaa et al., 2019). The sudden
departure of key executives can decrease employee morale and productivity by 22%,
highlighting the importance of preparing for seamless transitions (Alharthi & Khalifa,
2019). Ensuring business continuity through effective succession planning mitigates these

risks. It enhances organizational stability, stakeholder confidence, and long-term



sustainability. By prioritizing succession planning, organizations can better navigate

leadership changes and maintain consistent value for stakeholders.

Community-based Organizations (CBOs) must critically evaluate how to best promote
business continuity in an organization due to globalization and the growing degree of
competition. Organizations must respect succession management if they want to thrive in
the dynamic and competitive environment (Castro-Arce & Vanclay, 2020). Today's
businesses may show their love and respect for their workers by using succession
management. Global business trends are dynamic and ever-evolving. CBOs are currently
compelled to embrace succession management to grow and match the employees' skill sets

with the changing environment to continue providing services (Karaki, 2022).

1.1.1 Succession Management

As a long-term strategy, succession management is the process through which
organizations train individuals to take over critical jobs over time (Pyromalis & Vozikis,
2019). What happens in the outside world that can directly and profoundly affect the
personnel plans in the organization that would result in changes to the quantity and quality
of manpower needed to support an organization's mission and vision are some of the
fundamental questions that succession management aims to answer. Consequently,
succession management entails knowledge succession, cultural succession, leadership

succession, and talent succession management (Groves, 2019).

Globally, Succession management involves strategic planning and development initiatives
to ensure leadership continuity in Community-Based Organizations (CBOs) across various
countries. For example, in Canada, the Toronto Environmental Alliance has implemented
a robust succession management plan that includes mentorship programs and leadership
training to prepare younger members for future leadership roles, ensuring organizational
sustainability. In Australia, the Brotherhood of St Laurence has established a
comprehensive succession planning process, incorporating a mix of internal promotions
and external recruitment to maintain a dynamic leadership team that aligns with the

organization's mission and values. Meanwhile, in the United Kingdom, the National Trust



has developed a succession framework focusing on talent development and knowledge
transfer, which includes job shadowing and skill-building workshops to groom future
leaders from within the organization. These examples highlight how effective succession
management practices can enhance the resilience and long-term success of CBOs by

fostering a continuous pipeline of capable leaders (Okwakpam, 2019).

In Canada, the United Way Worldwide is another example of a CBO that prioritizes
succession management to sustain its impact. They have implemented leadership
development programs aimed at identifying emerging leaders within the organization and
providing them with mentorship and training opportunities (Bakar, 2022). By investing in
talent development, United Way ensures a steady pipeline of capable leaders who can
effectively carry forward the organization's mission and goals, even amid leadership
changes. This proactive approach to succession management strengthens the organization's

capacity to address community needs over the long term (Beaton, 2018).

Community-based organizations in Palestine are one category of organizations impacted
by poor business continuity. In some fields, including health, education, social assistance
and relief, women's empowerment, and economic recovery, these groups play a major role
and considerably contribute to Palestinian society (Goldfield, 2023). They also play
important roles in lobbying, the improvement of expressive and leadership abilities, the
democratization of community building, and positions that emphasize innovation. The
Palestinian government has insisted on business continuity planning and a social safety net
since this industry is seen as crucial. Business continuity calls for organizations to ensure
they have the right resources needed to deploy seamless transitions that ensure continuity.
Business continuity ensures that firms can meet their growth needs whilst maintaining

service quality (Wonnia, 2021).

In Africa, Succession management within Grameen Ghana is crucial for sustaining its
impact. The organization identifies promising individuals from the community and
provides them with training and mentorship to prepare them for leadership roles. For

instance, when a branch manager retires or moves on, individuals from the community are



groomed to step into leadership positions. This ensures continuity in service delivery and
community engagement, enabling the organization to maintain its effectiveness over time
(Schmid, Raju & Jensen, 2021).

In Nigeria, organizations like Development Africa work on education, health, and
economic empowerment projects. Succession management within Development Africa
involves mentorship programs aimed at developing future leaders. Experienced staff
members mentor younger colleagues, allowing them to gradually take on more
responsibilities (Olubiyi, Lawal & Adeoye, 2022). Junior project coordinators are given
opportunities to shadow senior coordinators and eventually lead projects. This approach
ensures that skills and knowledge are transferred effectively, allowing the organization to
sustain its projects and initiatives even amidst personnel changes (Musumali & Qutieshat,
2022).

In South Africa, the Thanda Foundation focuses on education and community development
programs in rural areas. Succession management within the Thanda Foundation involves
active community involvement in decision-making processes and leadership roles. Local
community leaders are engaged in project planning and implementation, ensuring that
initiatives are culturally appropriate and responsive to community needs. Additionally,
younger community members are encouraged to participate in leadership training
programs. By building leadership capacity from within the community, Thanda Foundation
ensures continuity and relevance in its programs, fostering sustainable development
(Sawalha, 2020).

Across Africa, CBOs face challenges such as limited resources and high turnover rates,
making succession management critical for their sustainability. Effective succession
planning ensures that organizations can maintain their missions and impact even amidst
leadership changes. By investing in mentorship, training, and community involvement,
these organizations are building resilient leadership pipelines. These efforts contribute to
the long-term impact and continuity of services, empowering communities to thrive and

overcome challenges effectively (Kutame et al., 2021).



Succession management in Kenyan CBOs is often approached through various strategies
tailored to the organization's needs and resources. One common strategy is the
implementation of mentorship and training programs, where emerging leaders are
identified and mentored by experienced individuals within the organization. Additionally,
some CBOs establish clear career pathways and development opportunities for staff and
volunteers, fostering talent retention and growth from within the organization. Moreover,
initiatives such as knowledge transfer programs ensure that critical institutional knowledge
is documented and passed on to incoming leaders, preserving continuity (Igonya, Moyer
& Wekesah, 2022).

Succession management in Kenya has not been given the attention it deserves, a situation
that has led to a looming shortage of workforce. The lack of succession management has
led to several challenges such as aging employees, gaps in staffing, and a mismatch of
skills thus leading to a high staff turnover. According to Ochola (2022), this problem is not
confined to the public sector but also to the CBOs. As such, there is a need to extend the
need for succession management beyond the public sector to ensure the continuity of firms
in the private sector (Ochola, 2022). Dewah and Mutula (2016) argued that non-
governmental organizations have started to identify the need for using talent management
to achieve business continuity by implementing resilience in designing critical functions,
technological initiatives, human resource systems, recovery plans, and effective and timely
delivery of essential resources. The objective is to help the public sector with knowledge

management strategies, efficiency improvements, service delivery, and succession issues.

However, challenges exist in the effective implementation of succession management
practices in Kenyan CBOs. Limited financial resources, lack of formalized processes, and
a shortage of skilled personnel often hinder comprehensive succession planning efforts.
Additionally, the informal nature of many CBOs sometimes leads to ad-hoc approaches to
succession, which may not adequately address long-term continuity needs. These
challenges highlight the importance of developing structured and sustainable succession

planning frameworks (Ssesanga, 2021).



In Kitui County, like in many parts of Kenya, Community-Based Organizations (CBOS)
play a vital role in addressing local challenges and improving livelihoods. These
organizations are often deeply embedded within their communities, providing essential
services such as healthcare, education, water provision, and livelihood support. However,
ensuring business continuity in CBOs in Kitui County presents unique challenges due to
the region's specific socio-economic context. Kitui County faces issues such as recurring
droughts, limited access to resources, and high levels of poverty, which can impact the
sustainability of CBOs and their ability to maintain operations over time (Kaimenyi, 2019).
Succession management within CBOs in Kitui County is critical for ensuring their long-
term viability and effectiveness. Many CBOs in the county rely on passionate community
members who volunteer their time and skills to lead and run various projects and initiatives.
However, without proper succession planning, these organizations risk losing valuable
expertise and leadership when key individuals step down or move on (Kithikii, 2023).
Therefore, there is a growing recognition of the need for structured succession management
practices within CBOs in Kitui County to ensure continuity of services and sustained
impact on local communities. Through tailored succession planning efforts, CBOs in Kitui
County can overcome challenges and continue serving their communities effectively,

contributing to the overall development and resilience of the region (Mutia, 2023).

1.1.2 Business Continuity

Business continuity is crucial for organizations to ensure their longevity and ability to
provide value over time (Kowo, Akinrinola, & Akinbola, 2021). It involves identifying
hazards and vulnerabilities that may affect business operations, aiming to achieve
resilience and continuity despite challenges (Disaster Recovery Institute, 2016). The goal
of business continuity is not only to return to pre-event normalcy but also to quickly resume
operations and remain a vital part of the community or industry. Maintaining trust among
stakeholders is essential for business longevity and understanding and formulating
strategies for business succession are crucial for organizations to minimize vulnerabilities

and gain resilience (Margherita, 2021).



Business continuity planning in African CBOs has given organizations self- assurance and
helped them to survive interruptions and discontinuities. In Nigeria for instance, various
contemporary organizations have secured a BC plan for unexpected incidents that may
disrupt the normal operation of their businesses (Sawalha, 2018). Because risk is one of
the characteristics of CBO operations in a complex and evolving market environment,
succession management has been key for the attentive reduction in organization danger and
risk of closure that could threaten the short-term and long-term lives of any business
organization. Nevertheless, not many community-based organizations have considered
succession management for resilience in their survival and continuity in Nigeria. The
success of BCP procedures in companies must be assessed in light of this. The cross-
disciplinary character of organizational crises needs an integrative-strategic risk strategy
and succession management, according to many researchers and theories, there is a need
to improve understanding of business continuity practice by integrating more disciplines

and subfields.

Business continuity, therefore, is essential for organizations to withstand challenges and
remain viable over time. Effective succession planning involves recognizing potential
threats, maintaining flexibility, aligning with organizational values, and considering the
impact on stakeholders and organizational performance. It ensures organizations can adapt
to changing environments while maintaining their mission and relevance in serving their

communities. (Doern, 2016).

1.1.3 Community Based Organizations

Community-based organizations (CBOs) are businesses that function both locally and
nationally. They support initiatives aimed at fostering community growth and improving
the quality of life. Community refers to people who have similar ideologies and are
connected to achieve a common goal that will benefit them. NGOs are also types of CBOs
or their affiliates that help communities express their needs, get funding, and carry out their
initiatives. CBOs utilize people-centered models to ensure they improve the status of living

of the members of the target groups (Hussain et al., 2018).



Community-based organizations (CBOs) have become critical players in economic growth
and development owing to their focus on human development, environmental actions, and
other economic activities. CBOs have played a crucial role in many countries such as
Thailand, India, and Indonesia leading to social reconstruction and societal growth. CBOs
have continuously evolved to meet the emerging needs of society implying that the current
CBOs are very different from those of yesteryear. However, identifying the exact number
of CBOs still hard to determine because of the lack of trusted sources. It is assumed that
there are over a hundred thousand CBOs in the world that operate in different sectors.

The CBOs in the US are designed to achieve various goals such as enabling the citizens to
realize their social, political, and economic mandate. These organizations ensure that
people can meet their needs and preferences thus improving the standards of living in the
community (Lewis & Kanji, 2019). The laws and regulations in the US are designed to
avoid the generalization of CBOs in the country. As such, the country ensures that it gives
freedom to anyone to form a CBO to achieve any goal they deem important to them. These
goals may include political cause, philosophy, or even religion without any limitations
(Bromideh, 2019).

Widespread poverty in sub-Saharan Africa has necessitated the urgent need for the concept
of Community-Based Organizations (CBOs) and community management intervention in
development initiatives and programs. As they contribute 24% of the continent's gross
national income, the CBOs are among the organizations that are currently expressing their
significance as alternative economic engines for promoting development in Africa (World
Bank, 2008). In Nigeria, around 40% of CBOs offered their local community social
amenities valued at 61,940.27 US dollars. According to Owolabi (2019) CBOs in Nigeria
play crucial roles in a variety of areas such as technology, empowerment, and agriculture

among others.

Despite the claim that CBOs come and go, it is undeniable as acknowledged by Lynn
(2018) that they continue to be important in the modern business environment to the vast

majority of people through discounted or free services. CBOs can affect policy and
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community development activities in Kenya and play a significant role in supporting both
rural and urban development. They are effective tools for a variety of development
programs and projects, including infant nutrition programs and related health practices,
tourism development projects, water projects, livestock farming, and sustainable enterprise
and resource development (Prieto et al, 2021). The range of their involvement in
development programs is therefore broad, which has led to an increase in the number of

CBO-led projects and programs in various parts of the nation.

1.2 Statement of Problem

In Kenya, Community-Based Organizations (CBOSs) first gained traction as tools for local
development in the 1960s. CBOs in Kitui County help improve the members’ purchasing
power for inputs and provide profitable markets for their produce. The problem of
continuity within CBOs in Kitui County, Kenya, poses significant challenges to their
sustainability and effectiveness. Many CBOs in the county face difficulties in maintaining
their operations and service delivery over time, leading to disruptions in community
support and development initiatives (Mbandi & Mwenda, 2021). The issue of continuity
stems from various factors such as poor succession management, withdrawal of donors,
political interference, and the impact of events like COVID-19 and the death of sponsors.
These challenges have resulted in many CBOs failing to celebrate their third birthday and
experiencing adverse effects on their operations, hindering their ability to serve the

community effectively (Deloitte, 2020).

Poor succession management practices contribute significantly to the continuity problem
faced by CBOs in Kitui County. Research indicates that the majority of CBOs experience
reduced operations and service delivery due to inadequate succession planning (Deloitte,
2020). Funding dependency on individuals rather than the organization itself also
exacerbates the issue, as funding sources may be lost if key individuals leave the
organization. This lack of continuity not only affects service delivery but also impacts the
organization's ability to retain employees, satisfy suppliers, and fulfill its objectives
(KNBS, 2022).
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Moreover, the COVID-19 pandemic has further highlighted the challenges of continuity
faced by CBOs in Kitui County. Many organizations struggled to recover fully after the
pandemic, leading to difficulties in offering timely services and meeting financial
obligations (Deloitte, 2020). The inability to maintain essential functions during and after
disasters like the pandemic underscores the urgent need for improved continuity planning
and management strategies within CBOs. This situation is exacerbated by poor succession
planning, which leaves organizations vulnerable during transitions, as incoming leaders
may lack the necessary knowledge and skills to maintain operations. The pandemic has
thus exposed the critical weaknesses in current succession management practices, stressing
the importance of robust and proactive strategies to ensure resilience and sustainability in

CBO operations.

Despite several research works on succession management, there is a notable gap in
addressing the specific context of business continuity in CBOs. The symptoms of the
problem include frequent leadership vacuums, disrupted service delivery, and financial
instability. These issues highlight the critical importance of knowledge transfer, cultural
preservation, talent development, and leadership succession as key variables in succession
management. Past studies, such as those by Bokhari, Muhammad, and Zakaria (2020), have
primarily focused on human resource and financial planning, presenting a conceptual gap
in understanding the holistic approach needed for effective succession management in
CBOs. Moreover, Ferrari (2023) emphasizes that effective succession planning should
encompass broader organizational elements, including cultural and strategic continuity,

which have been overlooked in previous research.

Addressing the issues of succession management in CBOs in Kitui County, is crucial for
ensuring that these organizations can continue to serve their communities effectively. Kitui
County's socio-economic dynamics, coupled with external pressures such as political
interference and funding fluctuations, necessitate a tailored approach to succession
management that goes beyond traditional human resource planning. The study seeks to
explore how succession management practices, specifically focusing on knowledge,

culture, talent, and leadership succession, impact business continuity in CBOs. By
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examining these elements, this research aims to provide a comprehensive understanding of
how to strengthen the resilience and operational continuity of CBOs amidst various
challenges. Therefore, the current study aims to address the following question: What is
the effect of succession management on business continuity in community-based

organizations in Kitui County, Kenya?

1.3 Research Objectives
1.3.1 General Objective
The main objective is to determine the effect of succession management on business

continuity in Community-Based Organizations in Kitui County, Kenya.

1.3.2 Specific Objectives
The study was guided by the following specific research objectives;
i. To establish the effect of knowledge succession on business continuity in
community-based organizations in Kitui County, Kenya.
ii. To determine the effect of leadership succession on business continuity in
community-based organizations in Kitui County, Kenya.
iii.  Todetermine the effect of cultural succession on business continuity in community-
based organizations in Kitui County, Kenya.
iv.  To establish the effect of talent succession on business continuity in community-

based organizations in Kitui County, Kenya.

1.4 Research Hypotheses

Hoi:  Knowledge succession has no statistical significance on business continuity in
Community-Based Organizations in Kitui County, Kenya.

Ho2:  Leadership succession has no statistical significance on business continuity in
Community-Based Organizations in Kitui County, Kenya.

Hos:  Cultural succession has no statistically significant on business continuity in
Community-Based Organizations in Kitui County, Kenya.

Hos:  Talent succession has no statistical significance on business continuity in CBOs in

Kitui County, Kenya.
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1.5 Significance of the Study

1.5.1 Management

The study is highly beneficial for management by offering insights into how effective
succession planning can ensure organizational stability and sustainability. By
understanding the impact of succession management practices, management can develop
strategies to mitigate disruptions during leadership transitions, retain institutional
knowledge, and maintain service delivery to the community. This research will assist
management in making informed decisions to optimize succession processes, foster a
resilient organizational culture, and ultimately improve the long-term success and impact
of CBOs in the County.

1.5.2 Community-Based Organizations

This study holds significance for CBOs in general by providing valuable insights into best
practices for succession planning, which are crucial for the sustainability and effectiveness
of all types of CBOs. By understanding how succession management affects business
continuity, CBOs can develop proactive strategies to ensure smooth transitions, retain
institutional knowledge, and maintain their services to the community. These insights will
help CBOs across different regions improve their resilience, enhance their capacity to serve
communities and achieve their long-term goals. Overall, the study contributes to
strengthening CBOs' ability to make a meaningful and lasting impact on society.

1.5.3 Policymakers

The study will be of significant importance to policymakers by helping them understand
the role of succession management in ensuring organizational sustainability and service
continuity to inform policy decisions aimed at supporting CBOs. Policymakers can use the
findings of the study to develop policies and guidelines that promote effective succession
planning practices within CBOs, thereby fostering resilience and stability in community
development initiatives. By recognizing the importance of succession management,
policymakers can implement measures to support CBOs in building strong leadership

pipelines, retaining talent, and ensuring uninterrupted service delivery to communities.
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This research contributes to shaping policies that strengthen the capacity of CBOs to fulfill

their roles effectively and sustainably.

1.5.4 Academicians and Theory Development

The study will significantly benefit academicians and contribute to theory development in
the field of succession management and business continuity within community-based
organizations (CBOs). For academicians, it provides empirical data and insights into the
unique challenges and strategies of succession management in the context of CBOs,
enriching the academic discourse and supporting further research in this area. The findings
will also contribute to the development of theoretical frameworks that address the
dynamics of leadership transitions, knowledge retention, and organizational resilience in
CBOs. By integrating practical observations with existing theories, this research will
enhance understanding and inform future studies, ultimately advancing the body of

knowledge in succession management and its role in ensuring business continuity.

1.6 Scope of the Study
The study was based in Kitui County. The scope of this study was limited to succession
management and how it is affecting business continuity. The study targeted 228 CBOs in

Kitui County who renewed their license in 2023. It was done once on every CBO.

1.7 Assumptions of the Study

The study assumed that respondents would provide data that would be used in coming up
with the research thesis. The study also assumed that the respondents would give honest
opinions and reliable data that would be used in coming up with the research thesis and
specifically in drawing recommendations for policies among public universities. The study
also had the assumption of completing the study within the intended one year which is

provided by the university.

1.8 Limitations and Delimitations of the Study
The research faced a variety of setbacks on the way to achieving the set objectives. Some

respondents had shied off from participating in the study, however, the researcher
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presented a NACOSTI letter and research approval/permit from SEKU which encouraged
them to participate. The respondents were also worried that the information they gave could
be divulged to third parties therefore affecting their confidence, the researcher was however
able to overcome the challenge by identity concealment and assurance of non-disclosure
of their identities. In addition, some selected CBOs were located in far-flung areas which
called for efficient and convenient means of transport which were promptly arranged out

of the available budget.

16



CHAPTER TWO

2.0 LITERATURE REVIEW

2.1 Introduction

This section discusses the literature related to succession management on business
continuity in community-based organizations. The first section presents a theoretical
literature review underpinning the study variables. The second section presents empirical
literature relating to the study variables which helps to identify the research gaps. The third
and last section presents the interrelationship among variables in a conceptual framework.

2.2 Theoretical Review

The conceptual discussion on the possible relationship between succession management
and business continuity is supported by Schamer’s U theory, human capital theory, social
exchange theory, and trait leadership theory. The Social Exchange Theory was the main
theory selected to guide the study because it provides a comprehensive framework for
analyzing how succession management affects business continuity in community-based
organizations addressing the relational and cultural aspects that are critical for successful

succession, making it highly relevant for this study.

2.2.1 Scharmer’s Theory U

Claus Otto Scharmer developed Theory U in 2007 to elucidate the effects of succession in
organizations. Scharmer’s theory aims to help individuals break free from their default
mode of thought, offering points of reference for contributing uniquely to solutions that
align with genuine societal needs. Scharmer posits that firms should develop strategic
succession plans to remain competitive in the market. These plans ensure organizational
flexibility to seize new opportunities and avoid confusion that could lead to a firm's
collapse during uncertainty. Scharmer's theory outlines stages for creating a successful
succession plan: initiating the process, sensing, creating the succession plan, and evolving.
The initiating process involves gathering stakeholder views before formulating the

succession strategy (Cowart, 2020).
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Scharmer’s Theory U operates on several assumptions. It assumes that succession planning
is essential for maintaining organizational stability and competitiveness. It also presumes
that stakeholder involvement is crucial in formulating effective succession strategies.
However, the theory has limitations. One criticism is its complexity and the extensive
process it requires, which may not be feasible for all organizations. Another limitation is
that it assumes all stakeholders will have a unified vision for the organization’s future,
which may not always be the case. Despite these criticisms, the theory’s emphasis on

adaptability and forward-thinking makes it relevant for modern organizational challenges.

The scope of Scharmer’s Theory U encompasses the comprehensive stages of succession
planning within organizations, emphasizing the need for a forward-looking approach. The
sensing phase involves identifying the need for succession and establishing boundaries for
its implementation. This stage requires stakeholder input to align with the organization's
goals. Organizations should envision a succession plan focused on long-term survival, not
just short-term gains. This future-oriented plan enables the firm to build structures and
systems crucial for sustained market competitiveness. Scharmer's model is dynamic,
allowing organizations to adapt to changing business environments and prepare for future
opportunities (Scharmer & von Ameln, 2019). The relevance of Scharmer’s Theory U to
the study on succession management in community-based organizations (CBOs) in Kitui
County, Kenya, is significant. The theory provides a framework for understanding how
CBOs can develop effective succession plans to ensure business continuity. By focusing
on stakeholder involvement and long-term planning, the theory offers insights into how
CBOs can maintain stability and adapt to changes in their operating environment. This is
particularly important for CBOs in Kitui County, which face challenges such as funding
dependence and political interference. Scharmer’s theory helps address these issues by

emphasizing the need for flexible and comprehensive succession planning.

Scharmer’s Theory U supports leadership succession. The theory’s stages—initiating,
sensing, creating the succession plan, and evolving—provide a structured approach to
leadership transitions. According to Keith (2022), effective leadership succession involves

having the right structures and systems in place to identify and prepare the next leader.
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This aligns with Scharmer’s model of evolving practices to avoid chaos and maintain
business continuity. Additionally, Fitch and Lynam (2019) highlight the importance of
preparing for future leadership needs, supporting Scharmer’s emphasis on a long-term
perspective. By focusing on leadership succession, Scharmer’s theory ensures that

organizations can sustain their competitive edge and achieve their goals.

Despite Scharmer's Theory U focusing on leadership and organizational change,
emphasizing the need to move through a process of letting go of the past, co-creating new
possibilities, and achieving a deeper connection with future potential, the theory has its
limitations including a lack of empirical evidence to validate its effectiveness and practical
application across diverse organizational contexts. The theory can be seen as overly
idealistic, as it may not fully address the challenges of implementing transformative change
in environments with entrenched cultures or limited resources. Additionally, the abstract
nature of the theory may make it difficult for practitioners to translate its concepts into

concrete actions and measurable outcomes.

2.2.2 Human Capital Theory

Human Capital Theory was introduced by Schultz in 1961, positing that the introduction
of skills and information within a firm significantly increases its overall productivity.
Schultz argued that while training, education, and knowledge acquisition might be
expensive, they are essential investments for a company's long-term success. This theory
emphasizes the importance of retaining a skilled workforce, suggesting that organizations
can make substantial savings by ensuring employees stay with the company rather than
leaving after significant training investments. The theory also highlights the importance of
maintaining highly motivated employees who feel included in organizational changes,

thereby enhancing overall performance (Marginson, 2019).

The scope of Human Capital Theory extends to various aspects of organizational
management, particularly focusing on the benefits of internal training and development. It
posits that organizations should prioritize developing and retaining talent from within

rather than sourcing from outside. This approach is deemed more prudent because
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internally trained employees are more likely to understand and align with the company's
culture and values. The theory is relevant to various organizational practices, including
employee retention strategies, productivity enhancement, and overall firm performance

improvement (Latov & Tikhonova, 2021).

Human Capital Theory operates under several key assumptions. First, it assumes that
investing in employee education and training will lead to increased productivity and
efficiency. Second, it posits that a well-trained and knowledgeable workforce is crucial for
maintaining a competitive edge. However, the theory also has its limitations and criticisms.
One major criticism is the difficulty in quantifying the exact financial returns on
investments in human capital, as the benefits are often intangible and may vary across
different contexts. Additionally, the theory may overlook the potential challenges and costs

associated with continuous training and development programs (Dom & Ahmad, 2020).

The relevance of Human Capital Theory to this study lies in its ability to explain the
interrelationship between knowledge succession and business continuity. The theory
underscores the importance of investing in employees through education and training to
ensure the organization's long-term success. By fostering a culture of continuous learning
and development, organizations can maintain a skilled and motivated workforce, which is
essential for sustaining business operations and achieving strategic goals. This theory
provides a strong foundation for understanding how knowledge succession can enhance
business continuity by enabling employees to effectively contribute to the organization's

growth and stability.

Human Capital Theory underpins knowledge succession. The theory emphasizes the need
for continuous investment in employee education and training to enhance productivity,
efficiency, and customer satisfaction. By focusing on knowledge succession, organizations
can ensure that their workforce possesses the necessary skills and knowledge to drive
business success. This investment in intangible assets, such as employee capabilities, is
deemed as crucial as investing in physical assets, highlighting the importance of a well-

rounded approach to organizational development and continuity.
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A key limitation of this theory is that it often assumes a direct and linear relationship
between education, skills development, and improved performance, which may
oversimplify the complexities of individual and organizational dynamics. The theory also
tends to overlook other factors that influence performance, such as organizational culture,
management practices, and external economic conditions. Additionally, it may not account
for the diminishing returns of investment in human capital if not aligned with the specific

needs and goals of the organization.

2.2.3 Social Exchange Theory

The Social Exchange Theory, introduced by George Homans in 1958, posits that constant
interaction among members of an organization fosters a supportive climate where people
assist one another, particularly during crises, thus enhancing mutual coexistence. Homans'
theory suggests that ongoing interaction among individuals within an organization
increases interpersonal trust, leading to higher levels of production, loyalty, and mutual
commitment. Over the years, the theory has been examined by various scholars, including
Rice (2002), who explored how uncertainty enables firms to seize new opportunities, and
Meira and Hancer (2021), who explained that exchanges can exist between parties as long
as the environment supports these exchanges and guarantees actors can find suitable

partners.

The scope of the Social Exchange Theory includes analyzing organizational behavior and
its impact on growth, particularly concerning employee commitment, justice systems, and
organizational support. Emerson (1972) further strengthened this theory by developing a
formal psychological model that reinforced the principles of social exchange. The theory
highlights the importance of reciprocal relationships within an organization, suggesting
that these interactions contribute significantly to organizational success. It emphasizes the
value of senior employees mentoring younger workers, thereby increasing the latter's

involvement and engagement levels in the firm.

One of the key assumptions of the Social Exchange Theory is that individuals and

organizations will engage in mutually beneficial interactions. This ongoing interaction
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fosters a culture of trust and commitment, which is essential for business continuity and
growth. However, the theory also has notable limitations. It has been criticized for
oversimplifying the complexity of relationships, failing to account for the multifaceted
nature of human interactions. Critics argue that the theory does not adequately consider
altruistic behaviors, where individuals act in the interest of others without expecting
anything in return (Zhao & Detlor, 2023). Furthermore, the theory does not address those
who stay in relationships that may not provide immediate or obvious rewards.

Despite its limitations, the Social Exchange Theory is highly relevant to the study of
succession management and business continuity in community-based organizations
(CBOs). The theory underscores the importance of cultural succession, where constant
interaction and connection among organizational members facilitate a strong sense of
commitment and engagement. This cultural foundation is crucial for ensuring business
survival and operational continuity, particularly in CBOs that rely heavily on interpersonal
relationships and community engagement. By fostering a culture of ongoing exchange and
support, CBOs can better manage leadership transitions and maintain their operational

effectiveness.

The Social Exchange Theory specifically underpins the concept of cultural succession
within the context of succession management. It provides a framework for understanding
how sustained interactions and relationships within an organization contribute to a cohesive
and supportive culture. This, in turn, facilitates the identification of ideal candidates for
critical positions and ensures a seamless transfer of responsibilities. The theory's emphasis
on the value of continuous interpersonal connections makes it particularly pertinent for
examining how cultural succession can enhance business continuity in community-based

organizations.

The Social Exchange Theory is particularly suitable as the anchoring theory for this study
because it emphasizes the reciprocal nature of relationships between employees and
organizations. In the context of succession management, the theory can provide insights

into how employees' expectations and perceptions of fairness and reward influence their
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commitment to the organization and their readiness to assume leadership roles. By
understanding the dynamics of these exchanges, the study can explore how effective
succession management practices impact employee engagement, continuity, and overall
organizational stability, thereby offering a framework to analyze the interplay between

succession planning and business continuity.

2.2.4 Trait Leadership Theory

The Trait Theory of Leadership, also known as the Great Man Theory of Leadership, was
first introduced by Thomas Carlyle in the 1800s. Carlyle's research led to the development
of this theory, which posits that certain individuals are born with traits that predispose them
to be great leaders. Proponents of the theory, such as Jibirin Salihu (2019), argue that
leadership qualities are inherent and can be inherited. However, it is also acknowledged
that individuals who do not possess these innate traits can still develop into effective

leaders through experience and learning (Tarker, 2021).

The scope of the Trait Theory of Leadership encompasses the identification of specific
traits that are believed to be inherent in great leaders. According to Verawati and Hartono
(2020), these traits include adaptability, ambition, dependability, and dominance. The
theory suggests that these traits are crucial for leaders to effectively navigate various
situations, achieve their goals, and make decisive actions when necessary. Hunt and
Fedynich (2019) further support the theory by highlighting the importance of effective

leadership in influencing organizational performance and support.

The assumptions of the Trait Theory of Leadership include the belief that leadership traits
are innate and can be identified and measured. The theory assumes that these traits are
stable over time and can predict leadership effectiveness across different contexts.
However, the theory has faced several criticisms. One major limitation is its deterministic
nature, as it suggests that only those born with certain traits can become great leaders.
Critics argue that this overlooks the role of situational factors, learned behaviors, and the
potential for individuals to develop leadership skills through experience and training.

Additionally, the theory does not account for the dynamic and complex nature of
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leadership, which involves interactions between leaders, followers, and situational

variables.

Despite its limitations, the Trait Theory of Leadership is relevant to the study of succession
management in community-based organizations (CBOs) in Kitui County. The theory
supports the leadership succession variable by emphasizing the importance of identifying
and nurturing inherent leadership traits within the organization. Effective leadership
succession planning can ensure the continuity of leadership qualities that are crucial for
organizational success. By recognizing and developing these traits, CBOs can better

prepare for leadership transitions and maintain their performance and stability.

The Trait Theory of Leadership underpins the leadership succession variable in the study
of business continuity in CBOs. The theory provides a framework for understanding the
importance of inherent leadership traits and their role in organizational performance. While
the theory has its limitations, it highlights the need for effective leadership succession
planning to ensure the continuity of essential leadership qualities. This approach is
particularly relevant for CBOs in Kitui County, where leadership transitions can

significantly impact organizational stability and success.

2.3 Empirical Literature Review
Empirical studies that have tested the relationship between succession management and
business continuity are reviewed in this section. Critique of the studies was conducted to

show knowledge gaps.

2.3.1 Knowledge Succession and Business Continuity

Mehrabani and Mohamad (2019) examined whether knowledge succession has any
significant effect on organizations' performance in Iran. This research was built on the
acknowledgment that the current changing business environment has exposed firms to
unpredictable and uncertain environments. According to this study, an organization can
rely on its human capital to navigate through the uncertainty in the business environment.

Importantly, firms need to seek ways to motivate their employees to create a competitive
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edge in the market and achieve higher profitability. The study also notes that firms can
achieve competitiveness by investing in succession management to promote the
organization’s skills and knowledge. This study recommends that knowledge management
can help firms identify the gaps that may exist in developing employees to contribute to

the organization’s growth.

Aladwan, AL-Yakoub, and Adaileh (2022), studied knowledge succession on business
continuity in Jordanian government ministries. The study targeted 202 employees working
in the different ministries. A descriptive research design was used. Data was analyzed with
the help of the SPSS software package. The study established a statistically significant
correlation between knowledge succession management and employee performance. The
study was based on Jordanian government ministries. The practice and policies
recommended may not apply to CBOs in Kenya. The current study filled the research gap
by studying the effect of knowledge succession on business continuity in CBOs in Kenya.
Ge and Campopiano (2022), explored the influence of knowledge management in the
continuity of family businesses through both multi-stakeholder and multi-stage framework
approaches. The study examined 63 peer-reviewed works from 39 academic journals
where journals were categorized depending on the descriptive or theoretical contributions.
The analysis, conducted within a multi-stakeholder and multi-stage framework, reveals
crucial insights and identifies gaps in the literature and knowledge management in family
businesses. The study prompts scholars to further explore the family-related knowledge
and expose the major assumptions of the study. By uncovering these gaps, the paper lays
the groundwork for future research directions, urging scholars to deepen their
understanding of knowledge dynamics in family businesses, particularly in the context of

succession.

Ikechukwu and Adighije (2017) studied knowledge succession on organizational
performance at Michael Okpara University in Nigeria. The study targeted 2630 employees
at Michael Okpara University in Nigeria. Pearson correlation was used to show correlation

amongst variables. Pearson Product Moment Correlation shows that there is a positive
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relationship between the University’s staff and their knowledge succession. The study was

based on organization performance in Nigeria thus presenting a contextual gap.

Karuri (2022), studied the effect of knowledge succession planning on sustainability by
focusing on Catholic churches in Kenya. The study focused on 17 churches in the Nairobi
Diocese and the 150 populations working in these institutions. The sustainability of
catholic churches in Kenya. The study used a census to collect the data required to answer
the research questions. The research findings show that there is a positive and significant
relationship between knowledge succession management and organizational performance
(B=0.163, p=0.048). This study recommends that an organization should invest in
succession management to ensure that it can keep up with changes in the business
environment. Also, to introduce knowledge development plans and encourage staff to

identify their learning needs.

This paper offers a new contribution to knowledge management in the family business by
systematically organizing the current literature. Embracing a 'knowledge from practice
perspective,' the study not only provides insights for future research but also offers practical

implications.

2.3.2 Leadership Succession and Business Continuity

Garg and Van-Weele (2020) sought to explore whether leadership succession management
has any impact on the performance of SMEs in Singapore. The data for this study was
acquired from 15 companies. The data showed that the SMEs take succession managers
seriously and that there is a disconnect between implementation, the actual and the
perceived succession management strategies. The research did not find any evidence that
firms have institutions that have institutionalized strategies to train, develop, and groom
employees for top positions for succession. The study also noted that SMEs would rather

use external hires to fill top positions to fill vacant positions.

Ali et al. (2018) examined the effects of leadership succession on employee management

by focusing on Commercial Banks in Pakistan. This research used a model that linked
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succession management with employee performance in Pakistan’s banks. The responses
were obtained from the bank’s staff by using research questionnaires. The research
employed a Five-point Likert scale to identify the responses. Quantitative research was
employed to evaluate the relationship between the various research variables. The research
findings showed that there is a significant and positive relationship between leadership

succession and the performance of the employees in the bank.

Olubiyi, Lawal, and Adeoye (2022), sought to examine whether knowledge succession
planning and business continuity have any impact on businesses in Lagos Nigeria. The
research employed a survey research design on a sample of 503 SMEs in Lagos State
obtained following the Taro Yamane method. The study applied reliability and validity
tests on the questionnaire to improve the overall quality of the research output. Primary
data that was collected was analyzed through descriptive and inferential analysis (both
Pearson product-moment correlation and regression analysis), to help establish the link
between knowledge succession and continuity of family businesses in Lagos. The study
found a p-value of 0.000 and a beta coefficient of 1.95. The study established that
knowledge succession had a positive and significant influence on the continuity of family-
owned businesses in Lagos Nigeria. The study is however conducted within the context of
a family business setting and not a community-based organization, which therefore
invalidates the generalization of findings, furthermore, the study is conducted in Nigeria

where the environment of doing business is different from that in Kenya.

Chirchir and Koros (2021), studied the effect of leadership succession on the performance
of the County Governments of Baringo. This study used a descriptive research model to
collect data from 14 executives and 57 managers in middle-level ranks. The study used a
questionnaire to collect the relevant information that is relevant to the research questions.
The study also used inferential and descriptive statistics to analyze data and develop
meaningful insights. The descriptive statistics employed the mean and the standard
deviations to analyze the data while the ANOVA data was used to show whether the
variables were related. The research noted that most counties use seminars and workshops

to educate their employees on leadership. The research also noted that the leadership
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models are also affected by both internal and external selection. The research noted that
the county government uses performance appraisals and promotes employees based on
their performances. The counties use county public service boards to appraise and promote
the employees. The study acknowledges the need for a robust succession management plan

that is built on career development programs.

Njiru (2022) sought to assess whether leadership succession has any impact on the
productivity of the workforce in Telecommunication companies in Nairobi County. This
research used a desktop methodology to collect the data that is relevant to meeting the
research objectives. This study employed past evidence from other completed studies on
succession management. The research shows that many firms employ formal leadership
succession management to ensure that they maintain their highly skilled workforce and
prevent them from being poached by rivals. Many organizations have developed leadership
succession management models as one of the ways to ensure they retain skilled employees
in the workforce. These leadership succession plans help firms to increase employee
productivity thus increasing their growth in the market. An organization can improve the
quality of the workforce by investing in its workforce to improve their skills. Such
investments have a positive effect on the pool of talent and lead to better retention in the
organization. The study recommends that leadership succession models should focus on
value-generating skills and knowledge that are needed to transform an organization’s

values.

2.3.3 Cultural Succession and Business Continuity

Janes (2018) studied the effect of cultural succession on organizational effectiveness in
public organizations in the USA. This study conducted a comprehensive review of the
empirical literature on succession management and the process and the importance of
human resource planning in enabling a firm to establish succession management. The study
helped to show how an organization can establish a significant positive relationship

between the practice of cultural succession and its needs on the market.
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Dato (2021), studied the effects of cultural succession-related factors on business
continuity of Agro-firms in Malaysia. The study also investigates the moderating effect of
business age on the relationship. The study targeted 400 SME owners of the Agro-firms.
Data was analyzed through structural equation modeling analysis technique using SPSS-
AMOS. Findings suggested that cultural succession exerts a positive and significant
influence on the continuity of the Agro-firms. However, the findings revealed that the age
of the firm does not significantly moderate the relationships between cultural succession
and business continuity of the old firms. The study is important in the current study where
it proposes for policymakers in the organization to craft cultural succession-related

programs to enhance business continuity.

Pratiwi and Dewi (2021), studied the effect of cultural succession on employee
performance in public hospitals in Indonesia. This study reviewed how managers prepare
for change management by considering the effects of cultural succession management
processes. The research found that an organization can ensure a smooth transition by
continually preparing its employees to take up higher roles and responsibilities.
Organizations with such models are more likely to experience lower turnover rates among
non-managerial employees. The research further discovered that an organization can
reduce its labor turnover rate if it applies a non-discriminatory promotion policy as such
an approach shows equality. The internal recruitment of senior management staff increases
worker motivation and commitment to the organization, reducing their tendency to think

about other job opportunities.

Ochola (2022) sought to explore whether cultural succession has any influence on
employee performance in the health sector in Kakamega County. This study employed a
descriptive research design with a target population of 1428 from which a sample size of
146 was used. The study showed that cultural succession had a significant effect on
employee performance. The study also recommended the need for sensitization on the need
for cultural succession and selection contingent on healthcare organization. Such cultural

successions will steer employee performance and productivity in the healthcare setting.

29



Kakui and Gachunga (2015) studied the impacts of cultural succession on the development
and performance of employees in the public sector. This study was focused on the National
Cereals and Produce Board (NCPB). The research employed a descriptive survey. The
NCPB employees were used as the study population whereby data was collected using
questionnaires. The researchers analyzed and tabulated data using SPSS software. The

findings revealed that cultural succession affects the employee’s performance.

2.3.4 Talent Succession and Business Continuity

Ammad and Ghazal (2020) sought to explore the role of talent succession in creating a
competitive advantage that is responsible for organizational growth in the globalized world
by focusing on firms in Karachi Pakistan. This study used the unavailability of skilled
labor, turnover, and gender variations as the main variables for organizational growth. This
study conducted interviews with 300 employees by applying logistic regression. The
logistics regression revealed that effective talent succession management enables firms to
achieve their goals. Importantly, firms have a better chance to achieve their goals by using
talent succession management plans that are 2,5 times better at retaining key personnel in

key positions.

Jindal and Shaikh (2021), studied the effect of talent succession management on the
business continuity of pharmaceutical companies based in Hyderabad, India. The study
applied a cross-sectional survey approach. The main variables in the study included talent
identification, talent development, and talent retention. The study collected primary data
from senior managers of pharmaceutical companies using questionnaires. The study
applied the regression analysis method using SPSS to analyze the relationship between the
variables. The study revealed a significant and positive relationship between talent
succession practices (identification, development, and retention) and continuity in the
pharmaceutical businesses. The findings of the study emphasized the role of the internal
labor market model in understanding the role of talent accession in business sustainability
and continuity. The study was however, conducted within pharmaceutical businesses in

India which are created with the objective of profit therefore the findings cannot be
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generalized within the context of the CBOs in Kitui County due to differences in the

business and regulations.

Onyeukwu and Jekelle (2019) explored the effects of talent succession and the corporate
survival of family-owned businesses in Nigeria. The population of the study was the staff
of five blue-chip companies. The sample size was determined using the Taro Yamane
formula. This study used the weighted mean and Z-tests to test the hypothesis and to do
the analysis. The study showed that there was a significant positive relationship between
talent succession management and the survival of Nigerian firms. The study also found that
talent succession and effective communication are some of the strategies that can be used

by firms to retain their top talents.

Ammad and Ghazal (2020) explored the role of talent acquisition in attaining competitive
advantage in the globalized world. This study applied a descriptive research approach to
14 executives and 57 mid-managers. The data was collected using questionnaires whereby
both descriptive and inferential statistics were used. The ANOVA analysis was used to
show the relationships between the variables. The study showed that county governments

have leveraged training and seminars to train their employee on leadership.

Wang'ombe (2019) examined the role of talent acquisition in organizational performance
by considering the International Non-Government Organizations (INGOs) in Kenya. This
research employed a descriptive research model to collect data. The results revealed that
talent succession strategy had a positive relationship with the performance of INGOs in
Kenya. The results also showed that talent succession management of required expertise
as a talent succession management strategy was a major significant contributor to the

performance of INGOs in Kenya.
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2.4 Literature Review Matrix

Table 2.1: Literature Review Matrix

Author(s)

Title

Gaps Identified

How Gaps Were
Filled

Theme 1: Knowledge succession

Karuri (2022)

Aladwan, AL-
Yakoub, &
Adaileh (2022)

Mehrabani &
Mohamad
(2019)

Ikechukwu &
Adighije (2017)

Ge &
Campopiano
(2022)

Effect of Knowledge
Succession Planning on
Sustainability

Knowledge Succession on
Business Continuity in
Jordanian Government
Ministries

Knowledge Succession and
Organizational
Performance

Knowledge Succession on
Organizational
Performance

Influence of Knowledge
Management in Family
Businesses

Theme 2: Leadership Succession

Chirchir &
Koros (2021)

Garg & Van-

Weele (2020)

Njiru (2022)

Ali et al. (2018)

Effect of Leadership
Succession on County
Governments' Performance

Impact of Leadership
Succession on SMEs in
Singapore

Leadership Succession in
Telecommunication
Companies

Effects of Leadership
Succession on Employee
Management

Focused on Catholic
churches in Kenya; data
collected using census
method; limited to
organizational performance
Practices and policies
specific to Jordanian
government ministries; not
directly applicable to CBOs
in Kenya

Limited to firms in Iran;
contextually different from
CBOs in Kenya

Contextual gap; focused on
organizational performance
in a Nigerian university
Focused on family
businesses; contextually
different from CBOs

Focused on county
governments in Kenya

Contextual gap; SMEs in
Singapore

Focused on
telecommunication
companies in Nairobi

Contextual gap; commercial
banks in Pakistan

Focus on CBOs in
Kenya; broader
scope including
business continuity

Studied the effect of
knowledge
succession on
business continuity
in CBOs in Kenya
Broader study
context to include
CBOs and business
continuity in Kenya
Addressed business
continuity in CBOs
in Kenya

Applied insights to
CBOs in Kenya,
filling contextual

gaps

Examined leadership
succession in CBOs
in Kitui County,
Kenya

Applied findings to
CBOs in Kenya,
addressing
contextual
differences
Extended research to
CBOs in Kitui
County, Kenya,
focusing on business
continuity

Applied findings to
CBOs in Kenya,
focusing on business
continuity
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Theme 3: Cultural Succession

Janes (2018) Cultural Succession in
Public Organizations

Pratiwi & Dewi  Cultural Succession in

(2021) Public Hospitals

Ochola (2022) Cultural Succession in the
Health Sector

Kakui & Cultural Succession in the

Gachunga Public Sector

(2015)

Dato (2021) Cultural Succession-

related Factors on Business
Continuity
Theme 4: Talent Succession

Role of Talent Succession
in Organizational Growth

Ammad &
Ghazal (2020)

Wang'ombe Talent Acquisition and

(2019) Organizational
Performance

Onyeukwu & Talent Succession and

Jekelle (2019) Corporate Survival

Jindal & Shaikh
(2021)

Talent Succession in
Pharmaceutical Companies

Contextual gap; public
organizations in the USA

Contextual gap; public
hospitals in Indonesia

Focused on the healthcare
sector in Kakamega County

Focused on the National
Cereals and Produce Board in
Kenya

Contextual gap; focused on
Agro-firms in Malaysia

Focused on firms in Karachi,
Pakistan; variables included
unavailability of skilled
labor, turnover, and gender
variations

Focused on INGOs in Kenya;
different organizational
context from CBOs

Focused on family-owned
businesses in Nigeria

Focused on pharmaceutical
companies in Hyderabad,
India; profit-oriented
businesses contextually
different from CBOs

Applied findings to
CBOs in Kenya,
focusing on business
continuity

Extended research to
CBOs in Kitui
County, Kenya,
focusing on business
continuity

Applied findings to
CBOs in Kitui
County, addressing
the influence of
cultural succession
on business
continuity

Extended research to
CBOs in Kitui
County, Kenya,
focusing on business
continuity

Applied findings to
CBOs in Kitui
County, Kenya,
addressing business
continuity

Applied findings to
CBOs in Kitui
County, Kenya,
focusing on business
continuity

Extended research to
CBOs in Kitui
County, Kenya,
focusing on business
continuity

Applied findings to
CBOs in Kitui
County, Kenya,
focusing on business
continuity

Applied findings to
CBOs in Kitui
County, Kenya,
focusing on business
continuity

Source: Researcher (2024)
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2.4 Research Gaps

Research gaps from the empirical literature were summarized on the conceptual,
contextual, methodological and geographical gaps to justify why it was important to
conduct the current study. These various gaps were highlighted under knowledge

succession, leadership succession, cultural succession and talent succession.

2.4.1 Knowledge Succession

The existing literature reveals several gaps in the study of knowledge succession planning.
Conceptually, research has primarily focused on organizational performance without
addressing sustainability, as seen in Karuri's (2022) study on Catholic churches in Kenya.
Contextually, there is a mismatch in the applicability of findings from different regions and
sectors, such as the studies on Jordanian government ministries (Aladwan, AL-Yakoub, &
Adaileh, 2022) and Iranian firms (Mehrabani & Mohamad, 2019), which do not directly
relate to community-based organizations (CBOs) in Kenya. Methodologically, these
studies often use specific, localized approaches, such as Karuri's census method, which
may not be generalizable. Geographically, the research spans diverse regions like Nigeria
(Ikechukwu & Adighije, 2017) and focuses on various organizational types, such as family
businesses in the study by Ge and Campopiano (2022), highlighting a need for a cohesive
understanding of knowledge succession in Kenyan CBOs.

2.4.2 Leadership Succession

The existing literature on leadership succession reveals several gaps. Chirchir & Koros
(2021) examined the impact of leadership succession on county governments' performance,
focusing solely on Kenya, indicating a geographical gap. Garg & Van-Weele (2020)
explored the subject within SMEs in Singapore, highlighting a contextual gap as their study
does not extend to other sectors or regions. Njiru (2022) concentrated on
telecommunication companies in Nairobi, again presenting a geographical limitation. Ali
et al. (2018) addressed the effects on employee management in commercial banks in
Pakistan, showing a contextual gap as it did not consider other industries. Methodological

variations across these studies further underscore the need for a more unified approach.
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2.4.3 Cultural Succession

The literature on cultural succession reveals several significant gaps. Conceptually, there
is limited integration across sectors, with each study focusing on specific types of
organizations. Contextually, Janes (2018) centers on public organizations in the USA,
while Pratiwi & Dewi (2021) examine public hospitals in Indonesia, highlighting a gap in
varied public service settings. Methodologically, studies like Ochola (2022) and Kakui &
Gachunga (2015) are confined to healthcare in Kakamega County and the National Cereals
and Produce Board in Kenya, respectively, lacking diverse methodological approaches.
Geographically, the research is skewed towards specific regions, such as Malaysia in Dato
(2021) and Kenya, without a global perspective on cultural succession across different

organizational contexts.

2.4.4 Talent Succession

The existing research on talent succession exhibits several notable gaps. Conceptually,
while Ammad & Ghazal (2020) address the role of talent succession in organizational
growth, they focus narrowly on variables like unavailability of skilled labor, turnover, and
gender variations. Contextually, studies like Wang'ombe (2019) and Onyeukwu & Jekelle
(2019) focus on specific organizational types—INGOs in Kenya and family-owned
businesses in Nigeria, respectively—Ileaving out broader organizational contexts.
Methodologically, these studies differ significantly in their approaches, from examining
different variables to focusing on various types of businesses. Geographically, there is a
lack of research in regions beyond Karachi, Kenya, Nigeria, and Hyderabad, suggesting a
need for more diverse geographical coverage in understanding talent succession across

different organizational settings.
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2.5 Conceptual Framework

A conceptual framework is a diagrammatic representation of the study conceptualization.

This study's independent variables were knowledge succession, leadership succession,

cultural succession, and talent succession. The dependent variable was business continuity.

Independent Variables

Knowledge Succession
Information transfer

e Mentorship programs —
e Diverse Role Preparation
e E-knowledge management
/Leadership Succession \
e Leadership Development

Initiatives
e Comprehensive Succession Plans
e Promotion from Within
e Regular Performance Feedback

N /

Cultural Succession
Leadership Modeling

Transparent Communication
Leadership Training Allocation

/....

-

Talent Succession

a. Succession Planning
b. Continuous Training
c. Inclusive Recruitment
d. Talent Retention

\_

Source: Researcher (2024)

Dependent Variable

Engagement Cultivation —>

.

/Business Continuity \

Insurance of assets and processes
IT resilience

Communication effectiveness
Strategic Plan Implementation

/

The relationship between knowledge succession and business continuity in community-

based organizations (CBOs) is crucial because effective knowledge transfer, mentorship

programs, diverse role preparation, and e-knowledge management systems ensure that vital
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organizational knowledge is preserved and disseminated efficiently. This aligns with
Karuri (2022) who found a positive relationship between knowledge succession
management and organizational performance. The ability to transfer information
seamlessly and prepare employees for various roles through mentorship programs
strengthens organizational resilience, making CBOs better equipped to handle changes and

maintain operations during transitions.

Cultural succession significantly impacts business continuity as it involves leadership
modeling, engagement cultivation, transparent communication, and leadership training
allocation. These elements foster a supportive organizational culture that promotes stability
and continuity. Pratiwi and Dewi (2021) emphasized that organizations with strong cultural
succession practices experience smoother transitions and lower turnover rates. By
cultivating engagement and ensuring transparent communication, CBOs can maintain a
committed and motivated workforce, essential for sustaining operations during leadership

changes.

Talent succession, involving succession planning, continuous training, inclusive
recruitment, and talent retention, is directly linked to business continuity. Studies by
Wang'ombe (2019) and Onyeukwu & Jekelle (2019) highlighted that effective talent
management strategies are vital for maintaining organizational performance and stability.
Succession planning and continuous training ensure that employees are prepared to step
into critical roles as needed, reducing disruptions in operations. Inclusive recruitment and
talent retention strategies help build a diverse and dedicated workforce, further enhancing

organizational resilience.

Leadership succession is another critical factor influencing business continuity. Leadership
development initiatives, comprehensive succession plans, promotion from within, and
regular performance feedback are key to ensuring that leadership transitions do not disrupt
organizational operations. Njiru (2022) and Ali et al. (2018) demonstrated that robust
leadership succession planning positively impacts employee performance and

organizational stability. Promoting from within and providing regular feedback foster a
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sense of loyalty and preparedness among employees, ensuring that leadership changes are

managed smoothly and business continuity is maintained.
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CHAPTER THREE

3.0 RESEARCH METHODOLOGY

3.1 Introduction

The Chapter presents the research design, target population, sampling size, and sampling
procedure. It includes also instruments to be used in collecting data, the pilot study data
analysis, and the data collection procedure. It culminates by presenting the ethical

considerations in carrying out the research.

3.2 Research Design

A research design refers to the plan that is used to collect the relevant data that answers the
research inquiries (Asenahabi, 2019). This study employed a descriptive cross-sectional
survey. A descriptive cross-sectional survey is considered because it offers a
comprehensive research design that enables significant and varied amounts of data to be
gathered quickly, quantitatively analyzed, and presented with credibility. Studies designed
to ascertain the frequency (or degree) of a specific attribute are known as cross-sectional
surveys (Huntington-Klein, 2021). In this kind of study, participants were contacted at a
predetermined time and asked for pertinent information. They are then categorized as

having or not having the desired attribute in light of this information.

3.3 Target Population

Khalid, Abdullah, and Kumar (2020), defined population as the complete unit that
represents people or other elements that are of interest to the researcher. According to
Bloomfield and Fisher (2019), a population is any individual who is a part of a real or
fictitious group of individuals, occasions, or objects to which a researcher seeks to apply
the findings of the research study. The CBOs in Kitui County were the study's target
population as the unit of analysis. The research concentrated on a list of 228 CBOs from
Kitui County that renewed their licenses in January 2023 (Department of Gender and Social
Planning, 2022). The unit of observation was the CBO chairmen totaling 228 respondents.
Each CBO formed a unit of analysis.
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Table 3.1: Target Population

Social Economic Empowerment

Number of CBOs in category

Table Banking

Merry Go Rounds

Business Financial Services
Boda Boda

Environmental Concerns
Tree Planting

Bee Keeping

Goat Keeping

Farming and Environment
Social Inclusion Programs
Women Empowerment
Youth Empowerment
Physical Activities

1 Dancing and Cultural Activities
Total

A WO DN P B W N

N -

37
29
15
17

21
17
12
13

16
28

23
228

Source: Researcher (2024)

3.4 Sampling Design
3.4.1 Sample Size

This study utilized Slovin's Formula to determine the sample size. The formula is suitable

when it is impractical to collect data from all members of the population, allowing the

researcher to identify a representative sample. The formula is applicable if the population

has distinct subgroups. The formula is as follows:

[Equation 1].

Where n = Target Sample Size
N = total population

E = error margin (0.05)

228
n=—————
1+(228%0.052)

228/1.57 n=145

Therefore, a total of 145 CBOs were sampled.
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3.4.2 Sampling Frame

The sampling frame comprised the chairmen of Community-Based Organizations (CBOS)
operating in the study area. The respondents were categorized into four distinct strata based
on the primary focus of their CBOs: social-economic empowerment, environmental
concerns, social inclusion programs, and physical activities. This stratification ensured that

the sample accurately represented the diversity of CBOs in the study area.

3.4.3 Sampling Procedure

The study employed a combination of stratified and simple random sampling techniques.
Stratified sampling was first used to classify the respondents into the four strata mentioned
above. This step ensured that each category of CBOs was adequately represented in the
sample. Following this, simple random sampling was employed to select the specific CBO
chairmen to be interviewed from each stratum. This dual approach enhanced the
representativeness and reliability of the sample, ensuring that the findings could be

generalized to the broader population of CBOs in the study area.

Table 3.2: Sample Population

Social Economic Empowerment Number of CBOs  Sample of CBOs picked
1 Table Banking 37 23
2 Merry Go Rounds 29 18
3 Business Financial Services 15 10
4 Boda Boda 17 11
Environmental Concerns
1 Tree Planting 21 13
2 Bee Keeping 17 11
3 Goat Keeping 12 8
4 Farming and Environment 13 8
Social Inclusion Programs
1 Women Empowerment 16 10
2 Youth Empowerment 28 18
Physical Activities
1 Dancing and Cultural Activities 23 15
Total 228 145

Source: Researcher (2024)
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3.5 Research Instruments

This study employed structured questionnaires because they are cheap to use and allow the
researcher to select samples from the whole population (Saunders et al., 2019). These data
instruments are reliable and are very effective in collecting information more cheaply
compared to other available techniques (Rada, 2021). The instruments were primarily
developed for this study to effectively gather relevant data on the research variables, with
certain items adapted from existing validated instruments in related studies. This hybrid
approach ensured that the questionnaires were tailored specifically to the study's context
while maintaining a high standard of measurement reliability and validity process ensured
that the instruments were both reliable and valid, capable of providing accurate and useful
insights into the effect of succession management on business continuity in community-
based organizations in Kitui County, Kenya. The questionnaires comprised six sections.
Section A obtained the general information of the respondents. Sections B, C, D, and E
contained data relating to the study’s independent variables. Section F data related to
business continuity. The questionnaire collected primary data through the use of five key
Likert scale (1-5). The key represented strongly agree (5), agree (4), neutral (3), disagree
(2) and strongly disagree (1).

3.6 Pilot Study

A pilot study is a small-scale test of the methods and procedures to be used on a larger
scale. It tests the validity and reliability of research instruments. Validity is the degree to
which the instruments measure what they are supposed to measure. Reliability indicates
the degree of internal dependency of the research instruments. Mehrad and Zangeneh
(2019), opined that 5 to 10% of the sample size is a good representation to be used in
piloting. The pilot test was carried out in 15 (145 X 10%) CBOs in Makueni County;
Kibwezi East sub-county, Kenya. Simple random sampling was used to access the 15
chairmen representing 15 CBOs from the various categories. The chairmen were briefed
on the importance and the need for the study. The researcher handed over the questionnaire
to the respective CBO chairman and briefly educated him on the information contained in
the questionnaire. The chairmen were assured that the data was used for academic purposes

only.
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3.6.1 Validity of the Research Instruments

According to Golafshani (2018), validity is the ability of an instrument to achieve its
purpose in the research survey. The pilot tested construct, content, and face validity.
Validity ensures that the instrument measures what is expected to measure and fully
represents what it was expected to deliver while at the same time suits the research
objectives (Clark & Watson, 2019). The research consulted the university-allocated
supervisor to ensure the instruments were clear in terms of constructs, content, and face
validity. The recommendation from the supervisor ensured that the researcher made some

improvements to the research instruments to achieve the research aims.

3.6.2 Reliability of the Research Instruments

According to Long and Wang (2022), reliability is a research’s ability to consistently give
similar outputs in different conditions. A uniform testing procedure can be used to ensure
the reliability of the research instruments. Besides, the study can use many similar elements
of measure to test different samples. This study employed 5 questionnaires which were
encoded into the SPSS software. Cronbach’s alpha was used to test the internal

consistency/ reliability of the Likert-type scales used in the research instrument.

Cronbach’s alpha measures the reliability of the variations that can be accounted for by the
underlying constructs. The computation followed other reliability tests which used the
same number of items with the same hypothetical variables that were used in this research.
A Cronbach’s alpha reliability of at least 0.7 indicates that the research instruments are

highly reliable (Gani, Imtiaz, Rathakrishnan & Krishnasamy, 2020).
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3.7 Operationalization of the Study Variables

Table 3.3: Operationalization of Variables

Variable  Type of Variable Indicators Measuremen Type of
t Analysis

Knowledg Independent Information transfer Likert Scale Descriptive
e Mentorship programs  Open Regression
Succession Diverse Role Questions

Preparation

E-knowledge

management
Leadership  Independent Leadership Likert Scale Descriptive
Succession Development Open Regression

Initiatives Questions

Comprehensive

Succession Plans

Promotion from

Within

Regular Performance

Feedback
Cultural Independent Leadership Modeling Likert Scale Descriptive
Succession Engagement Open Regression

Cultivation Questions

Transparent

Communication

Leadership Training

Allocation
Talent Independent Succession Planning Likert Scale Descriptive
Succession Continuous Training Close-ended Regression

Inclusive Recruitment  Questions

Talent Retention
Business Dependent Insurance of assets and  Close-ended Descriptive
Continuity processes Questions Regression

IT resilience Likert Scale

Communication
effectiveness
Strategic Plan
Implementation

Source: Researcher (2024)

3.8 Data Collection Procedure
Before proceeding to the field for data collection, the researcher sought an introduction
letter from SEKU, once the authority was granted, the researcher also sought a permit from

NACOSTI to conduct research in CBOs in Kitui County, Kenya. The researcher organized
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with the various chairmen of the CBOs and arranged the visit date for filling out the
questionnaire. Arrangements were made to ensure the directors were visited at their

convenience time.

The questionnaires were delivered to the respondents and then allowed time to read and
respond within a week. The researcher ensured the respondents of confidentiality during
data collection. The respondents were not allowed to enter their names in any of the
questionnaires. The data collection process took one month.

3.9 Data Analysis and Presentation

Mehrad and Zangeneh (2019) define data analysis as the use of reasoning to comprehend
data that has been obtained to identify reoccurring patterns and summarize the pertinent
information discovered during the research. The statistical package for social sciences
(SPSS) tool was used to examine the data that have been obtained. Both quantitative and
qualitative methodologies were used in the investigation. By coding responses, establishing
categories across codes, recognizing themes and patterns across categories, and creating
interpretations and implications, content analysis was used to examine qualitative data. To
uncover themes and extract insightful interpretations of the data, the content analysis
involved the systematic reduction of material with special regard to the context in which it
was developed (Hou, Han & Cai, 2020). Quantitative approaches like mean, percentages,
and frequencies were employed to summarize the findings. Frequency tables, charts, and
graphs were used to present the findings. Finally, the study conducted regression analyses
that involved both simple and multi-linear regression analysis to determine the effect of
succession on business continuity. The multi-linear regression empirical model was of the
following form.

Y = Bot BaX1 + BaXo+ BaXz + PaXat €evnviiiiiiiii [equation 2].
Where Y: Business continuity

X1: knowledge succession

X2: leadership succession

Xa: cultural succession

X4 talent succession
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€, was the error term

The findings of the study were presented in tables and figures.

3.10 Diagnostic Tests

Regression diagnostics were used to evaluate the model assumptions and investigate
whether or not there were observations with a large, undue influence on the analysis.
Normality, multicollinearity, autocorrelation, linearity tests, and Heteroscedasticity tests

were carried out.

3.10.1 Normality Tests
The two well-known tests of normality, namely, the Kolmogorov—Smirnov test and the
Shapiro—Wilk test were the two tests used methods to test the normality of the data. The

study tested normality through the use of Kolmogorov—Smirnov test.

3.10.2 Multicollinearity Test

Multicollinearity is a statistical concept where several independent variables in a model are
highly correlated. Value inflation factor (VIF) was used to determine the level of
correlation, a VIF score above 5 indicates the presence of multi-collinearity.
Multicollinearity among independent variables can result in less reliable statistical

inferences.

3.10.3 Autocorrelation Tests
Durbin-Watson was used to detect autocorrelation. The Durbin-Watson (DW) statistic
ranges from zero to four, with a value of 2.0 indicating zero autocorrelation. Values below

2.0 mean there is positive autocorrelation and above 2.0 indicates negative autocorrelation.

3.10.4 Linearity Tests
The linearity test assumes that the relationship between the independent and the dependent
variables is linear. The study used a scatter plot to plot the dependent variable against the

independent variables to check whether there was any non-linearity in the plot’s pattern.
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3.10.5 Heteroscedasticity Tests

The study conducted heteroscedasticity tests to ascertain whether the residuals were
changing as a result of the changes in the independent variable, a situation that confirms
the problem of heteroscedasticity. To test for heteroscedasticity presence or absence, the
study applied the Breusch Pagan Test where a regression analysis was conducted between

residuals and the independent variables as recommended by Hou, et al. (2020).

3.11 Ethical Considerations

The expression of gratitude to each participant by the researcher was promptly accorded.
The research study was designed to answer specific research questions. To secure the safety
and rights of participants’ ethical consideration was adhered to, i.e. participants were
informed of the prevailing ethical consideration, for example, voluntary participation,
anonymity, and confidentiality were highly upheld by the researcher. Before the researcher
was permitted to collect the data, the heads of various departments and divisions in various

CBOs were approached to acquire written consent.

The meeting between the respondents and the researcher was planned at the respondents'
convenience. Before the surveys were sent out, the respondents were briefed on the goals
and relevance of the study. The confidentiality of each respondent was guaranteed. Any
respondent who declined to take part in the study was given their rights. The researcher
also requested permission to carry out the research and obtain NACOSTI authorization in

addition to South Eastern Kenya University Graduate School approval for data collection.
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CHAPTER FOUR

4.0 RESULTS

4.1 Introduction

The chapter presents the research findings guided by the study objectives. The study results
were presented in tables and figures in the subsequent subsections. Data was presented in

charts and tables for ease of analysis and interpretations of findings.

4.2 Response Rate

Data was collected using both open and closed-ended questionnaires. This made it possible
to get clear responses from the target population on their perception regarding the role of
succession management on business continuity in Community-Based Organizations of
Kitui County, Kenya. A total of 145 respondents were issued with questionnaires, out of
which, 128 questionnaires were filled and returned. This gave the questionnaire a response
rate of 88%. According to Kothari, (2012), a response rate of above 50% is acceptable to
analyze and publish. Based on the above assertions, the study's 88% response rate was
considered adequate for the study.

Response Rate

B Completed questionnaire
B Not Completed

Figure 4.1: Response Rate

4.3 Demographic Characteristics of the Respondents
The section presents the demographic characteristics of the respondents which include;

work experience.
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4.3.1 Profile of the Respondents
This section reports on the respondents’ collective experience at the CBO which was the

focus of the survey. Table 4.1 displays the outcomes related to work experience.

Table 4.1: Work Experience

Work Experience Frequency Percent
Below 1 year 6 4.7
Between 3 to 6 years 11 8.6
Above 6 years 111 86.7
Total 128 100.0

Source: Researcher (2024)

From the findings, 4.7% of the respondents had worked at the CBOs for less than 1 year,
8.6% had worked for a duration of 3 to 6 years, and 86.7% had worked for more than 6
years. This is a clear indication that most of the respondents had worked long enough in
CBOs in Kenya; and were well experienced to answer questions relating to business

continuity and how it was affected by succession planning.

4.4 Demographic Characteristics of the CBOs
The section presents the demographic characteristics of the respondents which include; the

CBO’s mission, category of CBOs, and years of operation.

4.4.1 CBO’s Mission

Different CBOs targeted had different mission statements based on their locations and the
kind of activities they supported. However, the mission for the majority of the CBOs
rotated around advancing social and economic progress by addressing local concerns. The
mention was in line with the overall National Community-Based Organizations Council
(NCCBOC) mission “To strengthen community-based organizations' institutional,
managerial, social, and economic capacities so that they may play a leading role in bringing
about good change at the grass-roots level and so favorably affect the community's

institutional, social, and legal growth”.
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4.4.2 Years of Operation

The section presents the number of years the CBOs have been in operation. Figure 4.2
indicates that the majority (51.6%) of the CBOs had been in operation for 7 to 10 years,
followed by 25.80% of the employees who had worked for a period between 11 and 15
years, 14.8% of respondents had worked between 3 and 6 years whereas only 7.8% had

worked for less than 3 years.

Years of operation

25.80% 14.80%
51.60%
m |ess than 3 years 3 to 6 years 7 to 10vyears 11to 15 years

Figure 4.2: Years of Operations

4.4.3 Category of CBO

The section presents the type of CBO and the kind of activity they undertake. The activities
highlighted included; table banking, merry-go-rounds, business financial services, boda
boda, tree planting, beekeeping, goat keeping, farming and environment, women
empowerment and dancing, and cultural activities. Figure 4.3 indicates that the majority of
the CBOs carried out women empowerment activities (45%), goat keeping (44%), tree
planting (41%), and table banking (40%). Some of the CBOs had more than one activity

or a combination of many activities.
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Category of CBOs

Women Empowerment 45%
Farming and Environment
Goat Keeping 44%

Bee Keeping

Tree Planting

Business Financial Services

Merry Go Rounds

Table Banking

Figure 4.3: Category of CBOs
Source: Researcher (2024)

4.5 Descriptive Statistics

A collection of concise descriptive coefficients known as descriptive statistics is used to
sum up a particular data set, which may be a sample or a representation of the full
population. Measurements of central tendency, percentages, and measurements of

variability or dispersion were employed to describe the data.

4.5.1 Knowledge Succession among CBOs
This section of the study presented descriptive statistics on the knowledge succession on

questions that were on Likert as well as multiple choice questions.

The study sought to determine the extent to which the respondents agreed with statements
that were given on knowledge succession, to achieve the task the researcher applied a
Likert scale that ranged between 1 and 5, where 1 was strongly disagreed and 5 was

strongly agreed. Results are presented in Table 4.2.
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Table 4.2: Knowledge Succession

Indicator of knowledge SD D N A SA Mean Std.
succession Dev
We have established a 0 11 2 96 19 396 0.714
process for information - (8.6%) (1.6%) (75.0%) (14.8%)

transfer to the next
generation of employees

We have established 0 4 16 78 30 405 0.697
mentorship ~ programs - (3.1%) (12.5%) (60.9%) (23.4%)
where experienced

employees can pass on

their skills and expertise

to the junior employees

(tacit knowledge)

Employees are trained in 1 4 1 86 36 419 0.673
diverse roles to ensure (0.8%) (3.1%) (0.8%) (67.2%) (28.1%)

they are versatile and

capable of  filling

different knowledge

gaps
Our organization utilizes 0 5 14 58 51 421 0.79
technology-based - (3.9%) (10.9%) (45.3%) (39.8%)

knowledge management
systems to capture, store,
organize, and share an
institution's knowledge

Source: Researcher (2024)

Results given in Table 4.2 revealed that respondents agreed that their organization had
established a process for information transfer to the next generation of employees through
a mean of 3.96. A standard deviation of 0.714 indicates that most respondents’ answers
were relatively close to the mean, suggesting consistency in the responses. Respondents
also agreed that their organizations had established mentorship programs where
experienced employees can pass on their skills and expertise to the junior employees (tacit
knowledge), as shown by a mean of 4.05. The standard deviation of 0.697 indicates a
relatively low spread of responses around the mean, suggesting that most respondents

consistently agree on the presence of mentorship programs. Besides respondents agreed
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that employees are trained in diverse roles to ensure they are versatile and capable of filling
different knowledge gaps as shown by a mean of 4.19. A standard deviation of 0.673
associated with the mean indicates that responses were closely clustered around the mean,
showing strong consistency among respondents about the effectiveness of diverse role
training. Lastly, respondents agreed that their organization utilizes technology-based
knowledge management systems to capture, store, organize, and share an institution's
knowledge, as shown by a mean of 4.21. Although slightly higher compared to the other
indicators, a standard deviation 0.79 shows a relatively low dispersion of responses around
the mean indicating that most respondents consistently agree on the use of technology-
based knowledge management systems. Results revealed a high agreement with the
statement on knowledge succession which implied that the organization prepared the
employees for future leadership positions.

4.5.1.1 Job Shadowing

The responses on the application of job shadowing to new employees were summarized in
the following table. The majority of the CBOs had various forms of job shadowing
activities which included; registration of a new client, client training on the activities
performed by the CBO, service delivery to the client, and after-sale service support. Figure
4.4 indicated that 66% of the respondent’s knowledge succession was through the
registration of a new client, 45% through client training on the activities performed by the
CBO, 88% through service delivery to the client, and 32% through after-sale service

support. Most of the job shadowing was through direct service delivery to the client.
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Job Shadowing

100% 88%
90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

Registration of a new Client training on the Service delivery to the After sale service
client activities performed by client support
the CBO

Figure 4.4: Job Shadowing
Source: Researcher (2024)

The findings indicated that the new employee's average number of hours per day on job
shadowing ranged from 3 to 6 hours in the majority of the community-based organizations.
Further, the result indicated that a new employee was placed on a job-shadowing program

for an average of 12 days before being placed on independent tasks.

4.5.1.2 Documentation of Critical Incidents

The study aimed to determine the extent of the documentation, utilization, and
circularization of critical incidents in CBOs in Kitui County. The study therefore sought
from respondents through questions on documentation, availability of documents at the
workstations, and whether new employees were taken through the documents during

orientation. The results are summarized in Figure 4.5.
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Documentation of Critical Incidents

AD.00% 37.50%
35.00% 31.25%
30.00%
25.00%
20.00% 17.20%
15 00% 14.10%
- (+]
10.00%
5.00%
0.00%
CBO inception CBO registration  CBO streategic plan Board of
formulation management
election

Figure 4.5: Documentation of Critical Incidents

Source: researcher (2024)

The result in Figure 4.5 indicates the incidents documented by the CBOs. According to the
figure, 37.5% of the respondents revealed that CBO inception was documented, and
available at the station, and employees were oriented on the same. Additionally, 31.3% of
the respondents indicated that the CBO strategic formulation plan was documented, and
available at work station, and employees were oriented on the same. Besides respondents,
17.2% of the respondents revealed that CBO registration was documented, and available
at work station, and employees were oriented on the same. Lastly, 14.1% of the respondents
revealed that board of management meetings were documented, documents were available

at the station and employees were oriented on the same.

4.5.2 Leadership Succession among CBOs

This section of the study sought to establish descriptive statistics on leadership succession.
Results are presented from Likert-type questions and multiple-choice questions. Table 4.3
shows the responses from the Likert scale, where 1 strongly disagreed on the lower side

whereas 5 strongly disagreed on the higher side.
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Table 4.3: Descriptive Statistics on Leadership Succession

Indicator of Leadership S D N A SA Mean Std.
Succession D Dev
Our organization has created 3 4 78 43 426 0.631
leadership development (2.3%) (3.1%) (60.9%) (33.6%)

initiatives for the

identification and maturing
of employees with leadership

potential
We have created 3 4 82 39 4.23
comprehensive  succession (2.3%) (3.1%) (64.1%) (30.5%) 0.618

plans that identify key

leadership  positions and

potential leaders who can

occupy them within the

given timelines

Our organization has 5 17 34 72 435 0.857
promoted employees from (3.9%) (13.3%) (26.6%) (56.3%)

lower and middle levels to

the top levels of management

Our organization regularly 3 2 94 29 416  0.558
provides feedback on the (2.3%) (1.6%) (73.4%) (22.7%)

performances of potential

future leaders after surveys

Source: Researcher (2024)

Table 4.3 shows a mean of 4.26 which was associated with the statement, “Our
organization has created leadership development initiatives for the identification and
maturing of employees with leadership potential”, which implied that respondents agreed
with the statement by a mean of 4.26. A standard deviation of 0.631 associated with the
mean indicates that the responses are relatively consistent, with most respondents agreeing
on the presence of leadership development initiatives. Additionally, respondents agreed
with the statement that their organizations had created comprehensive succession plans that
identify key leadership positions and potential leaders who can occupy them within the
given timelines as shown by a mean of 4.23 with a standard deviation of 0.618 indicating

a low variability in responses, hence a general consensus on the existence of

56



comprehensive succession plans. Besides, respondents agreed that their organizations had
promoted employees from lower and middle levels to the top levels of management as
indicated by a mean of 4.35. A Standard deviation of 0.857, the highest among the others
on leadership succession, suggests more variability in responses, indicating that while
many agree on promotions to top levels, some variability in perceptions exists. Lastly,
respondents agreed that their organizations regularly provide feedback on the performances
of potential future leaders after surveys as indicated by a mean of 4.16 associated with a
standard deviation of 0.558, the lowest among the items, indicating a very high level of

agreement and consistency regarding the regular provision of performance feedback.

4.5.2.1 Employees Promoted from Lower Levels
This section of the study sought to determine the descriptive statistics on the number of
employees in the management who had been promoted internally from lower level to top

management levels. Results in Figure 4.5 shows the findings.

Table 4.4: Promoted Employee from Lower Level

Mode Mean Standard deviation Minimum Maximum

6 7.99 2.225 5 12

Source: Researcher (2024)

Results in Table 4.4 revealed that the highest number of employees who had been promoted
from lower to top management was 12 employees and the minimum was 5. Results also
revealed that the most common number of employees who had been promoted was 6. The
results implied that the CBOs in Kitui County were grooming employees at lower levels to
take up top positions by internally hiring employees in the lower cadre to take up top job

positions.

4.5.2.2 Management Trainees

In this part of the study, the research sought to determine descriptive statistics on the
management trainees who had been hired by the CBOs in Kitui County. Results are shown
in table 4.5.
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Table 4.5: Management Trainees

Mode Mean Standard deviation Minimum Maximum

7 6.15 1.957 3 9

Source: Researcher (2024)

Table 4.5 revealed that the highest number of management training in a single organization
was 9 management trainees, results also revealed that CBO with the lowest number of
management trainees had 3. Besides the results in the given table revealed that the most
common number of management trainees in the CBOs was 7. Community-based
organizations (CBOs) have used strategies to identify workers with significant potential at
an early stage in their professional journeys. These organizations have subsequently
customized development programs to provide these individuals with the necessary skills

and competencies to effectively assume their future positions.

4.5.3 Cultural Succession among CBOs

The third objective aimed to determine the effect of cultural succession on business
continuity in Community-Based Organizations in Kitui County, Kenya. The section
presents information on the ability of the organization to transfer beliefs and values to new
employees within the organization. This section of the study presented descriptive findings
on cultural succession through Likert questions on a scale of 1 to 5, where to the lower side
1 was strongly disagreed whereas 5 was strongly disagreed. Results are presented in table
4.6.
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Table 4.6: Descriptive Statistics on Cultural Succession

Indicators of Cultural
Succession

SD D

N

A SA

Mean

Std.
Dev

Our organization ensures that
the current leaders reinforce
the desired leadership traits
which act as a model for
potential leaders

Our organization enhances
employees’ engagement SO
that they feel a sense of
belonging and  exhibit
behavior that has a bearing
on future leadership

Our organization maintains
open and transparent
communication  with  all
employees on  desired
leadership traits for the
organizations

Our organization allocates
resources  for  training
employees to  become
effective leaders

0 4
(3.1%)

0 5
(3.9%)

1 6
(.8%) (4.7%)

0 9
(7.0%)

5
(3.9%)

5
(3.9%)

12
(9.4%)

11
(8.6%)

96 23
(75.0%) (18.0%)

87 31
(68.0%)  (24.2%)

64 45
(50.0%) (35.2%)

91 17
(71.1%) (13.3%)

4.08

4.13

4.14

3.84

0.583

0.652

0.83

0.912

Source: Researcher (2024)

Table 4.6 shows that respondents agreed with the statement that, their organizations had

ensured that the current leaders reinforced the desired leadership traits which act as a model

for potential leaders which was indicated through a mean of 4.08. The low standard

deviation of 0.583 show that there is strong consensus among respondents on reinforcement

of desired leadership traits. Results also indicated that respondents agreed that their

organizations enhanced employees’ engagement so that they feel a sense of belonging and

exhibit behavior that has a bearing on future leadership as indicated by a mean of 4.13

associated with a relatively low standard deviation of 0.652 indicating a good level of

agreement among the respondents. Additionally, findings shown in the table revealed that

respondents also agreed that their organizations maintained open and transparent
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communication with all employees on desired leadership traits for the organizations as
shown by a mean of 4.14. A standard deviation of 0.83 associated with the mean which is
slightly higher compared to the other indicators, suggest there is more variability in the
responses but still a general agreement.

Lastly, respondents agreed that their organization allocated resources for training
employees to become effective leaders as indicated by a mean of 3.84. Resource allocation
for leadership traits revealed a standard deviation of 0.912, the highest among the items
suggesting greater variability in responses, indicating mixed opinions among respondents

regarding this practice.

4.5.3.1 Training on Mission and Vision Dissemination

The study aimed to determine how frequent training on the dissemination of mission and
vision was conducted in various CBOs in Kitui County, Kenya. The results in table 4.6
indicate that most of the training (52.35%) was conducted quarterly. Other CBOs
performed their training on a monthly (22.65%) and yearly basis (25%). continually

communicating an organization's mission and vision to its stakeholders (Bart et al, 2001).

Table 4.6: Training on Mission and Vision Dissemination

Training on Mission and Vision Dissemination Frequency Percentage
Monthly 29 22.65%
Quarterly 67 52.35%
Yearly/ Annually 32 25.00%
Total 128 100%

Source: Researcher (2024)

4.5.3.2 Resources Committed to Team Building
The study aimed to determine how much resources in the budget were set aside for team-
building activities, phased-in training of new employees, and training seminars for

employees. Results are shown in Figure 4.6.
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Resource Budget

® 2,000,000 and above ® 1,500,001 -2,000,000 = 1,000,001-1,500,000

500,001-1,000,000 = 100,000-500,000

Figure 4.6: Resource Budget
Source: Researcher (2024)

Figure 4.6 shows that the majority of the Community-Based Organizations (35.2%) have
set Kshs.1M to 1.5M money resources in their budget for team building activities, phased-
in training of new employees, and training seminars for employees. Further, the result
indicated that 21.8% of the CBOs had 2M set aside as a budget for team-building activities,
phased-in training of new employees, and training seminars for employees. The minority
(33%) of the CBOs had a moderately low budget of below Kshs. 1M.

4.5.4 Talent Succession among CBOs

The fourth objective aimed to determine the effect of talent succession on business
continuity in Community-Based organizations in Kitui County, Kenya. This section of the
study sought to determine the descriptive statistics on talent succession. The first section
presented findings through Likert between 1 and 5 whereby, 1 was strongly disagreed

whereas 5 was strongly agreed. Findings are shown in table 4.7.
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Table 4.7: Descriptive Statistics on Talent Succession

Indicator of Talent SD D N A SA Mean Std.
Succession Dev
Our organization 2 6 9 77 34 405 0.816

identifies and grooms’ (1.6%) (4.7%) (7.0%) (60.2%) (26.6%)

potential individuals who

can fill future talent gaps

Our organization offers 0 3 6 67 52 431 0.673
ongoing training and (2.3%) (4.7%) (52.3%) (40.6%)

skills  development to

build employees’ skills

and competencies

Our organization 0 4 5 64 55 433 07
considers diverse and all- (3.1%) (3.9%) (50.0%) (43.0%)

inclusive  talents by

considering  candidates

from diverse backgrounds

Our organization has O 3 4 48 73 449  0.676
retained highly talented (2.3%) (3.1%) (37.5%) (57.0%)

employees  since its

inception

Source: Researcher (2024)

Results in Table 4.7 revealed that respondents agreed that their organizations identified and
groomed potential individuals who can fill future talent gaps as indicated by a mean of 4.05
in addition to a standard deviation of 0.816 indicating that there is some variation in
responses, despite most respondents agreeing with the statement. In addition, results
indicated that respondents agreed that the organization offers ongoing training and skills
development to build employees' skills and competencies as shown by a mean of 4.31
associated with a standard deviation of 0.673 showing that responses were closely clustered
around the mean, indicating strong agreement and consensus among respondents. Besides,
respondents agreed that their organization considered diverse and all-inclusive talents by
considering candidates from diverse backgrounds as given by a mean of 4.33 with a
standard deviation of 0.7 similar indicating a high level of consensus and agreement.
Finally, respondents agreed that their organization has retained highly talented employees

since inception as indicated by a mean of 4.49 associated with a standard deviation of 0.676
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indicating that there is strong agreement among respondents, with minimal variation in

responses.

4.5.4.1 Employee Retention Rate
The study sought to know the number of employees who had stayed in the organization
since its inception and whether the employees who had stayed had been promoted. Results

are presented in Figure 4.7 and Figure 4.8 respectively.

stayed since inception

29%

71%

B yes ®No

Figure 4.7: Stayed Since Inception

Results in Figure 4.8 revealed that the majority of the employees had not been in the
organization since its inception as shown by 71% (91 employees), however, 29% (37
employees), had been in the organization since its inception. The results revealed the CBOs

had continued to grow and employ more employees.

4.5.4.2 Stayed in the Organization and Promoted

The study further sought to determine the proportion of the employees who had been
promoted and had also been there since inception. Results revealed that the majority of the
employees who had stayed in the organization had been promoted as shown by 68%, with
only 32% who had not been promoted. The results implied that the CBOs in Kitui County

had conducted talent succession for its employees.
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80%
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yes
W Seriesl 68% 32%

Figure 4.8: Stayed Since inception and promoted
Source: Researcher (2024)

4.5.5 Descriptive Statistics on Business Continuity

This first part on business continuity sought the perceptions of the respondents on their
different levels of agreement with the statements presented on business continuity. The
study applied Likert-type questions, with a five-point scale, where 1 was strongly disagreed

and 5 was strongly agreed. Results are presented in table 4.8.
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Table 4.8: Descriptive Statistics on Business Continuity

Indicator on business SD D N A SA Mea  Std.
continuity n Dev
Our organization has 0 4 3 73 48 429 0.666
insured key assets and (3.1%) (2.3%) (57.0%) (37.5%)

processes to  ensure

continuity in the event of

great financial loss or

process disruption

Our IT platform has 1 5 14 49 59 425 0.86
backup and redundant (.8%) (3.9%) (10.9%) (38.3%) (46.1%)

systems to  maintain

essential operations

during IT failure

Our organization has an 0 5 9 34 80 448 0.793
effective communication (3.9%) (7.0%) (26.6%) (62.5%)

platform for informing

employees of

emergencies and

disruptions

To alarge extent, we have 1 9 2 42 74 4.4 0.89
implemented our (.8%) (7.0%) (1.6%) (32.8%) (57.8%)

strategic plan

Source: Researcher (2024)

Results in table 4.8 revealed that respondents agreed that their organization had insured
key assets and processes to ensure continuity in the event of great financial loss or process
disruption as indicated through a mean of 4.29. The relatively low standard deviation of
0.666 suggests that most responses were clustered around the mean, indicating general
consensus among respondents. Respondents also agreed that their organizational IT
platform had backup and redundant systems to maintain essential operations during IT
failure as indicated by a mean of 4.25 associated with a standard deviation of 0.86, slightly
higher compared to the first indicator suggesting a more variability in responses. In
addition, respondents agreed that their organization has an effective communication
platform for informing employees of emergencies and disruptions which is shown by a

mean of 4.48 with a standard deviation of 0.793 showing that while there is slight
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variability in responses, there is still a strong agreement overall. Finally, respondents
agreed that to a large extent, we have implemented our strategic plan as shown by a mean
of 4.4 associated with a standard deviation of 0.89, the highest among the indicators,
suggesting that there is more variability in responses.

4.5.5.1 Organizations' Growth Rate
This section sought information on the organizations' growth rate. The study specifically
sought information on the average revenue growth rate as well as operational compliance.

The results are presented in Table 4.9.

Table 4.9: Average Revenue Growth

Average Revenue Growth Frequency Percent
0-10% 94 73.4
11-20% 9 7.0
21-30% 16 12.5
31-40% 9 7.0
Total 128 100.0

Source: Researcher (2024)

The result in table 4.9 shows that the average growth in revenue for the majority of CBOs
(73.4%) was 10% and below. Further, 12.5% had 21 to 31% growth in revenue, 7% had 11
to 20%, and 31 to 40% annual growth in revenue which implied that the growth rate for
the CBOs was low.

4.5.5.2 Level of Strategic Plan Implementation

The study further aimed to establish the level of strategic plan implementation in various
Community-Based Organizations. The results are summarized in Table 4.10.
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Table 4.10: Implementation of Strategic Plan

Implementation of Strategic Plan Frequency Percent
0-20% 25 19.5
21-40% 40 31.3
41-60% 31 24.2
61-80% 32 25.0
Total 128 100.0

Source: Researcher (2024)

Results shown in table 4.10 indicate that the majority (31.3%) of the CBOs had
implemented 21 to 40% of their strategic plan. Additionally, 25.0% of the CBOs had
implemented 61 to 80%, 24.2% had implemented 41 to 60% and 19.5% had their strategic
plan implemented by less than 20%.

4.6 Correlation Analysis

The study correlation analysis establishes the relationship and the direction of the

relationship between study variables. Table 4.11 shows the correlation analysis output.
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Table 4.11: Correlation Matrix

Knowledge Leadership Culture  Talent  Business
succession succession succession succession Continuity

Knowledge Pearson

. ] 1
succession Correlation
Sig. (2-tailed)
N 128
Leaders_hlp Pearson_ 605 1
succession Correlation
Sig. (2-tailed) .000
N 128 128
Culture. Pearson. 2307 489" 1
succession Correlation
Sig. (2-tailed) .000 .000
N 128 128 128
Talent _ Pearson_ 345 630™ 103 1
succession Correlation
Sig. (2-tailed) .000 .000 .000
N 128 128 128 128
P *% *k *%x *%*
earson 441 513 400 599
Correlation
Business  Sig. (2-tailed) .000 .000 .000 .000
Continuity N 128 128 128 128

128

**_Correlation is significant at the 0.01 level (2-tailed).
Source: Researcher (2024)

Results in table 4.11 revealed a pearson (r) value of 0.605 and a p-value of 0.000 between
Knowledge succession and Leadership succession, which implied that there was a positive
and significant relationship between knowledge succession and leadership succession.
Results also revealed an r of 0.432 and a p-value of 0.000 between Knowledge succession
and Culture succession, which suggested that Knowledge succession and Culture
succession had a positive and significant relationship. Besides results revealed an observed
r of .345 and a p-value of 0.000 between knowledge succession and talent succession,
which implied that knowledge succession and talent succession had a positive and

significant relationship. Results also showed an r of .441 and a p-value of 0.000 between
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Knowledge succession and Business Continuity, which implied that Knowledge succession

and business continuity had a positive and significant relationship.

Results also revealed an r of 0.489 and a p-value of 0.000 between leadership succession
and culture succession, which implied that leadership succession and culture succession
had a positive and significant relationship. In addition, the study revealed an r of 630 and
a p-value of 0.000, between leadership succession and talent succession. The study also
revealed an r of 0.513 and a p-value of 0.000 between leadership succession and business
continuity, the results confirmed that leadership succession and business continuity had a

positive and significant relationship.

Results show an r of 0.423 and a p-value of 0.000 between culture succession and talent
succession, which suggests a positive and significant relationship. Additionally, results
show an r of 0.400 and a p-value of 0.000 between culture succession and business
continuity, which confirmed that cultural succession and business continuity had a positive
and significant relationship. Finally, results showed an r of 0.599 and a p-value of 0.000
between talent succession and business continuity, which confirmed that talent succession

and business continuity had a positive and significant relationship.

4.7 Diagnostic Tests
The study carried out diagnostic tests to ascertain whether multi-linear regression model
assumptions, including normality, linearity, homoscedasticity, and non-auto-correlation

had been attained.

4.7.1 Normality Tests

The assumption of normality in multi-linear regression analysis postulates that sample data
should be obtained from population data which is also normally distributed. The study
applied the Shapiro-Wilk test and the Kolmogorov-Smirnov test. Observed p-values that
are lower than the study's chosen level of significance of 0.05 is an indication that the data
deviates from the normal distribution and one should consider data transformations or other

non-parametric statistical methods.
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Table 4.12: Tests of Normality

Kolmogorov-Smirnov? Shapiro-Wilk

Statistic df Sig. Statistic df  Sig.
Knowledge Succession 211 128  0.506 .920 128 0.557
Leadership succession 214 128  0.199 .766 128 0.230
Cultural succession .166 128  0.364 .934 128 0.322
Talent Succession 170 128  0.475 841 128 0.492
Business continuity 192 128  0.503 .849 128 0.562

a. Lilliefors Significance Correction
Source: Researcher (2024)

Results in table 4.12 revealed a p-value of 0.557 under Shapiro-Wilk for Knowledge
Succession which implied that data was normally distributed because the observed p-value
of 0.557 was greater than the chosen significance of 0.05. Results also show a p-value of
0.230 for leadership succession, which implied that data was normally distributed for
leadership succession because the observed p-value of 0.230 was greater than the chosen
significance level of 0.05. Additionally, results revealed a p-value of 0.322 for cultural
succession implying that the data was normally distributed. Besides, results revealed a p-
value of 0.492>0.05 for talent succession which implied that data for talent succession was
normally distributed. Finally, results revealed a p-value of 0.562 for business continuity,
which implied that data for business continuity was normally distributed because the p-

value was above the chosen significance level of 0.05.

4.7.2 Auto-correlation Test

Auto-correlation test was conducted to determine whether there is serial auto-correlation
of the residuals. The study used the Durbin-Watson scale to determine whether there was
auto-correlation. Durbin Watson scale runs between 0 and 4, where values between 1.5 and
2.5 suggest there is no autocorrelation, however, a value above 2.5 is an indication of the
presence of negative auto-correlation. Values below 1.5 imply there is positive auto-

correlation and can result in poor accuracy of the model in predicting the relationship
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between the independent variables and the dependent variables. Results are shown in table
4.13.

Table 4.13: Auto-correlation Test

Model Durbin-Watson

1 2121

Source: Researcher (2024)

Table 4.13 revealed a score of 2.121 which suggested that there was no problem with serial
autocorrelation in the empirical model since the Durbin-Watson was greater than 2 but
below 4.

4.7.3 Heteroscedasticity

The study also determined whether there was a problem of heteroscedasticity in the model.
Assumptions of the multi-linear regression model are that the independent variable changes
do not significantly lead to a change in the residuals otherwise there can be a problem of
heteroscedasticity. To determine whether the model had a problem of heteroscedasticity

Breusch-Pagan Test was applied.

Table 4.14: Test for Non-Violation of Homoscedasticity

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
Knowledge Succession0.098 .078 0.145 -1.250 .214
Leadership succession 0.036 105 0.053 340 734
Cultural succession  0.049 072 0.071 -.683 .496
Talent Succession 0.057 .096 0.080 -599 550

a. Dependent Variable: residual squared
Source: Researcher (2024)

71



Results in Table 4.14 revealed a p-value of 0.214 between residuals and the Knowledge
Succession which implied that there was no significant relationship between the two.
Results also revealed a p-value of 0.734 between Leadership succession and residuals
which implied there was no significant change in the residuals as a result of the change in
Leadership succession. In addition, results indicated a p-value of 0.496 between cultural
succession and residuals, which implied that residuals did not significantly change when
the cultural succession changed. Lastly, the results revealed a p-value of 0.550 between the
Talent Succession and the residuals which implied that a change in the talent acquisition
did not result in a significant change in the residuals. Overall, the results suggested that

there was no problem of heteroscedasticity.

4.7.4 Multicollinearity Test

Multi-collinearity test was conducted to determine whether the independent variables were
changing as a result of a change in other independent variables, which is a violation of the
rule of independence, an assumption of multi-linear regression that argues that independent
variables should be independent as such where one independent variable change does not
affect other independent variables. The study applied value inflation factor (VIF), in the
determination of the Multicollinearity. VIF scale runs between 1 and 10, where values
below 5 indicate there is no challenge of multi-collinearity, however, values above 5
indicate there is a problem of multi-collinearity. Results are presented in table 4.15.

Table 4.15: Multicollinearity Test

Collinearity Statistics

Model Tolerance VIF
Knowledge Succession .583 1.714
Leadership succession 319 3.136
Cultural succession .715 1.398
Talent Succession 441 2.266

Source: Researcher (2024)
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Table 4.15 revealed that Knowledge Succession had a VIF score of 1.714, Leadership
Succession had a VIF score of 3.136, Cultural Succession had a VIF score of 1.398, and
Talent Succession had a VIF score of 2.266. All the VIF scores given in table 4.20 were
less than the cuff -point of 5 implying that all the independent variables had no problems
of multi-collinearity. The findings presented in the table were also supported by Tamura
et al. (2019) who argued that a VIF scoreless that 5 indicated that the variables did not have

problems of multi-collinearity.

4.7.5 Linearity Test

In multi-linear equations, independent and dependent variables should be seen. The
research determined the presence of linearity through a scatter plot. The line of best fit
revealed that there was a linear pattern between the independent and dependent variables,

confirming the linearity requirement as shown in Figure 4.9.

KS_1

LS

CS_1

TS_1

BS_1

Figure 4.9: Linearity Test

4.8 Regression Analysis

The study conducted both simple linear regression analysis and multi-linear regression
analysis to determine the effect of succession management on the business continuity of
CBOs in Kitui County.
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4.8.1 Simple Regression Analysis

4.8.1.1 Effects of Knowledge Succession on Business Continuity

The first objective of the study was to investigate the effect of knowledge succession on
the business continuity of CBOs in Kitui County. The objective was met through the
regression analysis whose results as shown in table 4.16, revealed that knowledge
succession could explain 19.5% of the changes in the business continuity as shown by an
R-square of 0.195.

Table 4.16: Model Summary

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 4412 195 .188 49169
Dependent Variable: Business continuity

Predictors: (Constant), Knowledge succession

Additionally, under the ANOVA results, the study shows an F-ratio of 30.472, which was
associated with a p-value of 0.000, implying that the model was overall statistically significant
in predicting the business continuity.

Table 4.17: ANOVA?

Model Sum of Squares df Mean Square F Sig.
1 Regression  7.367 1 7.367 30.472 .000°
Residual 30.462 126 242
Total 37.829 127

Table 4.18: Coefficients

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant)  2.245 373 6.018 .000
Knowledge 092 441 5.520 .000
succession

Dependent Variable: Business continuity
. Predictors: (Constant), Knowledge succession
Source: Researcher (2024)
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The simple model could therefore be written as follows,
Y= 2.245+0.506X1+€e

4.8.1.2 Effects of Leadership Succession on Business Continuity

The study's second objective was to determine the effect of leadership succession on the
continuity of CBOs in Kitui County. The objective was met through the regression analysis
whose results as shown in table 4.19 show that leadership continuity could explain 26.3%
of the variations in the continuity of CBOs in Kitui County as shown by an R-square of
0.263.

Table 4.19: Model Summary

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 513? 263 257 47030
a. Dependent Variable: Business Continuity

b. Predictors: (Constant), Leadership Succession
Source: Researcher (2024)

Under the ANOVA, the study revealed an F-ratio of 45.07 and a p-value of 0.000 which

suggests that the simple regression model was significant in predicting the continuity

Table 4.20: ANOVA?

Model Sum of Squares df Mean Square F Sig.
1 Regression  9.959 1 9.959 45.027 .000P
Residual 27.869 126 221
Total 37.829 127

a. Dependent Variable: Business Continuity
b. Predictors: (Constant), Leadership Succession
Source: Researcher (2024)
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Table 4.21: Coefficients

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) 1.785 376 4.749 .000
Leadership 087 513 6710 000
Succession

a. Dependent Variable: Business Continuity
b. Predictors: (Constant), Leadership Succession
Source: Researcher (2024)

The model can therefore be written as follows,
Y=1.785+0.583X1+€

4.8.1.3 Effects of Culture Succession on Business Continuity

The study's third objective was to establish the effect of culture succession on the continuity
of CBOs in Kitui County. The objective was met through the regression analysis whose
results as shown in table 4.22, show that culture succession could explain 16% of the

variations in the continuity of CBOs in Kitui County.

Table 4.22: Model Summary

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 4002 .160 153 50230

a. Dependent Variable: Business Continuity

b. Predictors: (Constant), Culture Succession
Source: Researcher (2024)

Further, under the ANOVA, the results show an f-ratio of 23.934 and a p-value of 0.000, which

suggests that the given simple model was statistically significant in predicting the continuity
of CBO in Kitui County.
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Table 4.23: ANOVA?

Model Sum of Squares df Mean Square F Sig.
1 Regression  6.039 1 6.039 23.934 .000P
Residual 31.790 126 252
Total 37.829 127

a. Dependent Variable: Business Continuity
b. Predictors: (Constant), Culture Succession
Source: Researcher (2024)

The results also showed a beta of 2.408 and a p-value of 0.000, which implied that business

continuity was at 2.408 when the cultural succession was at zero. Lastly, the results show a

beta value of 0.468 and a p-value of 0.000, which implies that cultural succession significantly

affected the continuity of CBOs in Kitui County.

Table 4.24: Coefficients

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error  Beta t Sig.
1 (Constant)  2.408 .387 6.216 .000
Culture
) 468 .096 400 4.892 .000
Succession

a. Dependent Variable: Business Continuity
b. Predictors: (Constant), Culture Succession
Source: Researcher (2024)

The model can be written as follows,
Y=2.408+0.468X1+€
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4.8.1.4 Effects of Talent Succession on Business Continuity

The fourth objective of the study was to evaluate the effect of talent succession on business
continuity. The objective was met through the regression analysis whose results as shown
in Table 4.25 show an R-square of 0.358, which suggests that talent succession could

explain 35.8% of the variations in the continuity of CBOs in Kitui County.

Table 4.25: Model Summary

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 5992 .358 .353 43894

a. Dependent Variable: Business Continuity

b. Predictors: (Constant), Talent Succession
Source: Researcher (2024)

Results also showed an f-ratio of 70.342 and a p-value of 0.000, which implied that the simple

linear model was significant in predicting the continuity of CBOs in Kitui County

Table 4.26: ANOVA?

Model Sum of Squares Df Mean Square F Sig.
1 Regression  13.553 1 13.553 70.342 .000°
Residual 24.276 126 193
Total 37.829 127

a. Dependent Variable: Business Continuity
a. Dependent Variable: Business Continuity
Source: Researcher (2024)

Results also showed a beat of 1.140 and a p-value of 0.003 for the constant which implied that
when talent succession was zero business continuity was at 1.140. Lastly, the table shows a
beta of 0.727 and a p-value of 0.000, which implies that talent succession had a positive and

significant effect on the continuity of CBOs in Kitui County.
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Table 4.27: Coefficients

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error  Beta t Sig.
1 (Constant)  1.140 .378 3.019 .003
Talent
) 727 .087 .599 8.387 .000
Succession

a. Dependent Variable: Business Continuity
b. Predictors: (Constant), Talent Succession
Source: Researcher (2024)

The model can be written as follows,
Y=1.140+0.727X1+€

4.8.2 Multiple Regression Analysis

The study conducted a multi-linear regression analysis to determine the direction and

strength of the relationship between the four independent variables combined and the

dependent variable.

4.8.2.1 Model Summary

Results shown in Table 4.28 show the empirical model summary, with an R-square of
0.837, also known as the coefficient of determination. The R-square suggests that the four
independent variables in the model (knowledge succession, leadership succession, cultural
succession, and talent succession), explain 83.7% of the changes in the business continuity

of CBOs in Kitui county with the remaining 16.3% was as result of other factors that were

not included in the model.
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Table 4.28: Model Summary

Model R R Square  Adjusted R Square Std. Error of the Estimate

1 915*  .837 411 41883

a. Predictors: (Constant), Knowledge Succession, Leadership Succession, Cultural
Succession, Talent Succession.
Source: Researcher (2024)

4.8.2.2 Analysis of Variance (ANOVA)

The study also conducted an analysis of variance (ANOVA), to determine the model
fitness. Results shown in table 4.29, indicated an F-ratio of 23.167 that was associated with
a p-value of 0.000. The findings implied that the model was overall significant in predicting
the business continuity of CBOs in Kitui County because the observed p-value of 0.000

was less than the chosen significance level of 0.05.

Table 4.29: Analysis of Variance

Model Sum of Squares df Mean Square F Sig.
1 Regression 16.252 4 4.063 23.161  .000°
Residual 21.577 123 175
Total 37.829 127

a. Dependent Variable: Business Continuity

b. Predictors: (Constant), Knowledge Succession, Leadership Succession, Cultural
Succession, Talent Succession.

Source: Researcher (2024)

4.8.2.3 Regression Coefficients
The study also conducted regression analysis on coefficients to determine whether the
independent variables had a statistically significant effect on the dependent variable.

Results are shown in table 4.30.
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Table 4.30: Regression Coefficients

Unstandardized

Coefficients

Standardized
Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 218 434 503 .616
Knowledge

) .303 102 .264 2.963 .004
Succession

Leadership succession.583 .087 513 6.710 .000

Cultural succession .121 .094 .103 1.282 .202

Talent Succession .632 125 520 5.075 .000

a. Dependent Variable: Business Continuity
Source: Researcher (2024)

Results shown in table 4.30 revealed a beta of 0.218 and a p-value of 0.616, which
implied that the constant was not significant in the model because the p-value of 0.616

was greater than the critical chosen value of 0.05.

4.9 Hypothesis Testing

4.9.1 Knowledge Succession and Business Continuity in CBOs in Kitui County, Kenya
The objective of this study was to determine the effect of knowledge succession on
business continuity in community-based organizations in Kitui County. The corresponding
hypothesis was that knowledge succession had no statistically significant effect on business
continuity in these organizations. To test this hypothesis, a regression analysis was
conducted. The analysis yielded a B coefficient of 0.303 with a p-value of 0.004, indicating
a statistically significant relationship between knowledge succession and business
continuity. The results implied that an increase in knowledge succession by one unit would
lead to an increase in business continuity by 0.303 units. Given that the p-value was less
than the significance level of 0.05, the null hypothesis was rejected. Therefore, the study
concluded that knowledge succession has a statistically significant positive effect on

business continuity in community-based organizations in Kitui County.
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4.9.2 Leadership Succession and Business Continuity in CBOs in Kitui County, Kenya
Also, the study sought to determine the effect of leadership succession on business
continuity in community-based organizations (CBOs) in Kitui County. The corresponding
hypothesis was that leadership succession has no statistically significant effect on business
continuity in these organizations. A regression analysis was performed to test for this
hypothesis, and the results are presented in Table 4.30. The analysis revealed a beta value
of 0.583 and a p-value of 0.000, indicating a strong positive relationship between
leadership succession and business continuity. Since the observed p-value of 0.000 is less
than the chosen significance level of 0.05, the null hypothesis was rejected. This means
that leadership succession has a very high statistically significant effect on business
continuity in CBOs in Kitui County. Specifically, an increase in leadership succession by
one unit would lead to an increase in business continuity by 0.583 units. Thus, the study
concludes that effective leadership succession significantly enhances business continuity

in these organizations.

4.9.3 Cultural succession and Business Continuity in CBOs in Kitui County, Kenya.

The study also sought to determine the effect of cultural succession on business continuity
in community-based organizations (CBOs) in Kitui County. The equivalent hypothesis was
that cultural succession has no statistically significant effect on business continuity in these
organizations. To test this hypothesis, a regression analysis was performed, and the results
were presented in Table 4.30, resulting in a beta coefficient of 0.121 and a p-value of 0.202.
These results indicate that cultural succession does not have a statistically significant effect
on business continuity, as the p-value is greater than the standard significance level of 0.05.
Consequently, the study fails to reject the null hypothesis, concluding that cultural
succession does not significantly impact the business continuity of community-based

organizations in Kitui County.

4.9.4 Talent Succession and Business Continuity in CBOs in Kitui County, Kenya.
Lastly, the objective of this study was to assess the effect of talent succession on business
continuity in community-based organizations in Kitui County. The respective null

hypothesis posited that talent succession had no statistically significant effect on business
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continuity in these organizations. To test this hypothesis, regression analysis was
performed, yielding a beta coefficient of 0.622 and a p-value of 0.000, as shown in Table
4.30. These results indicate that talent succession has a statistically significant effect on
business continuity, as the p-value is below the conventional threshold of 0.05.
Specifically, an increase in talent succession by one unit is associated with an increase in
business continuity by 0.622 units. Consequently, the null hypothesis was rejected,
demonstrating that enhancing talent succession positively influences the continuity of

business operations in community-based organizations in Kitui County.

Overall talent succession was found to be the most statistically significant variable
enhancing business continuity, followed by leadership succession and finally knowledge

succession.

4.10 Proposed Model

The final model was therefore written as follows;
Y =0.218+0.303X1 + 0.583X2+ 0.632Xs+ ¢
Where Y: Business continuity

X1: knowledge succession

X2: leadership succession

X4: talent succession

€,: was the error term

The above equation indicated that improvement in knowledge succession by one unit
resulted in the improvement of continuity of CBO in Kitui County by a factor of 0.303.
Additionally, an improvement in leadership succession increased continuity by a factor of
0. 583. Lastly, the equation suggested that an improvement in talent succession by one unit
resulted in an increase in the continuity of CBOs in Kitui County by a factor of 0.632.
Cultural succession was not included in the final model because it did not have a

statistically significant effect on the continuity of CBOs in Kitui County.
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CHAPTER FIVE

5.0 DISCUSSION

5.1 Introduction

Chapter Five presented the discussions of the key findings by comparing the results with
the previous study's findings from the descriptive findings and inferential findings. The
discussion is presented on the four succession main practices, knowledge succession,

leadership succession, culture succession, and talent succession.

5.2 Knowledge Succession

The findings indicated that respondents generally agreed with various aspects of
knowledge succession within their organizations. Respondents noted that their
organizations had established processes for information transfer and mentorship programs
for skill and knowledge transfer. They also believed they were prepared for versatile roles
and filling knowledge gaps. Additionally, respondents believed technology-based
knowledge management systems were effectively utilized. The findings suggest that the
CBOs are actively preparing their employees for succession roles through effective
knowledge practices, such as information transfer processes, mentorship programs,
versatile role preparation, and effective technology-based knowledge management
systems, which are regarded as important by employees of the CBOs in Kitui County.
Similar findings were supported by Mehrabani and Mohamad (2019), who argued for the
necessity of effective knowledge succession management in avoiding staff shortages and
encouraging knowledge development plans in Iran. However, Aladwan et al. (2022) found
a positive and significant relationship between knowledge succession management and
organizational performance in Jordanian government ministries using regression analysis,

indicating that different contexts may yield varied impacts.

Participants generally showed agreement with various aspects of knowledge succession,
indicating a positive perception among employees. The CBOs had clear processes for
collecting, processing, storing, and transferring information, proving a structured approach

to knowledge transfer. Employees felt confident that they had the necessary skills and
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qualifications for knowledge succession due to their exposure to versatile roles, which
helped them cope with various challenges within the organization. This exposure has
enabled them to fill critical knowledge gaps. The employees also recognized the
importance of technology in knowledge succession, particularly in its transfer within the
CBOs in Kitui County. These practices are seen as essential for enhancing the continuity
of CBOs in Kitui County. Contrastingly, Ikechukwu and Adighije (2017) observed a
significant and positive correlation between knowledge succession and organizational
performance at Michael Okpara University in Nigeria, suggesting that educational

institutions might benefit differently from these practices.

The major incidents documented, distributed at worker stations, and employees taken
through orientation included CBO inception, registration, strategic plan formulation, and
Board of Management elections. Results indicated that these incidents were documented,
available at employee workstations, and new employees were oriented with these
documents. Most community-based organizations took their employees through
orientations to understand the processes and tasks required in every department. Mehrabani
and Mohamad (2019) also found that effective knowledge succession management is
crucial in today's organizations in Iran to avoid staff shortages and encourage knowledge
development plans. However, Aladwan et al. (2022) and Ikechukwu and Adighije (2017)
provide evidence of the positive impact of knowledge succession on organizational

performance in different sectors and regions, reinforcing the importance of these practices.

5.3 Leadership Succession

Results revealed high agreement on leadership development initiatives in the CBOs and
comprehensive succession plans. Respondents also agreed there was the promotion of
employees from low to top-level management, and that CBOs in Kitui County provided
feedback to potential future leaders, reflecting robust leadership and succession practices.
Employees were being promoted from lower to top management and serving as
management trainees, indicating deliberate leadership succession planning to ensure
operational continuity. The findings highlight that CBOs in Kitui County invest heavily in
leadership development programs. This is supported by Chirchir and Koros (2021), who

85



found that leadership succession planning is critical for performance in the County
Governments of Baringo. Conversely, Njiru (2022) emphasized the importance of
succession planning for organizational sustainability, suggesting a consistent agreement on

the importance of leadership succession planning.

The findings showed that observing current leaders allows aspiring leaders to gain insights
on effective crisis response and critical decision-making. Leadership succession plans
ensure future leaders adhere to organizational values and practices, fostering cultural
continuity through internal development and promotion. High agreement on internal
promotion from lower levels suggests career growth, and management trainee programs
prepare employees for future leadership roles. Monitoring leaders through performance
feedback ensures they attain necessary competencies for senior roles. This finding aligns
with Chirchir and Koros (2021), who found that internal and external selection processes
significantly impact staff performance. However, Janes (2018) found cultural succession
and manpower requirements critical for organizational effectiveness, indicating different

factors may be prioritized in various contexts.

5.4 Cultural Succession

The findings revealed high agreement among respondents on cultural succession practices,
indicating that organizations reinforced desired leadership traits among current leaders and
promoted employees for future leadership. There was high awareness of open
communication about leadership traits, though a slightly lower score for resource allocation
for leadership training. Most CBOs in Kitui County allocate resources through financial
budgeting for cultural succession, indicating a commitment to this process. High agreement
on open communication and transparency about leadership traits shows high awareness
levels. Organizations undergoing transformation seek to promote or employ leaders who
align with their long-term goals. This finding contrasts with Janes (2018), who found
cultural succession critical for organizational effectiveness in public organizations in the

USA, suggesting differences in prioritization.
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A lower score on resource allocation for leadership training indicates a potential weakness
in leadership training programs. Financial commitment through resource budgeting is
perceived as an important cultural practice in CBOs within Kitui County. Participants
generally view cultural succession practices as vital for organizational sustainability.
However, the results indicated that cultural succession had no significant effect on the
continuity of CBOs in Kitui County. This contradicts Ochola (2022), who found cultural
succession significantly influenced employee performance in the health sector in
Kakamega County, indicating that the impact of cultural succession may vary across

different sectors.

5.5 Talent Succession

Findings revealed respondents agreed that their organizations identified and developed
potential talent, provided ongoing skills training, considered diverse talent while recruiting,
and retained highly talented employees, which were considered important practices in
talent succession. Talent succession significantly affected the continuity of CBOs in Kitui
County. Groves (2019) emphasized the need for human capital in driving talent succession,
arguing that recruiting, choosing, engaging employee potential, and developing
engagement levels are crucial for businesses to gain a competitive edge. This finding aligns
with Wang'ombe (2019), who found that talent succession significantly contributed to the
performance of international NGOs in Kenya.

The high agreement with identifying potential talents and providing ongoing skills training
represents proactive talent succession practices. Considering diverse teams during
recruitment shows recognition of the importance of a diverse workforce for business
continuity. A high retention rate of talented employees is crucial for maintaining stability
in CBOs through knowledge and experience retention. This is consistent with Groves
(2019), who argued for the importance of human capital in talent succession. Wang'ombe
(2019) also supported these findings, emphasizing the significance of talent succession in
the performance of international NGOs in Kenya, suggesting a broad agreement on the

importance of these practices across different sectors.
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5.6 Chapter Summary

The discussions presented revealed that apart from the cultural succession all three other
succession practices, knowledge succession, leadership succession, and talent succession
positively and significantly affected the business continuity of the CBOs in Kitui County.
Some of the findings in this study concurred while others differed with past studies in the

literature.
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CHAPTER SIX

6.0 CONCLUSIONS AND RECOMMENDATIONS
6.1 Introduction
This chapter presents the conclusions, recommendations, the knowledge gained as well as

the areas that need further studies.

6.2 Conclusions of the Study

The conclusion has been drawn from the four specific objectives which included
establishing the effect of knowledge succession, determining the effect of leadership
succession, determining the effect of cultural succession, and establishing the effect of
talent succession on business continuity in community-based organizations in Kitui

County.

6.2.1 Knowledge Succession and Business Continuity of CBOs

The first objective of the study was to establish the effect of knowledge succession on
business continuity in community-based organizations in Kitui County. The study
concluded that knowledge success had a moderate and significant effect on the continuity
of CBOs in Kitui County. The conclusions implied that the more the CBOs in Kitui County
carried out more knowledge succession the more the CBOs maintained their continuity.
The conclusions were supported by the regression analysis which confirmed that
knowledge succession as a whole through activities such as documentation, Job shadowing,
Process documentation, Mentorship programs, cross-training, and electronic knowledge

management positively and significantly affected business continuity.

6.2.2 Leadership Succession and Business Continuity of CBOs

The study concluded that leadership succession had a strong and significant positive
significantly affected the continuity of CBOs in Kitui County. The conclusions were
confirmed by the regression analysis which asserted a positive and significant effect of
leadership succession on the continuity of CBOs. The conclusions implied that conducting

more leadership succession led to an improvement in the continuity of CBOs in Kitui

89



County. The study concluded that the main activities involved in leadership succession
included, the promotion of top management from lower levels/career growth, having
management trainees, having leadership development programs, and upholding succession

plans.

6.2.3 Cultural Succession and Business Continuity of CBOs

The third objective sought to determine the effect of cultural succession on business
continuity in community-based organizations in Kitui County. The study concluded that
cultural succession had a weak positive though had an insignificant effect on the business
continuity of the community-based organizations in Kitui County. The conclusions implied
that conducting more cultural succession would not lead to significant improvement in

business continuity.

The study also concluded that CBOs in Kitui County conducted to a great extent several
practices related to cultural succession including, allocating resources through budgeting
for training and induction, disseminating information on the mission and vision of the
CBOs, role modeling among the leader, engagement of employees in business activities
and ensuring there was communication and transparency. The study further concluded that
the training to promote cultural succession was underfunded with some CBOs allocating
very little funds for the exercise which could have resulted in the cultural succession being

a non-significant factor in business continuity.

6.2.4 Talent Succession and Business Continuity of CBOs

The study concluded that talent succession had a strong positive and significant effect on
the continuity of CBOs in Kitui County. The conclusions were supported by the regression
analysis conducted which revealed that there was a positive and significant effect of talent
succession on the business continuity of the CBOs. The conclusions implied that the more
the talent succession undertaken the more the business continuity of CBOs in Kitui county.
The study also concluded that the popular talent succession practices among CBOs in Kitui
county were, enhancing employee retention rate, promoting employees internally, talent

pipelining, skills development, performance management, and enhancing diversity and
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inclusion while hiring. These practices were also responsible for the enhancement of

business continuity which was confirmed by the statistically significant relationship.

6.3 Recommendations of the Study

The recommendations that were put forward by the researcher were categorized into
recommendations to the policymakers, practitioners, and academia. The recommendations
are also presented according to the four specific objectives. Besides the section presented
areas that required further studies.

6.3.1 Policy

The local authorities in collaboration with relevant authorities should develop and
implement policies that guide how CBOs should establish and maintain knowledge
succession programs. The CBO members should also be trained through capacity-building
programs while focusing on knowledge succession strategies and techniques to enhance
knowledge transfer. CBOs should also be encouraged to establish knowledge repositories
where critical knowledge can be stored, shared, and accessible to the CBO member, to
ensure key information is lost. Further, CBOs in Kitui County should be encouraged to
exercise knowledge succession practices such as job shadowing, and documentation of key

processes through flow charts and electronic knowledge management.

Policymakers in the Ministry of Social Development and gender affairs should encourage
CBOs in Kitui County to formulate and implement formal succession plans. The
policymakers in the ministry can provide resources and training on the creation of effective
leadership succession strategies which ensures smooth transitions in leadership. The
policymakers within the CBOs should also promote leadership development programs
based on the needs of the CBOs to provide opportunities to gain skills among current and
potential leaders. Policymakers come up with management trainee programs, where
emerging leaders can be identified within the organization and offered the necessary skills
and experience that prepare them to take up future leadership positions. Policymakers

should also provide resources required in support of leadership succession activities
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including, financial incentives, and access to consultants who offer services related to

leadership succession transition.

The policymakers for the CBOs need to re-evaluate the cultural succession practices to find
out if they are aligned with the goals of the CBOs because the present cultural succession
practices had no significant effect on the business continuity. It is also recommended that
the policymakers make sufficient funding for the culture succession. Policymakers should
also foster transparency and communication on the vision and mission of the CBOs.

Policymakers should promote career advancement and talent management within the lower
levels through offering training programs and mentorship opportunities that enhance career
development in the CBOs. Besides, policymakers within the human resources department
should encourage diversity and inclusion by offering equal opportunity for employees from
diverse backgrounds. Policymakers within the management levels of the CBOs should
promote collaborations with government agencies, and local stakeholders to provide a

conducive environment for talent succession and business continuity.

6.3.2 Practice

CBOs in Kitui County should prioritize knowledge succession initiatives by implementing
structured programs that enhance the transfer of critical knowledge from experienced staff
to less experienced ones. The processes should also be formalized through documentation
and embracing electronic management systems, mentorship programs, and job shadowing
to ensure that important knowledge is preserved or passed down within the organization.
CBOs should also establish a pool of potential successors in key positions to ensure that
openings in future positions find people to fill them to ensure business continuity. CBOs
should also come up with leadership succession plans, the plans should outline the process
for identifying and promoting leaders from lower levels or supporting career growth.
Having a documented succession plan can provide guidance and direction during
leadership changes which has the advantages of reducing disruptions and ensuring the

sustainability of CBOs in Kitui County.
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While the study found that CBOs in Kitui County were conducting various cultural
succession practices, it's essential to enhance the effectiveness of these practices. This can
be achieved through better planning, more comprehensive training programs, and a focus
on building leadership and employee capacity. The weak relationship found in the study

might be improved by strengthening the quality of cultural succession activities.

CBOs in Kitui County should prioritize talent succession planning as an organizational
strategy. The CBOs should also promote high retention among skilled employees because
it is key to the long-term stability and success of the CBOs. CBOs should also promote
internal promotion and talent development of employees from all levels to promote
business continuity. CBOs should also leverage the talent pool through inclusivity and
diversity.

6.3.3 Academia

The study recommends further research on CBOs in diverse contexts beyond Kitui County
to have a broader understanding of how regional, and sector-specific factors can influence
succession management on business continuity. The present study should therefore be an

important reference point and source of literature for future scholars.

To enhance the contribution of the study future research can consider a longitudinal study
where the long-term nature of the relationship between succession management and
continuity of CBOs is examined within and outside Kitui county, further, this type of study

can analyze how these practices evolve, and the way they impact continuity over time.

The study was also limited to four indicators of succession management which included;
cultural succession, knowledge succession, leadership succession, and talent succession,
which accounted for 83.7% of the changes in business continuity. The study recommends
the inclusion of moderating variables such as the size of CBOs or mediating variables such
as risk management in the model to establish whether the model would best predict

business continuity in Kitui County.
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6.3.4 Area of Study

6.3.4.1 Knowledge Succession

The study recommends that the top managers of CBOs in Kitui County together with the
middle-level managers should establish specialized teams or committees for knowledge
succession at various levels within the organization to ensure the distribution of
responsibility at all levels of employees. Additionally, the managers of the CBOs should
create structured mentorship programs where senior managers of the CBOs should pass on
skills to the junior employees which should be done through one-on-one sessions and also
through workshops. Further, there should be documentation of processes and policies
through digital platforms for efficiency in creating and sharing knowledge among
employees. Lastly, the human resources managers of the CBOs should also enhance cross-
training through job rotations and cross-functional team projects.

6.3.4.2 Leadership Succession

The study recommends the enhancement of the leadership development programs, where
the top and middle management of the CBOs in Kitui County identify employees with
leadership potential at various levels through mentoring, training, and experiential
learning. Additionally, CBOs in Kitui County through their top levels should identify key
positions and potential leaders who can fill them within given timeframes should take place
at both the top and middle levels of management.

The strategic human resources managers of the CBOs in Kitui County should promote

employees from lower and middle levels to top management positions, to enhance
leadership succession. In addition, the CBO research and development department should
survey potential future leaders and provide regular feedback to the top management for
consideration of the potential leaders for promotion. Lastly, the top managers should invest
in the development of potential future leaders through coaching, training, and succession

planning.
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6.3.4.3 Culture Succession

Even though cultural succession was not found to have a significant effect on the continuity
of CBOs in Kitui County, the top managers should invest in reviewing the cultural
succession practices by optimizing the resources allocated to the human resources for
cultural succession activities where a portion of the budget allocated to human resources
should focus on cultural succession. In addition, the top management should promote
transparency and communication where there is open communication among employees at
all levels to emphasize the mission, values, and vision of the CBOs. The top managers also
should act as role models to inspire the other employees in the organization and hence

transmit cultural values and practices.

6.3.4.4 Talent Succession

Top management should enhance talent succession through enhancing employee retention
rates, promoting employees internally, performance management, and enhancing diversity
and inclusion in hiring processes to have a dynamic and adaptable workforce. The human
resources managers of the CBOs should also promote capacity building through training

designing programs such as workshops and seminars that identify and nurture talents.

6.4 Recommendations for Future Research

The study recommends that future researchers should ensure the presentation of official
authorization documents such as NACOSTI letters and institutional permits early in the
data collection process to build trust and encourage participation. Additionally, the study
recommends that researchers should emphasize identity concealment and strict non-
disclosure agreements to enhance respondent confidence and data reliability. Moreover,
the study recommends for better logistical planning and budgeting for efficient
transportation solutions. The study also recommends that future studies should consider
allocating a portion of their budget specifically for transportation to ensure researchers can
reach all selected sites without compromising on time or resources, thereby enhancing the

efficiency, reliability, and scope of future research endeavors.
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APPENDICES

Appendix i: Permission to Proceed for Data Collection

SOUTH EASTERN KENYA UNIVERSITY
OFFICE OF THE DIRECTOR
BOARD OF POST GRADUATE STUDIES

P.O. BOX 170-90200 TEL: 020-4213859 (KITUT)
KITUL KENYA

Email: info@seku ac ke Email: directorbps@sekuac ke
Our Ref: D411/KIT/20002/2020 DATE: 23" May 2023
John Wilson Kimanzi

Reg. No. D411/KIT/20002/2020
Masters of Business Administration
C/O Dean, School of Business and Economics

Dear Kimanzi
RE: PERMISSION TO PROCEED FOR DATA COLLECTION

This is to acknowledge receipt of your Master in Business Administration Proposal document
entitled: “Effects of Succession Management on Business Continuity in Community Based
Organizations of Kitui County, Kenya.”.

Following a successful presentation of your Masters Proposal, the School of Business and Economics
Board of Examination in conjunction with the Directorate, Board of Postgraduate Studies (BPS) have
approved that you proceed to research data collection in accordance with your approved proposal.

During the research work, you will be supervised by Dr. Anne Christine Kabui and Dr. Onesmus
Mbaabu. You should ensure that you liase with the supervisors at all times. In addition, you are
required to fill in a Progress Report (SEKU/ARSA/BPS/F-02) which can be downloaded from the
University Website.

The Board of Postgraduate Studies wishes you well and successful research data collection, analysis
and project report writing.

Prof. Elliud Muli i
Director, Board of Postgraduate Studies

Copy to: Deputy Vice Chancellor, Academic, Research and Student Affairs (Note on File)
Dean, School of Business and Economics
Chairman, Department of Business and Entrepreneurship
Dr. Anne Christine Kabui
Dr. Onesmus Mbaabu

f—*

‘““’"’“’“"*‘Wém ISO 9001: 2015 CERTIFIED -, TRANSFORMING LIVES
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Appendix iii: Introduction Letter
Wilson Kimanzi
P.O Box 146-902000
Kitui, Kenya.

Dear Respondents,

RE: REQUEST FOR FILLING OF QUESTIONNAIRE

| refer to the above and wish to request you to fill out the attached questionnaire. As part
of the requirement to graduate with an MBA in SEKU, we are required to do research in
areas of our specialization. Am specializing in strategic management and my topic is
“Effect of Succession Management on Business Continuity of Community-Based

Organizations in Kitui County, Kenya”.

I kindly request you to fill out the questionnaires attached as honestly as possible. Please
feel free to ask any questions relating to the study. Participation is voluntary and the data
will be kept confidential.

Yours Faithfully,

John Wilson Kimanzi.
+254 715 697629
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Appendix iv: Questionnaire
This questionnaire is aimed at collecting data required for a study titled “Succession
Management and Business Continuity”. Your participation in completing the
questionnaire is essential to this study and respondents are kindly requested to complete
the guestionnaire and give any additional information they might feel is necessary for the
study. The information you provide will be used for academic purposes and will be treated

with utmost confidentiality.

SECTION A: GENERAL INFORMATION
Name of the Community Based Organization (CBO).

How long have you worked for this CBO?

Below 1 year [ ]
Between 3 to 6 years [ ]
Above 6 years [ ]

. What is the mission of the CBO?

How many years has CBO been in operation?

a. Less than 3 years [ ]
b. 3to6 Years [ ]
c. 7to10 Years [ ]
d. 11to 15 Years [ ]
. What type of CBO does your organization lie in?
i.  Table Banking [ 1]

ii.  Merry Go Rounds [ ]
iii.  Business Financial Services [ ]
iv. BodaBoda [ ]
v.  Tree Planting [ ]
vi. Bee Keeping [ ]
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vii.  Goat Keeping [ ]
viii.  Farming and Environment [ ]
IX. Women Empowerment [ ]

X.  Dancing and Cultural Activities [ ]

Xi.  Any other, please indicate.................coeiiiiiiiiiiiiii,

SECTION B: KNOWLEDGE SUCCESSION

Please indicate the extent to which you agree with the following statements on knowledge

succession in your organization. Using a scale between 1 and 5 1= strongly disagree (SD),

2= disagree (D), 3=neutral (N), 4= Agree (A), 5= strongly agree (SA).

Statement

SD

SA

We have established a process for information transfer to the next

generation of employees

We have established mentorship programs where experienced
employees can pass on their skills and expertise to the junior

employees (tacit knowledge)

Employees are trained in diverse roles to ensure they are versatile and
capable of filling different knowledge gaps.

Our organization utilizes technology-based knowledge management
systems to capture store, organize, and share an institution's

knowledge.

The following questions relate to two elements of Knowledge succession: Job shadowing

(a type of on-the-job training that allows an interested employee to follow and closely

observe another employee performing the role) and the number of critical incidents

documented.
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Kindly indicate the level of application of job shadowing in the following instances.

Job shadowing of employees is applied to new employees in the following tasks:

Activity

Tick if itis done

Registration of a new client

Client training on the activities performed by the CBO

Service delivery to the client

After-sale service support

Please indicate whether the following incidents are fully documented, available in the

workstations, and orientation is given to new employees.

Incidents Tick

the above three

activities are there

CBO Inception

CBO registration

CBO strategic plan formulation

BOM elections

SECTION C: LEADERSHIP SUCCESSION

This section seeks information on the process of identifying and developing new leaders

who can replace leaders when they retire, die, or leave the organization.

Please indicate the extent to which you agree with the following statements on Leadership

succession in your organization. Using a scale between 1 and 5 1= strongly disagree (SD),

2= disagree (D), 3=neutral (N), 4= Agree (A), 5= strongly agree (SA).

Statement

SD

Our organization has created leadership development initiatives for
the identification and nurturing of employees with leadership
potential

We have created comprehensive succession plans that identify key
leadership positions and potential leaders who can occupy them
within the given timelines

Our organization has promoted employees from lower and middle
levels to the top levels of management

Our organization regularly provides feedback on the performances of
potential future leaders after surveys
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The section seeks information on the number of top management employees promoted
from lower levels, and the number of management trainees.
1. How many of the management positions have been filled by employees from a
lower level through internal hiring ...........ccccooiiieiiniiie ?
2. What is the average number of management trainees employed by the organization

since inception ...........c.ccueeven. ?

SECTION D: CULTURAL SUCCESSION

The section seeks information on the ability of the organization to transfer beliefs and
values to new employees within the organization. Please indicate the extent to which you
agree with the following statements on cultural succession in your organization. Using a
scale between 1 and 5 1= strongly disagree (SD), 2= disagree (D), 3=neutral (N), 4= Agree
(A), 5= strongly agree (SA).

Statement SD|D|N|A]|SA

Our organization ensures that the current leaders reinforce the desired
leadership traits which acts as a model for potential leaders.

Our organization enhances employees’ engagement so that feel a
sense of belonging and exhibit behavior that has a bearing on future
leadership

Our maintains open and transparent communication with all
employees on desired leadership traits for the organizations

Our organization allocates resources for training employees to
become effective leaders

The study seeks information on the number of trainings on dissemination of mission and
vision and the phased-in training budget for team building.
How frequent is training on the dissemination of mission and vision conducted in your
CBO?

a. Monthly [ ]

b. Quarterly [ ]

c. Yearly [ ]
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2. How many resources in the budget are set aside for team-building activities, phased-in

training of new employees, and training seminars for employees?

a.
b.
C.
d.

e.

SECTION E: TALENT SUCCESSION

100,000-500,000
501,000-1,000,000
1,000,001-1,500,000
1,500,001-2,000,000
2,000,000-and above

Please indicate the extent to which you agree with the following statements on talent

succession in your organization. Using a scale between 1 and 5 1= strongly disagree (SD),

2= disagree (D), 3=neutral (N), 4= Agree (A), 5= strongly agree (SA).

Statement

SD

SA

Our organization identifies and grooms potential individuals who can
fill future talent gaps.

Our offers ongoing training and skills development to build
employees' skills and competencies.

Our organization considers diverse and all-inclusive talents by
considering candidates from diverse backgrounds.

inception

Our organization has retained highly talented employees since its

This Section seeks information on the organization’s employee retention rate and career

path ratio through the percentage of internal employees interviewed for promotion.

1. How many of your current workforce stayed in the CBO since its inception?

2. How many employees have been promoted since they joined the CBO?
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SECTION F: BUSINESS CONTINUITY

This section seeks information on the organization's growth rate. The study will
specifically seek information on the average revenue growth rate as well as operational
compliance.

What is the average revenue growth rate of the organization since inception?

0-10% [] 11-20%[] 21-30% 31-40%[] 41-and above [].

How much of the most recent strategic plan has been implemented by the CBO?

0- 20%[] 21-40%([] 41-60%[] 61-80%][ ] 81-and above [ ]

Please indicate the extent to which you agree with the following statements on business
continuity in your organization. Using a scale between 1 and 5, 1= strongly disagrees (SD),
2= disagree (D), 3=neutral (N), 4= Agree (A), and 5= strongly agree (SA).

Statement SD|D|N|A]|SA

Our organization has insured key assets and processes to ensure
continuity in the event of great financial loss or process disruption

Our IT platform has backup and redundant systems to maintain
essential operators during IT failure

Our organization has an effective communication platform for
informing employees of emergencies and disruptions

To a large extent, we have implemented our strategic plan

113




List of CBOs in Kitui County
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