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Abstract 
[bookmark: _Hlk221359559]Family-owned businesses are the most important source of employment and revenue worldwide. Family firms make up between 80% and 90% of private companies globally.  The study examines the socio-cultural factors influencing the adoption of succession planning in family-owned businesses in Dodoma City Council. The study employed mixed-methods structured interviews, observation, and documentary methods to collect data. A cross-sectional design was used in the study, and 60 respondents were chosen from a list of registered family companies that were registered. IBM-SPSS software version 26 was used to evaluate the gathered data. Binary logistic regression showed that the chance of adopting succession planning was significantly influenced by gender, age, education level, business experience, and family size (<0.05). The study revealed that most family business owners knew a lot about succession planning. Regarding social and cultural factors. At the beginning of a business, it is determined that socio-cultural elements have a substantial impact on the adoption of succession planning for family-owned businesses. Include sex, age, education level, business experience, and family size. The study concludes that sociocultural factors have an impact on succession planning adoption. Finds that family size, sex, age, education, and business experience all significantly affect family-owned businesses (<0.05). The survey finds that although firm owners are aware of succession planning and have a favorable attitude about it, they have not put it into practice. The study recommends that the government should make sure that family business owners can learn about succession planning and receive training on how to use it. To reach a larger area, municipal governments could hire additional trainers and trade officers.
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1. INTRODUCTION
Succession planning is a proactive strategy that entails the deliberate identification, evaluation, and training of people for future leadership roles to maintain leadership continuity within an organization (Phillips, 2020). According to Shahzad et al (2024), implementing a succession plan internationally can be difficult. Family-owned enterprises are the most important source of employment and revenue worldwide. Family firms make up between 80% and 90% of private companies globally (Miroshnychenko et al, 2020). More than 85% of all workers are employed by family businesses, which account for more than 75% of the GDP. Family firms make up between 80% and 90% of private companies in several countries (Miroshnychenko et al, 2020).In the United States, family businesses account for about 85% of all employment and over 75% of GDP; for instance, 32.4 million family enterprises account for 87% of all business tax returns (Pieper et al., 2021). 
Over 5.2 million people are employed by over three million SMEs in Tanzania, of which 45% are family-owned in rural areas, and 55% are headquartered in urban areas (World Bank, 2020). There are still barriers preventing family-owned small firms from implementing succession plans, even though family enterprises make a substantial economic contribution. According to Kiwia et al (2022), only 20% of family-owned enterprises in Tanzania persist into their second generation, 12% into their third, and 3% into their fourth. The majority of research suggests that family-owned firms encounter difficulties that lead to their failure to endure into the next generation following the death or retirement of the business owner. According to earlier research, family-owned businesses need to implement a succession plan which involves passing on both management and ownership of the company to the following generation to survive and thrive (Davis, 2024).
The family business sector in the United Kingdom (UK) (2020-21). Family businesses are estimated to account for a third of the GDP; in 2019, for example, they contributed £637 billion to the UK's GDP (Priya, 2021). In 2019, family firms made up around one-third of the UK's GDP, or £637 billion. The £637 billion accounted for 29.3% of the country's 2019 GDP (UK Family Sector Business Sector, 2020-21).
Family-owned firms in Tanzania continue to have significant challenges in surviving to the second generation, despite the government and other stakeholders' efforts to educate them on the value of succession plans in their companies (Magasi, 2021). The Tanzanian government has implemented a number of programs to promote, allow, and enable the participation of other companies and other investors in the businesses, of which 80% are family-owned and account for around 35% of the nation's GDP.
A lot of study conducted (Nkwabi and Mboya, 2019; Lwesya, 2021). Focused on Review of Factors Affecting the Growth of Small and Medium Enterprises (SMEs) in Tanzania. This study did not document on factor influencing the adoption of succession planning in family-owned businesses because the scope and content if greater differ greatly. This study intends to fill the knowledge gap on factors influencing the adoption of succession planning in family owned-business on Dodoma city council.
2. METHODS
The study used a cross-sectional design to examine the factors influencing the adoption of succession planning in family-owned businesses in Dodoma City Council, the cross-sectional design is chosen because it allows the collection of data at a single point in time, this design ensure the efficient collection of data without prolonged observation, it facilitate the analysis of multiple variables, which is crucial for understanding the factors influencing the adoption of succession planning on family-owned bussiness, the cross sectional design addressed its objective while maintaining high external validity and timely completion.
The research took place in Dodoma city council, the capital city of the United Republic of Tanzania, which is located in the center of the country, with the Morogoro area to the east, the Manyara region to the north, and the Iringa region to the south. The Dodoma region's semi-desert climate makes it a favorable place for businesses and other enterprises to invest. The Dodoma city council was chosen for the study because it has a population of businesses and easily accessible market infrastructure that helps them carry out their operations, making it a useful location for obtaining answers to research questions.
The study focused on individual family owned bussiness engaged in the Dodoma city council. The study population consisted of 60 family-owned businesses within the Dodoma City Council, which have been registered by BRELA (Business Registration and Licensing Agency) and have a capital ranging from Tanzanian Shillings 500 million to 800+ million. However, the study respondents comprised the owners or managers of family businesses as well as family members who are actively involved in the business.
Table 1: Respondent Composition 
	[bookmark: RANGE!C3][bookmark: _Hlk210923287]Sector
	Business name
	Services
	Business type
	Sample size 

	Transportation sector
	Shabiby online
	transportation
	Company limited
	10 respondents 

	
	Kimbinyiko invest
	transportation
	Co-operate
	

	
	Satco express
	transportation
	Sole proprietorship
	

	
	Kiliki 
	transportation
	 Co-operate
	 

	Industry sector
	Mwatano sunflowers
	Industry
	partnership
	10 respondents 

	
	Alko vintage
	Industry
	Sole proprietorship
	

	
	Domige milling
	Industry
	 Sole proprietorship
	

	
	Gwandi milling
	Industry
	 Sole proprietorship
	

	
	Danny
	Industry
	 Sole proprietorship
	 

	Fuel station sector
	O-lake filling station
	Oil filling station
	corporate
	10 respondents 

	
	Afroil filling station
	Oil filling station
	Sole proprietorship
	

	
	Total energy
	Oil filling station
	Corporate
	 

	Hospitality sector
	Mwambao catering
	Catering and food services
	 Co-operate
	10 respondents 

	
	Royal village
	Catering and food services
	  Co-operate
	

	
	Chief asili
	Catering and food services
	 Co-operate 
	

	
	Residence hotel
	Catering and food services
	  Co-operate
	

	
	Simba hotel
	Catering and food services
	Partnership
	

	
	Shishi food
	Catering and food services
	Sole proprietorship
	

	
	Aslay mihogo
	Catering and food services
	Sole proprietorship
	

	
	Alko vintage
	 
	 Partnership
	

	Agriculture sector
	Gwandi milling
	Irrigation schemes
	 Partnership
	10 respondents 

	
	Gwandi milling
	Bee livestock 
	foundation
	

	
	Rafiki udu
	Animal livestock
	Partnership
	

	
	Chonjo trader’s
	Whole traders
	Sole
	

	
	Meleck trader
	Whole traders
	Sole
	

	Whole sales
	White electronics
	Whole traders
	partnership
	10 respondents 

	
	Makundi leather
	Whole traders
	Sole proprietorship
	

	
	Kazimoto motorcycle
	Whole traders
	Sole proprietorship
	

	 
	Bondo supplier store
	 
	Corporate
	 


Source: Researcher, 2025
The study used purposive sampling to obtain a sample size to represent the entire population. In each sector, 10 respondents were selected. A purposive sampling technique was used to select owners of the business or managers in all sectors and businesses selected in the Dodoma City Council; the study adopts purposive sampling since it involves only owners of the business with a capital of 500million to 800+million Tanzania shillings. 
The data were mainly gathered through structured interviews. The structured interview was conducted with selected family owned bussiness using a questionnaire for quantitative data. The questionnaire included closed-ended questions that assessed demographic information, also semi structured interview was conducted for qualitative data with the Ward Executive Officer and the Trade Officer.
Demographic characteristics of respondents among family-owned businesses were analyzed by using descriptive statistics. Sociocultural factors influencing the adoption of succession planning among family-owned businesses, analyzed by using inferential statistics through multiple binary logistic regressions.
This study used multiple binary logistic regression models to analyze socio-cultural factors influencing the succession planning on family-owned bussiness, this model was chosen because the dependent variable involves a binary variable based on the adoption status of succession planning (1=adopted, 0=Not adopted). Since each 1= represent adopted and 0 = represent not adopted. The LR model is suitable for this analysis. 
Table 2: Summary of Variables and Their Description for the Adoption of Succession Planning 
	SN
	Variable name
	Description
	Types 
	Expected influence 

	1
	Adoption status
	Dependent variable
	Categorical 
	N/A

	
	
	indicating (1= adopted, 0= not adopted)
	
	

	2
	Gender 
	1=male, 0= female
	Binary (0/1)
	Male more likely to adopt succession planning than females

	3
	Age 
	1= older, 0=younger
	Binary (0/1)
	Older individuals are more likely to adopt succession planning compared to younger individuals.

	4
	Education 
	1= secondary or higher,0= primary or none
	Binary (0/1)
	Highly educated families are more likely to adopt succession planning than less educated households.

	5
	Marital 
	1= married, 0 = others
	Binary (0/1)
	Married individuals are more likely to adopt succession planning compared to others.

	6
	Household Size
	1= high size, 0= low size
	Binary (0/1)
	Households with a high household size are more likely to adopt a succession plan than those with a low household size.

	7
	Business experience
	1= experience, 0= not experience
	Binary (0/1)
	Experienced expected to adopt succession planning compared to not experienced


Source: Researcher, 2025

[bookmark: _Hlk211076579]Y=β0​+β1​X1​+β2​X2​+β3​X3​+β4​X4​+β5​X5​+β6​X6​+ε

Where:

· Y = Adoption of succession planning
· β₀ = Constant (intercept)
· β₁ to β6 = Coefficients of the independent variables
· ε = Error term
· 
The study analyses how demographic and social factors influence the adoption of succession planning in family-owned businesses
3. RESULTS AND DISCUSSION
Demographic Characteristics of Respondents
Descriptive statistics were calculated to provide a clear demographic overview, including percentage and frequency distribution. These statistics lay the groundwork for understanding the characteristics of the family-owned business, as shown in Table 3.
Table 3: Descriptive Results Respondent (n=60)
	Characteristic
	Frequency
	Percent

	Age of respondents
	
	

	<30
	3
	5.0

	30-50
	49
	81.7

	50 >                                            
	8
	13.3

	[bookmark: _Toc79369704]Gender of Respondents
	
	

	Male  
	42
	70.0

	Female
	18
	30.0

	Marital Status of Respondents
	
	

	Single  
	16
	26.7

	Married
	43
	71.7

	Divorced
	1
	1.7

	Widow/er       Respondents            
	0
	0.0

	[bookmark: _Toc79369705]Education Level of Respondents
	
	

	College and above
	24
	40.0

	Secondary education
	28
	46.7

	Primary education
	8
	13.3

	Non-formal education
	0
	0.0

	Household size of respondents
	
	

	1-5 
	39
	65.0

	6-10                          
	18
	30.0

	11-15                               
	3
	5.0

	Total   
	60
	100


[bookmark: _Toc112325870][bookmark: _Toc112329539][bookmark: _Toc112329693][bookmark: _Toc112329847][bookmark: _Toc112330000][bookmark: _Toc112924058][bookmark: _Toc112924225][bookmark: _Toc112924392][bookmark: _Toc112924559][bookmark: _Toc210936512][bookmark: _Hlk210836321]Source: Researcher, 2025
[bookmark: _Toc112325871][bookmark: _Toc112329540][bookmark: _Toc112329694][bookmark: _Toc112329848][bookmark: _Toc112330001][bookmark: _Toc112924059][bookmark: _Toc112924226][bookmark: _Toc112924393][bookmark: _Toc112924560][bookmark: _Toc210936513][bookmark: _Hlk210837596]The result from Table 3 shows that age influences people’s experiences and perspectives, especially concerning succession in family businesses. Table 3 shows that most respondents (81.7%) were aged between 30 and 50 years, while only 5.0% were under 30. This suggests that older family business owners are more likely to adopt succession plans. This finding agrees with Saan et al. (2020), who noted that older SME owners tend to focus more on succession planning as it becomes imminent.
[bookmark: _Toc112924060][bookmark: _Toc112924227][bookmark: _Toc112924394][bookmark: _Toc112924561][bookmark: _Toc210936514]Table 3 indicates that males made up about 70.0% of respondents. This reflects the common trend in many African communities where males mainly inherit family businesses. Gender significantly influences succession planning, with many owners preferring male successors. Mustafa et al. (2019) support this observation, revealing that male family business owners typically choose male heirs over females. This reflects ongoing gender inequality debates regarding equal inheritance rights.
Respondents' marital statuses included single, married, divorced, or widowed. According to Table 3, most (71.7%) were married. This suggests that married individuals are often seen as more responsible and mature in managing businesses and succession planning. This aligns with Oguka (2020), who found marital status was a key factor encouraging succession planning in Nigerian family firms. Similarly, Magasi (2021) noted that 78% of Tanzanian farmers preferred married successors.

[bookmark: _Toc112325873][bookmark: _Toc112329542][bookmark: _Toc112329696][bookmark: _Toc112329850][bookmark: _Toc112330003][bookmark: _Toc112924061][bookmark: _Toc112924228][bookmark: _Toc112924395][bookmark: _Toc112924562][bookmark: _Toc210936515]Findings from Table 3 reveal the participation of business owners with various education levels, but those with secondary education (46.7%) were predominant. This indicates that many family business owners have the management skills necessary for long-term planning. Taysir et al. (2021) also found that higher education and family business owners had positive effects on succession planning support effective succession planning among SME owners, as shown by the presence of succession plans and fewer business closures during succession. These findings.  Owners of family businesses with high levels of education frequently use succession planning.  This is demonstrated by the availability of succession plans and the low rate of business closures at succession.

According to Table 3 findings indicates that most respondents (65.0%) had one to five people living in their homes, while a small percentage (5.0%) had as many as eleven to fifteen.  In contrast to a family with a modest number of members, this suggests that a large family makes it difficult to manage or choose a successor for the family business, making succession planning more difficult.  This outcome is consistent with research by Barnett and David (2021), which discovered that succession planning is significantly influenced by family size, specifically the number of members in a given family.

Table 4:  Sociocultural Factors Influencing Adoption of Succession Planning in Family-Owned Business (n=60)
	[bookmark: _Hlk210895659]Independent variables
	B
	S.E.
	Wald
	df
	Sig.
	Exp (B)
	95% C.I. for Exp(B)

	
	
	
	
	
	
	
	Lower
	Upper

	
	Sex
	1.808
	.805
	5.043
	1
	.025
	6.101
	1.259
	29.570

	
	Age
	-.120
	.054
	4.945
	1
	.026
	.887
	.798
	.986

	
	Marital
	.477
	.778
	.375
	1
	.540
	1.611
	.350
	7.405

	
	Education level
	-.480
	.151
	10.096
	1
	.001
	.619
	.460
	.832

	
	Family size
	.351
	.175
	4.006
	1
	.045
	1.420
	1.007
	2.003

	
	Business experiences
	1.582
	.760
	4.335
	1
	.037
	4.866
	1.097
	21.576

	
	Constant
	7.510
	3.231
	5.401
	1
	.020
	1826.456
	
	


[bookmark: _Hlk211258926]Nagelkerke (R2) = 0.527 
The sociocultural factors affecting the adoption of succession planning in family-owned enterprises were determined by using binary multiple logistic regression analysis. The results show in Table 4, the variables in the equation and the model summary demonstrate that the factors in the model were good predictors of the adoption of succession planning (Nagelkerke R2=0.527). Additionally, sex (P=0.025), age (P=0.026), education level (P=0.001), business experience (P=0.037), and family size (P=0.045) all significantly increase the likelihood of adoption succession planning (P<0.05), according to the Wald chi-square test results. Marital status did not, however, have a significant impact (P>0.05).
3.1 Sex
Regarding sex revealed in Table 4, that Men were associated with a 6.101-fold increase in the likelihood of adopting succession planning compared to women (OR = 6.101, 95% CI). The findings show that the adoption of succession planning is positively and significantly influenced by sex (p = 0.025). The majority of family business owners prefer males to females for their successors. Additionally, it is more common for male family business owners to make succession plans. This discovery aligns with the findings of Jones and Li (2020), who discovered that gender roles in particular cultures can influence the selection of individuals for leadership positions. Certain cultures have gender-based assumptions that make it less likely for women to be considered for succession, even if they are capable. This makes succession planning in businesses where gender bias is common. Also, concur with Oguka et al. (2020) finding that the gender of a successor has a significant impact on succession planning in family-owned enterprises. Many business leaders, for instance, favor male successors over female successors.
3.2 Age 
Age of respondent in table 4 shows that it was significantly associated with a 0.887-fold increase in the likelihood of implementing succession planning (OR = 0.887, 95% CI). This indicates that there was a correlation (p = 0.026) between the age of family business owners and their use of succession planning. This implies that a family business owner's age may have an effect on how succession planning is carried out. As a result, the possibility of implementing succession planning rises with the age of business owners, and most elderly or near-retired individuals create a succession plan more often than younger ones. Mwangi and Wanyama (2021) provide additional support for this fact, showing that age has a positive effect on corporate succession planning. Also, in line with other studies conducted by Saan et al. (2020), which found that the age of a SME owner affects business succession planning, the results also indicate that business succession planning is influenced by the age of a SME owner.
3.3 Education Level
Education level, the likelihood of succession planning adoption is higher among family business owners with higher educational attainment than among those with lower educational attainment (OR=0.619, 95% CI). This suggests that family business owners' adoption of succession planning is influenced by their educational attainment (p = 0.001). This indicates that the more educated a person is, the more likely they are to implement succession planning. Family business owners who have finished at least primary education are more likely to implement succession planning. These results support the finding by Taysir et al. (2021) that succession planning benefits from the owners of family-owned SMEs having higher educational attainment. Also, findings supported by Saan et al. (2020), who discovered a significant relationship (p = 0.001) between the decision to plan for succession and the owner’s level of education.
3.4 Household Size
Household size. The result from Table 4 demonstrates that having fewer family members or children in the home is associated with a 1 times greater likelihood of adoption of succession planning (OR=1.420, 95% C.I.). These findings indicate that being from a family with a small size was associated with an increase in the likelihood of adopting succession planning (p = 0.045). This suggests that a large family size makes it more difficult to select a successor for the family business, and therefore, it becomes hard to practise succession planning, compared to a small family size. The findings are consistent with the findings of Clegg (2018), who discovered that families with a small number of members could easily adopt succession plans. Further, result is in line with the study by Barnett and David (2021), found that family size in terms of the number of people in a particular family plays a major role in succession planning.
3.5 Bussiness Experience
Business experience, The results in Table 4 show that family business owners with more than five years of business experience were significantly more likely to adopt succession planning (OR = 4.866, 95% C.I.) than those with less than five years of business experience. Business experience is equivalent to the adoption of succession planning. This implies that, in comparison to those with fewer years of business experience, people with more years of business experience have a favorable impact on the adoption of succession planning in a company (p = 0.037). These findings are consistent with those of Oguka et al. (2020), who found that a key element in supporting succession planning in family-owned enterprises is the successor's business expertise. Furthermore, 67% of Tanzanian family company owners prefer someone with business expertise, which is consistent with Magasi (2021). Experience in a certain family-owned firm is crucial for succession planning. In a similar vein, Umans et al, (2023) discovered that 79.8% of family members who had enough expertise running the family business were left in command. Additionally, Aderonke (2024) discovered that family values, particularly justice and trust, have a significant influence on succession planning because the founders of most family-owned businesses are reluctant to cede power.
4. CONCLUSION 
Binary logistic regression showed that the chance of adopting succession planning was significantly influenced by gender, age, education level, business experience, and family size (<0.05). The study revealed that most family business owners knew a lot about succession planning. Regarding social and cultural factors. At the beginning of a business, it is determined that socio-cultural elements have a substantial impact on the adoption of succession planning for family-owned businesses. Include sex, age, education level, business experience, and family size. 
The study concludes that the sociocultural factors have an impact on succession planning adoption. Finds that family size, sex, age, education, and business experience all significantly affect whether or not family-owned enterprises use succession planning. Additionally, the survey finds that although firm owners are aware of succession planning and have a favorable attitude about it, they have not put it into practice. The study limit on Dodoma city council.
5. RECOMMENDATION
[bookmark: _Hlk105657254]The study recommends that the government should make sure family business owners are taught succession planning and have access to information about it. To cover large areas, the Dodoma city councils ought to hire more trade officials and trainers. The government should make sure that family business owners can learn about succession planning and receive training on how to use it. To reach a larger area, municipal governments could hire additional trainers and trade officers.

Non-governmental organizations ought to focus more on increasing knowledge and fostering expertise in the application of succession planning in family-owned businesses. Working together with different government agencies and family business owners can help achieve this. The number of family business owners who employ succession planning in their companies will rise as a result. Owners of family businesses should have a different perspective on succession planning. This will improve family businesses' chances of surviving from the first generation towards the second and third generations.
Recommendation for Further Study 
Effectiveness of succession planning of family business on economic growth 
Technical factors influencing the adoption of succession planning 
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