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Abstract

This thematic literature review synthesizes studies on succession planning in small and medium-sized enterprises
(SMEs), focusing on publications from 2015 to 2025. The review aims to identify common succession planning
practices, examine their impact on business continuity, and reveal research gaps. A thematic review approach,
supported by selected systematic procedures, was used to review literature on succession, leadership transition,
successor development, business continuity, SME sustainability, governance, and family business succession.
Findings show that SMEs often use successor identification, mentoring, coaching, leadership development, talent
management, training, knowledge transfer, communication, governance mechanisms, and early involvement of
successors. In family-owned SMEs, succession planning is shaped by trust, family ties, informal mentoring,
apprenticeship, and gradual exposure to business tasks. Across studies, succession planning helps maintain
leadership stability, preserve institutional knowledge, reduce transition disruption, sustain employee confidence,
and strengthen long-term sustainability. However, gaps remain in informal succession practices, longitudinal and
mixed-method studies, SME-specific models, and Philippine-based research. The study concludes that succession
planning should be treated as a strategic mechanism for continuity and recommends developing formal, practical,
and context-sensitive frameworks for SMEs, especially in developing and Philippine contexts.

Keywords: succession planning; small and medium enterprises; business continuity; leadership transition; SME
sustainability; successor development.

Introduction

SMEs play a major role in the economy, especially in communities where small businesses provide jobs, income, and
services. In developing economies, they sustain local livelihoods and broaden business participation. Yet many
struggle with survival, competitiveness, and continuity (Naradda Gamage et al., 2020). In many SMEs, key decisions,
business knowledge, and leadership tend to rest with the founder, owner-manager, family, or a few trusted
individuals. This makes them vulnerable if a leader retires or leaves suddenly.
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Succession planning helps organizations prepare for leadership transitions by identifying and developing future
leaders. It is linked to leadership development, mentoring, coaching, training, talent management, successor
identification, knowledge transfer, and early involvement of potential successors (Bibi et al., 2023; Salau, 2022).
Studies emphasize that effective succession planning preserves institutional knowledge and maintains leadership
continuity, especially when experienced leaders leave (Anos, 2025; Azmi et al., 2025).

In SMEs, succession planning may be formal or informal. Some use structured approaches such as documented
succession plans, governance mechanisms, training programs, and leadership development systems. However, many
rely on informal practices like family mentoring, observation-based learning, trust-based selection, apprenticeship-
style preparation, and gradual exposure to business roles (Magambo et al., 2024; Okeke, 2025). In family-owned
SMEs, succession decisions are shaped by family relationships, founder preferences, cultural expectations,
emotional ties, and a desire to preserve the family legacy (Lee et al., 2023; Li et al., 2024).

A growing body of literature demonstrates that succession planning supports business continuity by minimizing
transition disruptions, enhancing employee confidence, protecting organizational knowledge, and ensuring long-
term survival (Korang et al., 2021; Monyei et al., 2021; Nosike & Egbunike, 2024). Notably, studies show that when
successors are trained and included in pre-transition decisions, they manage operations more effectively, sustain
key stakeholder relationships, and uphold strategic direction (Olubiyi et al., 2022; Ononye et al., 2025).

Despite these contributions, several gaps remain in the literature. Many studies of succession planning still focus on
family-owned firms, large organizations, or specific countries. This leaves gaps in understanding how succession
planning works in various SME types (Al Jahwari & Alwi, 2023; Topic et al., 2022). Research is also limited in terms
of long-term studies, mixed-method approaches, effective measurement, and SME-specific theory (Magambo et al.,
2024; Tracey & Spillane, 2025). Even though business continuity has been examined in Philippine micro and small
enterprises, succession planning for SMEs in the Philippines remains underexplored, especially in provincial or
resource-constrained firms (Ali & Ali, 2023).

Given these gaps, this study examines succession planning practices in SMEs through a thematic literature review. It
aims to identify common succession planning practices, analyze how these influence business continuity and
sustainability, and determine research gaps. By reviewing current studies, this work seeks to clarify succession
planning as a strategic process that supports leadership development, knowledge transfer, governance, continuity,
and sustainability. The findings may help SME owners, managers, policymakers, educators, and researchers develop
practical, context-sensitive succession planning approaches suited to SMEs, especially in developing and Philippine
business settings.

Literature Review
Theme 1: Succession Planning as Leadership Preparation in SMEs

In the SME literature, succession planning is generally treated as a way of preparing the business before an expected
or unexpected leadership change. Rather than focusing solely on naming a replacement, the process involves
recognizing the need for a transition, identifying potential successors, developing their capabilities, and assessing
whether they are ready to assume larger responsibilities. Al Jahwari and Alwi (2023) identify these stages as need
recognition, candidate selection, candidate development, and final assessment. Magasi (2016) also connects
succession planning with ownership and leadership transfer, emphasizing its role in helping the business continue
when the current owner or leader exits.

Several studies emphasize that leadership development, mentoring, coaching, training, job shadowing, and early
involvement are common practices for preparing successors. Bibi et al. (2023) found that SMEs use recruitment,
selection, training, mentoring, coaching, and performance management to strengthen successor readiness. Salau
(2022) also highlights talent management, training, development, and relay succession as important strategies for
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preparing future leaders. In the same way, Ogbonna et al. (2021) identify mentoring and training as key tools for
leadership succession planning because they help transfer knowledge, skills, and experience to potential successors.

These studies show that succession planning is not only about naming a replacement. It is also about building the
abilities, confidence, and readiness of future leaders through continuous exposure and development.

Theme 2: Mentoring, Knowledge Transfer, and Early Successor Involvement

Another major idea in the literature is that succession planning depends on how effectively business knowledge is
transferred from current to future leaders. In many SMEs, the founder or owner-manager holds much of the
organization’s practical knowledge, including customer relationships, daily routines, decision-making habits, and
problem-solving experience. Because of this, succession planning becomes more effective when knowledge is
intentionally shared before a leadership change happens. Anos (2025) links succession planning with leadership
development and organizational memory, showing that leadership transition can affect whether important
knowledge is retained or lost.

Studies also show that potential successors become more prepared when they are involved early in business
operations. Olubiyi et al. (2022) explain that early involvement helps successors gain confidence, understand
business responsibilities, and earn the respect of employees. Ononye et al. (2025) similarly found that involving
successors in management and decision-making strengthens successor preparedness and supports organizational
survival. These findings suggest that succession planning becomes more effective when successors gain practical
experience before formally taking over.

Mentoring also helps transfer tacit knowledge, or practical knowledge gained through experience. This includes
customer relationships, decision-making habits, operational routines, and leadership judgment. Because these
forms of knowledge are not always written down, direct guidance from the founder, manager, or senior leader
becomes especially important in SMEs.

Theme 3: Family Business Dynamics and Informal Succession Practices

Many studies on SME succession focus on family-owned businesses because leadership transfer often happens
within the family. In these firms, succession planning is shaped not only by business needs but also by trust, family
relationships, emotions, cultural expectations, and the desire to preserve family legacy. Lee et al. (2023) and Li et al.
(2024) both show that family business succession is influenced by sustainability goals, family control, and the
continuation of organizational values.

Informal succession practices are also common in family-owned SMEs. Okeke (2025) explains that succession in
many African family businesses may rely on informal authority, relational trust, and unwritten arrangements. Pang
et al. (2023) and Yaakop and Othman (2023) also show that successors are often prepared through early exposure,
family-based learning, work experience outside the business, and gradual involvement in business operations. These
practices can help successors become familiar with the business over time.

However, informal succession can also create problems. Ferrari (2023) discusses postponed succession, where family
firms recognize the need for leadership transfer but delay formal planning. This shows that family relationships,
emotions, and avoidance of conflict may prevent clear succession decisions. While informal mentoring and family-
based preparation can be useful, the lack of clear roles, timelines, and written plans may create uncertainty during
leadership transitions.

Theme 4: Succession Planning and Business Continuity
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The literature strongly connects succession planning with business continuity. SMEs are vulnerable when leadership,
knowledge, and decision-making are concentrated in one person. When that person leaves, the business may
experience disruption, employee uncertainty, weak decision-making, or even decline. Korang et al. (2021) found that
succession planning supports SME growth and continuity by preparing businesses for leadership change. Monyei et
al. (2021) also found that succession management contributes to SME sustainability.

Succession planning helps continuity by preserving institutional knowledge, maintaining leadership stability,
reducing transition disruption, and supporting employee confidence. Nosike and Egbunike (2024) emphasize that
succession planning supports SME sustainability by ensuring leadership continuity and preparing capable successors.
Azmi et al. (2025) also argue that mentorship, communication, and training help organizations survive leadership
transitions.

These studies suggest that succession planning should be understood as a continuity strategy. It helps SMEs avoid
sudden disruption and allows the business to continue operating even when a founder, owner-manager, or key
leader exits.

Theme 5: Formalization, Governance, and Structured Succession Systems

Although many SMEs rely on informal practices, the literature increasingly emphasizes the need for more formal,
structured succession planning. Formal practices may include written succession plans, defined roles, clear timelines,
talent pools, governance structures, communication systems, and performance monitoring. Bano et al. (20223,
2022b) emphasize individual development plans, talent pools, and systematic identification of key roles as useful
succession planning practices.

Governance mechanisms are also important, especially in family-owned SMEs. Shahzad et al. (2025) discuss the
value of family councils, advisory boards, and shared responsibility between outgoing and incoming leaders.
Magambo et al. (2024) also highlight documented succession plans, clear development paths, and formal
communication forums as useful practices in family-owned SMEs. Tracey and Spillane (2025) further emphasize the
importance of aligning succession planning with organizational strategy, knowledge management, leadership
development, and performance monitoring.

These studies suggest that formalization can reduce confusion and conflict during leadership transition. While SMEs
may not have the same resources as large firms, they can still benefit from simple but clear succession systems.

Theme 6: Digital Readiness and Modern Succession Planning

Recent literature also connects succession planning with digital transformation and modern business adaptation.
SMEs today must not only prepare successors to continue existing operations but also equip them to respond to
technological and market changes. Mzera (2024) emphasizes the role of information and communication technology
in supporting succession planning through knowledge sharing, staff training, and continuity practices. Péschl and
Freiling (2020) also show that new leaders may influence digitalization after succession, especially when external
successors introduce new systems and strategies.

Other studies show that digital transformation, innovation, and strategic leadership are becoming more important
for SME sustainability. Putra et al. (2025) discuss how digital transformation leadership can improve SME
performance, while Suljic (2025) highlights the need for ethical governance, innovation management, and future-
ready strategies. These findings suggest that future successors should be prepared not only to maintain the business
but also to modernize it.

This theme expands succession planning beyond leadership replacement. It shows that succession planning must
also consider digital skills, innovation, adaptability, and the ability of future leaders to guide SMEs through changing
business conditions.
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Theme 7: Research Gaps in SME Succession Planning

Despite the growing literature, several gaps remain. Al Jahwari and Alwi (2023) note that succession planning
research still needs more empirical testing, stronger theoretical grounding, and more attention to implementation
effectiveness. Magambo et al. (2024) identify gaps in longitudinal research, qualitative approaches, cultural
influences, and context-specific studies. Wang and Kondoh (2018) also highlight the need for more SME-specific
succession research in China, particularly because many SMEs grow under a founder and later disappear, leaving
insufficient long-term succession data.

Other studies identify gaps in gender, diversity, and informal succession practices. Topic¢ et al. (2022) show that
succession decisions in SMEs may favor cultural fit and existing organizational norms, thereby limiting diversity.
Klugah et al. (2025) also argue that succession planning should not be studied only as a direct predictor of
performance, because transition problems, family influence, successor attributes, and relational issues may affect
outcomes.

In the Philippine context, succession planning in SMEs remains underexplored. Although Ali and Ali (2023) examined
business continuity among micro and small enterprises in Cotabato City, there is still limited local research directly
focused on succession planning practices among Philippine SMEs. This shows the need for more context-sensitive
studies that consider local business realities, family influence, resource limitations, and informal management
practices.

Methodology

This study used a qualitative thematic literature review to examine how succession planning is discussed in relation
to small and medium enterprises (SMEs), business continuity, leadership transition, and sustainability. A thematic
review was appropriate because the study aimed to identify recurring ideas, patterns, and gaps across existing
literature rather than test numerical relationships.

The review was guided by three research questions: (1) What succession planning practices are commonly used in
SMEs? (2) How does succession planning influence business continuity and sustainability? and (3) What gaps remain
in the existing literature on SME succession planning?

Relevant literature was gathered from scholarly databases, academic platforms, institutional repositories, journal
websites, and other peer-reviewed or research-based sources to ensure that the review was grounded in credible
academic literature. The search focused mainly on studies published from 2015 to 2025 to reflect recent discussions
on succession planning and SME sustainability. Keywords and search combinations included “succession planning in
SMEs,” “SME succession planning,” “successor development,” “leadership transition,” “business continuity,” “family
business succession,” “knowledge transfer,” “talent management,” “SME sustainability,” and “succession planning
in family businesses.”

The selection process followed the inclusion and exclusion criteria. Studies were included if they discussed
succession planning in SMEs or closely related business contexts, examined practices such as mentoring, coaching,
training, successor identification, leadership development, knowledge transfer, governance, or early successor
involvement, and connected succession planning with business continuity, sustainability, organizational survival, or
leadership stability. Sources were excluded if they focused only on large corporations, discussed general leadership
development without linking it to succession planning, were not research-based, or came from non-academic
sources such as blogs, promotional articles, opinion pieces, or commercial websites.

After screening the available sources, 36 studies were included in the final review. These studies were examined
using a thematic matrix that recorded the author and year, country or context, type of business, succession planning
practices discussed, connection to business continuity, and research gaps or limitations. The extracted information
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was then coded and grouped into recurring themes. These themes included successor identification and
development, mentoring and knowledge transfer, family business dynamics, leadership continuity, governance and
formalization, digital readiness, SME sustainability, and research gaps.

A narrative synthesis was used to compare and interpret the findings across the reviewed studies. This allowed the
study to identify areas of agreement, differences in emphasis, and gaps in the literature. Through this process, the
review developed a structured synthesis of succession planning practices in SMEs and their relationship to business
continuity and long-term sustainability.

Conceptual Framework

The conceptual framework of this study is anchored on the assumption that effective succession planning practices
influence business continuity and long-term sustainability in small and medium enterprises (SMEs). It identifies
succession planning practices as the independent variable, while business continuity and SME sustainability serve as
the dependent variables. It also recognizes that organizational context, leadership readiness, and external support
systems may influence the effectiveness of succession planning implementation.

Conceptual Framework Diagram (Figure 1)

Succession Planning Practices (Independent Variable)

e Successor ldentification

¢ Mentoring and Coaching

¢ Leadership Development

¢ Talent Management

e Early Successor Involvement

e Communication and Governance
e Training and Knowledge Transfer

N2

Business Continuity and Sustainability (Dependent Variable)

¢ Leadership Stability

¢ Organizational Survival

e Preservation of Institutional Knowledge
¢ Reduced Transition Disruption

¢ Employee Confidence

¢ Long-Term SME Sustainability

N

Moderating/Contextual Factors

¢ Organizational Culture

¢ Family Business Dynamics

e SME Size and Resources

e Government and Policy Support

¢ Philippine Business Context

¢ Founder Readiness to Transfer Leadership
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The conceptual framework illustrates the relationship between succession planning practices and business
continuity in SMEs. It assumes that structured succession planning practices—such as mentoring, leadership
development, successor identification, effective communication, and early involvement of successors—directly
enhance sustainability and continuity. Specifically, these practices develop capable future leaders, preserve essential
institutional knowledge, and minimize operational disruptions, thereby maintaining stability during leadership
transitions. As a result, SMEs with effective succession planning mechanisms are more likely to survive and remain
sustainable in the long term than those without formal planning.

The framework recognizes that succession planning does not operate alone. Its effectiveness may be shaped by
internal and external factors, such as organizational culture, the owner’s willingness to prepare successors, family
issues, available resources, and support from external institutions. These factors can support or limit the success of
succession planning. For Philippine SMEs, cultural expectations, informal management, family involvement, and
limited institutional support can strongly influence succession planning. Therefore, the framework shows that
business continuity depends on both succession planning and the environment in which it is applied.

Findings

The thematic analysis of the reviewed literature revealed several recurring patterns in succession planning practices
in small and medium enterprises (SMEs). Across the studies, succession planning was presented not only as a
leadership replacement process but also as a strategic activity that supports continuity, knowledge transfer, and
long-term sustainability. The findings are organized according to the major themes that emerged from the reviewed
literature.

Theme 1: SMEs commonly use both formal and informal succession planning practices.

The review found that SMEs use a range of succession planning practices to prepare future leaders. Common
practices include successor identification, mentoring, coaching, leadership development, training, talent
management, knowledge transfer, communication, governance mechanisms, and early involvement of successors
in business operations. However, these practices are not always formalized. Many SMEs prepare successors through
informal mentoring, observation, apprenticeship-style learning, and gradual exposure to business responsibilities.
This shows that succession planning in SMEs often exists in practice, even when it is not documented as a formal
plan.

Theme 2: Family relationships and trust strongly shape succession planning in family-owned SMEs.

The findings show that family-owned SMEs approach succession planning differently from larger or non-family
organizations. In these businesses, succession decisions are often influenced by trust, family ties, founder
preferences, cultural expectations, emotional attachment, and the desire to preserve family legacy. These factors
can support succession by encouraging early exposure and long-term preparation. However, they can also create
uncertainty when successor roles, timelines, and decision-making authority are not clearly defined.

Theme 3: Mentoring, training, and early involvement improve successor readiness.

A strong pattern across the literature is the importance of preparing successors before the actual leadership
transition. Mentoring, coaching, training, job shadowing, and direct involvement in business operations help
potential successors develop leadership skills, operational knowledge, confidence, and familiarity with the
organization. Early involvement also allows successors to understand employees, customers, suppliers, and internal
systems before assuming full responsibility. This finding suggests that succession planning is more effective when
viewed as a gradual development process rather than a sudden transfer of authority.

Theme 4: Succession planning supports business continuity and sustainability.
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The review found that succession planning contributes to business continuity by reducing disruption during
leadership changes. Effective succession planning helps preserve institutional knowledge, maintain leadership
stability, protect employee confidence, and sustain daily operations. It also supports long-term sustainability by
ensuring that capable individuals are prepared to continue the business when founders, owner-managers, or key
leaders leave. This shows that succession planning is not only an internal human resource activity but also a
continuity strategy for the survival of SMEs.

Theme 5: Many SMEs still rely on reactive and undocumented succession practices.

Although succession planning isimportant, the reviewed literature shows that many SMEs still lack formal succession
systems. Some SMEs only consider succession when a crisis occurs, such as the illness, retirement, death, or sudden
exit of a key leader. Others depend heavily on the owner-manager and lack written plans, clear succession criteria,
or structured leadership development processes. This reactive approach increases the risk of confusion, conflict,
operational disruption, and loss of important business knowledge.

Theme 6: Governance and documentation help reduce uncertainty during transition.

The findings indicate that more structured succession practices can improve transition outcomes. Documented
plans, clear roles, defined timelines, family councils, advisory boards, communication systems, talent pools, and
performance monitoring help make the succession process more transparent. These practices reduce ambiguity and
support better coordination among owners, successors, employees, and other stakeholders. For SMEs with limited
resources, even simple written guidelines and clear communication can strengthen succession planning.

Theme 7: Research gaps remain in SME succession planning.

The reviewed studies also reveal that the field still has several weak areas. A large portion of the literature is centered
on family firms, specific national settings, or narrow industry groups, making it difficult to apply the findings to all
types of SMEs. There is also a need for studies that follow succession planning over a longer period and combine
different research methods, since succession is a gradual process rather than a one-time event. Other areas, such as
informal preparation, gender and diversity in successor selection, digital readiness, and cultural influence, still need
deeper investigation. For the Philippine setting, the available literature remains limited, particularly for SMEs in
provincial areas and businesses with fewer resources.

Overall, the review shows that succession planning is a key mechanism for maintaining leadership continuity,
preserving knowledge, and sustaining SMEs. The most common practices involve identifying and developing
successors, mentoring and training them, gradually involving them in business operations, and improving
communication and governance during transition. However, many SMEs continue to practice succession planning
informally and reactively. These findings highlight the need for more practical, formalized, and context-sensitive
succession planning frameworks that fit the realities of SMEs, especially in developing and Philippine business
contexts.

Discussion
Critical Analysis and Synthesis

The findings of this thematic literature review show that succession planning in SMEs functions both as a leadership
development process and as a business continuity strategy. Across the reviewed studies, succession planning is not
limited to appointing a replacement for the founder, owner-manager, or key leader. Instead, it involves preparing
future leaders, transferring knowledge, clarifying responsibilities, and reducing disruption during leadership
transitions.
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A major point of agreement in the literature is that successor preparation is central to effective succession planning.
Studies consistently identify mentoring, coaching, training, leadership development, job shadowing, and early
involvement as important practices for improving successor readiness. These practices are especially important in
SMEs because much of the organization’s knowledge is often held by the founder or owner-manager. When this
knowledge is not transferred before a transition, the business may experience operational delays, employee
uncertainty, or loss of strategic direction.

However, the literature differs in how succession planning is expected to take place. Some studies emphasize formal
practices such as documented succession plans, talent pools, governance structures, advisory boards, and
performance monitoring. These approaches provide clarity and reduce confusion during transition. Other studies,
particularly those focused on family-owned SMEs, highlight informal practices such as family mentoring,
apprenticeship-style learning, trust-based selection, observation, and gradual exposure to business responsibilities.
This shows that SME succession planning can be effective through both formal and informal pathways, depending
on the business's size, resources, ownership structure, and culture.

The review also shows that succession planning contributes to business continuity by preserving institutional
knowledge, maintaining leadership stability, strengthening employee confidence, and preparing the organization for
leadership change. However, these outcomes are not automatic. Succession planning becomes more effective when
successors are given enough time to understand the business, build relationships with employees and stakeholders,
and participate in decision-making before formally taking over. This suggests that succession should be treated as a
gradual process rather than a single event.

One weakness in the existing literature is that many studies recommend formal succession systems without fully
considering the limitations of smaller firms. Practices such as advisory boards, structured talent pipelines, and formal
performance monitoring may be useful but difficult for resource-constrained SMEs to implement. This creates a gap
between ideal succession planning models and the actual conditions of many SMEs. Future studies should therefore
develop simpler and more practical models that small businesses can realistically apply.

Another limitation is that succession planning is sometimes presented as a rational, planned process, even though
succession in SMEs is often shaped by emotional, cultural, and family factors. In family-owned SMEs, succession
decisions may be influenced by trust, founder preferences, family expectations, conflict avoidance, and the desire
to preserve family legacy. These factors can support succession when they encourage long-term preparation, but
they can also delay planning when families avoid difficult conversations about leadership transfer.

The review also reveals methodological and contextual gaps. Many studies examine succession planning at a single
point in time, even though succession unfolds across several stages, including successor identification, preparation,
leadership sharing, authority transfer, and post-transition adjustment. More longitudinal research is needed to
understand how succession planning affects SMEs before, during, and after leadership transition. There is also a
need for more qualitative and mixed-method studies to explain the personal, relational, and cultural factors behind
succession decisions.

In the Philippine context, the gap is especially important. Many Philippine SMEs operate through family ownership,
informal management practices, strong relational cultures, and limited institutional support. These conditions may
shape succession planning differently from firms in larger or more formalized economies. Therefore, future research
should examine how Filipino SME owners prepare successors, how family and cultural expectations influence
leadership transfer, and what practical support systems are needed to improve succession planning among
provincial and resource-constrained SMEs.

Overall, the literature supports the view that succession planning can strengthen the continuity and sustainability of
SMEs. At the same time, the review shows that succession planning must be understood in the context of SME
realities. Effective succession planning is not only about adopting formal systems; it is also about preparing
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successors early, intentionally transferring knowledge, managing family and cultural dynamics, and developing
practical approaches suited to the business's resources and context.

Research Gaps and Future Directions

This review identified several gaps that need further investigation. First, informal succession practices require deeper
study. Many SMEs do not have formal written plans, but they still prepare successors through mentoring,
observation, apprenticeship, family exposure, and gradual involvement in business operations. These informal
practices may be useful, especially in small and family-owned firms, but they can also create confusion when
expectations are unclear. Future studies should examine when informal succession practices are effective and when
they become risky.

Second, more longitudinal research is needed. Succession planning does not happen in one moment. It develops
across stages such as successor identification, preparation, leadership sharing, transfer of authority, and post-
transition adjustment. Future studies should follow SMEs over time to examine how succession planning affects
business continuity before, during, and after the leadership transition. This would provide stronger evidence on
whether succession planning truly contributes to long-term survival and sustainability.

Future studies should also make greater use of qualitative and mixed-method designs. Although quantitative
research can show trends and relationships, it may not fully explain the personal and relational experiences behind
succession planning. Methods such as interviews, case studies, and focus group discussions can help reveal why
founders delay succession, how successors feel about taking over, how families manage conflict, and how employees
build trust in new leaders. Combining qualitative and quantitative methods would enable future research to examine
both the broader patterns and the deeper reasons behind succession planning outcomes in SMEs.

Fourth, there is a need for SME-specific succession planning models. Many existing recommendations are based on
large organizations or general family business theories. Future research should develop practical frameworks that
reflect SME realities, including limited resources, informal systems, owner dependence, family influence, and the
lack of professional human resource structures. These frameworks should be simple enough for SMEs to apply but
strong enough to guide leadership development, knowledge transfer, communication, and continuity planning.

Fifth, gender, diversity, and successor selection need more attention. Some succession practices may favor family
expectations, cultural fit, or traditional inheritance patterns. This can limit opportunities for women, younger
leaders, non-family employees, or professionally qualified candidates. Future research should examine how SMEs
choose successors and whether selection practices promote fairness, capability, and long-term business
sustainability.

Digital capability is another area that needs closer attention in future studies on SME succession. New leaders are
expected not only to continue existing operations but also to guide the business through changes in technology,
customer needs, and competition. Existing studies suggest that ICT, digital transformation, and innovation can help
SMEs improve documentation, knowledge sharing, training, and continuity processes (Mzera, 2024; Poschl &
Freiling, 2020; Putra et al., 2025; Suljic, 2025). Future research should therefore examine how simple and affordable
digital tools can support succession planning, especially for SMEs that lack formal systems but need better ways to
preserve knowledge and prepare future leaders.

Finally, more Philippine-based research is needed. The Philippine SME context has unique realities, including family
ownership, informal management, provincial business environments, limited resources, and strong relational
cultures. These factors may shape succession planning differently from other countries. Future studies should
examine how Filipino SME owners prepare successors, how family dynamics affect leadership transfer, and what
support systems are needed to improve succession planning. This study addresses these gaps by synthesizing the
existing literature on common succession planning practices, their impact on business continuity, and the current
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research gaps. By focusing on SME realities and highlighting the Philippine context, the review contributes to the
development of practical, formalized, and context-sensitive succession planning approaches for small and medium
enterprises.

Conclusion

This review focused on how succession planning is discussed and applied in SMEs, particularly in relation to
leadership preparation, business continuity, and gaps in prior studies. Based on the reviewed literature, succession
planning should not be understood only as choosing someone to replace an outgoing founder, owner-manager, or
key leader. Rather, it involves preparing capable successors, transferring critical business knowledge, reducing
potential disruption during leadership transitions, and helping SMEs remain stable and sustainable over time.

This review adds to the discussion of SME succession by bringing together the main ideas from the selected studies.
The literature shows that SMEs prepare future leaders through different practices, including identifying possible
successors, providing mentoring and coaching, offering training, building leadership skills, managing talent, sharing
knowledge, improving communication, creating governance structures, and involving successors early in business
activities. In family-owned SMEs, the process is also influenced by personal and relational factors such as trust, family
ties, founder influence, cultural expectations, and learning through direct experience. This suggests that succession
planning in SMEs does not follow only one pattern. It may be structured and documented in some firms, while in
others it may happen through informal preparation shaped by the business’s size, resources, ownership style, and
local context.

The review also shows that effective succession planning supports business continuity by maintaining leadership
stability, protecting business knowledge, sustaining employee confidence, and preparing the organization for
leadership change. However, the study also identified important gaps in the literature. These include limited
longitudinal and mixed-methods research, a lack of SME-specific succession-planning models, limited attention to
informal succession practices, and insufficient Philippine-based studies. These gaps highlight the need for more
practical, context-sensitive research that reflects the actual conditions of SMEs, especially in developing economies.

This study has limitations. Since it is based on a thematic literature review, it relies on existing studies and does not
include primary data from SME owners, successors, employees, or other stakeholders. The review also focused
mainly on available academic and research-based sources, which may not fully capture informal practices used by
SMEs that are not documented in published literature. In addition, the findings may be limited by the geographic
and sectoral focus of the reviewed studies.

Overall, the study implies that SME owners, managers, policymakers, educators, and future researchers should treat
succession planning as an essential part of business continuity and sustainability. Practical frameworks should be
developed to help SMEs prepare successors, transfer knowledge, clarify roles, improve communication, and reduce
uncertainty during leadership transitions. Future research should further explore succession planning in Philippine
SMEs, particularly among family-owned, provincial, and resource-constrained businesses.

References
Ali, E. C., & Ali, N. C. (2023). Business continuity plan of the micro and small enterprises in Cotabato City

during the COVID-19 pandemic and its effect on business performance. European Journal of Business and
Management Research, 8(3), 1-6. https://doi.org/10.24018/ejbmr.2023.8.3.1916

Al Jahwari, A. T., & Alwi, M. N. R. (2023). A systematic literature review of factors affecting succession
planning implementation in empirical studies. WSEAS Transactions on Business and Economics, 20, 360—
374. https://doi.org/10.37394/23207.2023.20.34

11


https://doi.org/10.24018/ejbmr.2023.8.3.1916
https://doi.org/10.37394/23207.2023.20.34

I INTERNATIONAL MULTIDISCIPLINARY JOURNAL OF RESEARCH
- FOR INNOVATION, SUSTAINABILITY AND EXCELLENCE

Published by: RISEJOURNALS.ORG | Online ISSN: 3028-032X | Print ISSN: 3028-0370
YOLUME 4, ISSUE NO. 4

Anos, C. (2025). Ensuring leadership continuity: An integrative review of succession planning, leadership
development and organisational memory. Edelweiss Applied Science and Technology, 9(5), 2869-2877.
https://doi.org/10.55214/25768484.v9i5.7607

Azmi, M. A. S. M., lbrahim, M. A. A., Shukor, M. S. H. M., Rahim, A. A. I. A., Puteh, F., & Kamal, A. N. A.
(2025). Succession planning for organisational survival: Challenges and recommendations. Journal of
Business Management and Accounting, 15(1), 1-13. https://doi.org/10.32890/jbma2025.15.1.1

Bano, Y., Omar, S. S., & Ismail, F. (2022a). Succession planning best practices for large and small
organizations. Mediterranean Journal of Social Sciences, 13(2), 11-21. https://doi.org/10.36941/mjss-2022-
0013

Bano, Y.,Omar, S. S., & Ismail, F. (2022b). Succession planning best practices for organizations: A systematic
literature review approach. International Journal of Global Optimization and Its Application, 1(1), 39-48.
https://doi.org/10.56225/ijgoia.v1i1.12

Bibi, M., Idrees, M. A., Khan, A., Hanafi, M. R., & Azher, S. (2023). Succession planning practices in
sustainability of small medium enterprises: Overview of individual & firm-level outcomes in time of COVID-
19. Journal of Positive School Psychology, 7(3), 262—274. http://journalppw.com

Ferrari, F. (2023). The postponed succession: An investigation of the obstacles hindering business
transmission planning in family firms. Journal of Family Business Management, 13(2), 414-430.

Klugah, G. E., Korang, V., Essilfie, F. R., & Iddrisu, M. A. Z. (2025). The mediating role of succession issues in
succession planning, family influence and successor attributes on SME performance in emerging
economies. Cogent Business & Management, 12(1), 2551282.
https://doi.org/10.1080/23311975.2025.2551282

Lee, C. W,, Chen, H. C,, Peng, C. L., & Chen, S. H. (2023). Sustainability of Taiwanese SME family businesses
in the succession decision-making agenda. Sustainability, 15(2), 1237. https://doi.org/10.3390/su15021237

Liu, J. Y. (2018). An integrative conceptual framework for sustainable successions in family businesses: The
case of Taiwan. Sustainability, 10(10), 3656. https://doi.org/10.3390/s5u10103656

Li, Z., Mustapha, M., Hassan, A. F. S., & Saidin, S. F. (2024). Sustainable development of Chinese family
businesses: Exploring the role of succession planning in maintaining organizational sustainability from the
perspective of socioemotional wealth. Sustainability, 16(8), 3456. https://doi.org/10.3390/su16083456

Magambo, E., Nyamwesa, A., Mgulunde, A., & Magasi, C. (2024). Factors affecting succession planning in
family-owned fish trading SMEs in Mwanza City, Tanzania. International Journal of Research in Business and
Social Science, 13(2), 84-97. https://doi.org/10.20525/ijrbs.v13i2.3094

Magasi, C. (2016). Factors influencing business succession planning among SMEs in Tanzania. European
Journal of Business and Management, 8(3), 126—135. https://www.iiste.org

Monyei, F. E., Ukpere, W. |., Agbaeze, E. K., Omonona, S., Kelvin-lloafu, L. E., & Obi-Anike, H. 0. (2021). The
impact of succession management on small and medium enterprises’ sustainability in Lagos State, Nigeria.
Sustainability, 13(23), 13489. https://doi.org/10.3390/su132313489

12


https://doi.org/10.55214/25768484.v9i5.7607
https://doi.org/10.32890/jbma2025.15.1.1
https://doi.org/10.36941/mjss-2022-0013
https://doi.org/10.36941/mjss-2022-0013
https://doi.org/10.56225/ijgoia.v1i1.12
http://journalppw.com/
https://doi.org/10.1080/23311975.2025.2551282
https://doi.org/10.3390/su15021237
https://doi.org/10.3390/su10103656
https://doi.org/10.3390/su16083456
https://doi.org/10.20525/ijrbs.v13i2.3094
https://www.iiste.org/
https://doi.org/10.3390/su132313489

I INTERNATIONAL MULTIDISCIPLINARY JOURNAL OF RESEARCH
- FOR INNOVATION, SUSTAINABILITY AND EXCELLENCE

Published by: RISEJOURNALS.ORG | Online ISSN: 3028-032X | Print ISSN: 3028-0370
YOLUME 4, ISSUE NO. 4

Mzera, U. J. M. (2024). Role of Information Communication Technology strategies in succession planning of
SMEs in Kenya. European Journal of Computer Science and Information Technology, 12(1), 31-42.
https://doi.org/10.37745/ejcsit2013/vol12n13141

Naradda Gamage, S. K., Ekanayake, E. M. S., Abeyrathne, G. A. K. N. J,, Prasanna, R. P. |. R., Jayasundara, J.
M. S. B., & Rajapakshe, P. S. K. (2020). A review of global challenges and survival strategies of small and
medium enterprises (SMEs). Economies, 8(4), 79. https://doi.org/10.3390/economies8040079

Nosike, C. J., & Egbunike, C. F. (2024). Succession planning and sustainability of Small and Medium
Enterprises (SMEs) in Anambra State. African Banking and Finance Review Journal, 8(8).
http://www.abfrjournal.com

Nurinaya, & Marhumi, S. (2025). Leadership strategy evaluation and succession planning in preparing the
company’s future leaders. Advances in Human Resource Management Research, 3(1), 1-14.
https://doi.org/10.60079/ahrmr.v3i1.405

Ogbonna, K. E., Osadolor, V., & Udoh, B. E. (2021). Training and mentoring as a veritable tool for leadership
succession planning in Enugu State, Nigeria: A small and medium enterprises sustainability perspective. Edo
State University Journal of Arts, Management and Social Sciences (EJAMSS), 3(2), 142-161.

Okeke, A. (2025). Beyond bloodlines: A review of succession planning and generational continuity in African
family businesses. Thunderbird International Business Review, 68(3). https://doi.org/10.1002/tie.70045

Olubiyi, T. O., Lawal, A. T., & Adeoye, 0. 0. (2022). Succession planning and family business continuity:
Perspectives from Lagos State, Nigeria. Global Journal of Management and Business Research: An
Administration and Management, 22(5), 31-38.
https://journalofbusiness.org/index.php/GJMBR/article/view/102240

Ononye, U. H., Akan, D. C.,, & Olayemi, O. 0. (2025). Enhancing successor preparedness: Succession
strategies impacting organizational survival through successors' self-efficacy in Nigeria. Informing Science:
The International Journal of an Emerging Transdiscipline, 28, Article 25. https://doi.org/10.28945/5598

Pang, S. N., Wong, W. W., Zakaria, N., & Aziz, A. Z. (2023). Family business succession: The case in Malaysia.
Quantum Journal of Social Sciences and Humanities, 4(6), 69-83.

Poschl, A., & Freiling, J. (2020). The impact of family-external business succession on digitalization: Exploring
management buy-ins. International Journal of Information Systems and Project Management, 8(2), 24—-46.
https://doi.org/10.12821/ilispm080202

Putra, E. Y., Masnita, Y., Yusran, H. L., & Anggraini, R. (2025). Leveraging digital transformation leadership
and customer agility to enhance SME performance in the Riau Islands, Indonesia. International Journal of
Business Ecosystem & Strategy, 7(2), 219-231. https://doi.org/10.36096/ijbes.v7i2.844

Salau, A. N. (2022). Succession planning as a panacea to SMEs, becoming a generational enterprise in
Nigeria: The moderating role of organizational culture. IRE Journals, 5(9).

Shahzad, F., Akhlag, A., & Ghaffar, C. (2025). Exploring business succession dynamics in family-owned
businesses: Lessons from Pakistani case studies. Journal of Family Business Management, 15(5), 1446—1473.
https://doi.org/10.1108/JFBM-09-2024-0214

13


https://doi.org/10.37745/ejcsit2013/vol12n13141
https://doi.org/10.3390/economies8040079
http://www.abfrjournal.com/
https://doi.org/10.60079/ahrmr.v3i1.405
https://doi.org/10.1002/tie.70045
https://journalofbusiness.org/index.php/GJMBR/article/view/102240
https://doi.org/10.28945/5598
https://doi.org/10.12821/ijispm080202
https://doi.org/10.36096/ijbes.v7i2.844
https://doi.org/10.1108/JFBM-09-2024-0214

I INTERNATIONAL MULTIDISCIPLINARY JOURNAL OF RESEARCH
- FORINNOVATION, SUSTAINABILITY AND EXCELLENCE

¢ Published by: RISEJOURNALS.ORG | Online ISSN: 3028-032X | Print ISSN: 3028-0370
YOLUME 4, ISSUE NO. 4

Suljic, V. (2025). Strategic leadership in Al-driven digital transformation: Ethical governance, innovation
management, and sustainable practices for global enterprises and SMEs. SBS Journal of Applied Business
Research, 13(1), 17-33. https://doi.org/10.70301/JOUR/SBS-JABR/2025/13/1/2

Topi¢, M., Round, G., Edmondson, C., Kyriazi, F., Dolan, J. C., Primakov, M., Magarry, K., Corbett, R.,
Washington, R., Gaynor, J., Brannigan, P., & Pickering, O. (2022). Women and succession planning in SMEs
[Project report]. Leeds Beckett University. https://eprints.leedsbeckett.ac.uk/id/eprint/8592/

Tracey, M., & Spillane, J. P. (2025). Strategic succession planning of SMEs in the built environment:
Development of a framework to address the knowledge gap. In C. Thomson & C. J. Neilson (Eds.),
Proceedings of the 41st Annual ARCOM Conference (pp. 491-500). Association of Researchers in
Construction Management.

Wang, Y., & Kondoh, T. (2018). A study on business succession in small and medium-sized Chinese
enterprises. Chinese Business Review, 17(10), 524-531. https://doi.org/10.17265/1537-1506/2018.10.004

Yaakop, S. N. K., & Othman, N. (2023). Family business succession plan for Bumiputera-owned small and
medium enterprises: A review. Sains Humanika, 15(3), 63-71. https://doi.org/10.11113/sh.v15n3.2053

14


https://doi.org/10.70301/JOUR/SBS-JABR/2025/13/1/2
https://eprints.leedsbeckett.ac.uk/id/eprint/8592/
https://doi.org/10.17265/1537-1506/2018.10.004
https://doi.org/10.11113/sh.v15n3.2053

