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Abstract: Strategic succession planning is increasingly recognized as a critical determinant
of the long-term sustainability of family enterprises. However, extant literature has largely
examined succession as a leadership replacement or governance process, with limited
attention to the organizational mechanisms through which it contributes to sustainable
enterprise development. This conceptual paper develops a capability-based framework that
explicates how strategic succession planning enhances organizational resilience and
ultimately, sustainable family enterprise development. This study adopts a narrative literature
review and theory synthesis approach, drawing on the Resource-Based View (RBV),
Dynamic Capability Theory (DCT) and contemporary literature on family business
succession, organizational resilience, governance and sustainability. Through conceptual
integration of extant literature, this paper develops a framework in which formal succession
planning and systematic successor identification strengthen organizational resilience by
preserving strategic knowledge, institutionalizing governance and improving organizational
adaptability. This framework advances succession planning beyond its classical role as a
leadership replacement mechanism by positioning it as a strategic capability that enables
family enterprises to preserve valuable organizational resources while continuously renewing
capabilities required to navigate environmental uncertainty and intergenerational transitions.
This study contributes to family businesses and strategic management literatures by
integrating RBV and DCT into a unified capability-based explanation of succession planning
and by identifying organizational resilience as the critical mechanism linking succession
planning to long-term sustainability. This paper concludes by offering theoretical
propositions to guide future empirical research and practical insights for family business
owners, boards of directors, managers, and policymakers seeking to strengthen governance,
organizational resilience, and sustainable enterprise development.

Keywords: Strategic succession planning; Family enterprises; Organizational resilience;
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1.0 Introduction

Family enterprises constitute one of the most dominant organizational forms worldwide,
accounting for a substantial proportion of private-sector businesses, employment generation,
wealth creation, innovation, and long-term economic development. Beyond their economic
contributions, family firms preserve entrepreneurial legacies, promote regional development,
facilitate intergenerational wealth transfer, and foster long-term investment through enduring
ownership structures and patient capital. Their distinctive governance characteristics, which
combine family ownership, managerial control, and long-term strategic orientation, often
provide unique competitive advantages that enhance organizational commitment,
stewardship, and sustainability. Consequently, family enterprises continue to attract
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considerable scholarly attention because of their significant contribution to national
economies and their central role in promoting sustainable enterprise development. Despite
their strategic significance, ensuring continuity across successive generations remains one of
the most persistent challenges confronting family-owned businesses. Recent evidence
indicates that although family firms dominate the global business landscape, only a relatively
small proportion successfully survive leadership transitions beyond the founding generation,
making succession planning one of the most critical determinants of long-term organizational
survival and competitiveness (Davis & Harveston, 1998; Yilmaz et al., 2024).

The increasing complexity of contemporary business environments has further intensified the
succession challenge confronting family enterprises. Unlike previous decades, organizations
now operate within highly dynamic environments characterized by rapid technological
advancement, digital transformation, global competition, institutional uncertainty,
geopolitical instability, changing stakeholder expectations, and increasing sustainability
demands. These environmental conditions require organizations not only to preserve existing
strategic resources but also to continuously renew organizational capabilities that facilitate
adaptation and long-term competitiveness. Consequently, sustainable family enterprise
development can no longer be explained solely by financial performance, market position, or
ownership continuity. Rather, it increasingly depends on the organization's ability to develop
adaptive capabilities that enable it to anticipate disruption, manage uncertainty, preserve
strategic knowledge, and maintain continuity during periods of organizational transition.
Contemporary family business scholarship therefore emphasizes that long-term sustainability
is fundamentally linked to organizational adaptability, strategic renewal, governance
effectiveness, and capability development rather than merely maintaining family ownership
across generations.

Among the numerous strategic challenges confronting family enterprises, leadership
succession remains one of the most consequential because it determines whether valuable
organizational resources, entrepreneurial knowledge, governance structures, and strategic
vision are effectively transferred across generations. Leadership transition represents a
defining moment in the organizational life cycle, influencing not only managerial continuity
but also stakeholder confidence, organizational legitimacy, strategic stability, and long-term
competitive advantage. Unlike many non-family organizations where succession is
institutionalized through formal governance systems and established managerial processes,
succession within family enterprises frequently occurs within complex family relationships
characterized by emotional attachment, socio-cultural expectations, founder influence, and
intergenerational dynamics. Consequently, succession decisions often extend beyond
managerial considerations to encompass issues relating to family governance, accountability,
ownership continuity, and the preservation of organizational identity.

Consequently, leadership continuity should not merely be understood as the replacement of
one executive with another but as a strategic organizational process involving the systematic
transfer of authority, tacit knowledge, institutional memory, organizational culture, relational
capital, and strategic capabilities. Organizations that successfully institutionalize leadership
continuity are generally better positioned to preserve strategic consistency, minimize
operational disruptions, strengthen governance effectiveness, and sustain organizational
performance during periods of transition. Conversely, poorly managed succession frequently
results in strategic discontinuity, leadership vacuums, governance instability, knowledge loss,
stakeholder uncertainty, and declining organizational performance. These outcomes highlight
the strategic importance of succession planning as an essential governance mechanism for
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sustaining long-term enterprise development rather than simply addressing future leadership
vacancies.

Although succession planning has long been recognized as a fundamental component of
family business continuity, evidence consistently suggests that it remains one of the least
effectively managed organizational processes. In many family enterprises, succession
planning continues to be approached reactively rather than strategically, with leadership
transitions frequently initiated only after retirement, illness, death, or organizational crisis.
Such reactive approaches are often influenced by founder dependence, emotional attachment
to leadership positions, inadequate governance structures, family conflicts, insufficient
successor preparation, and the absence of formal succession policies. Consequently,
leadership transitions frequently expose organizations to heightened uncertainty, weakened
strategic coordination, reduced organizational adaptability, and diminished long-term
resilience. Recent systematic reviews further indicate that while succession planning has
become one of the most extensively studied topics within family business research, existing
scholarship remains largely concentrated on successor selection, governance processes,
knowledge transfer, and post-succession performance, with comparatively limited attention
devoted to understanding the organizational capability-building processes through which
succession planning contributes to sustainable enterprise development.

Although previous studies have substantially advanced understanding of succession planning
in family enterprises, the literature remains conceptually fragmented. EXisting research has
primarily focused on leadership transition processes, successor selection, governance
structures, knowledge transfer, family dynamics, socioemotional wealth preservation, and
post-succession organizational performance. While these studies have generated important
theoretical and practical insights, they have largely treated succession planning as an isolated
governance function or a discrete leadership event rather than as a strategic organizational
capability capable of fostering long-term adaptability and sustainable enterprise development.
Consequently, the mechanisms through which strategic succession planning enhances
organizational sustainability remain insufficiently understood.

Recent systematic reviews further demonstrate that although scholarly interest in family
business succession has increased considerably, significant theoretical gaps persist regarding
the strategic processes through which succession planning contributes to organizational
renewal and sustained competitive advantage. Much of the contemporary literature
emphasizes what organizations should do to ensure successful succession but pays
comparatively less attention to how succession planning builds organizational capabilities
that enable firms to withstand environmental disruptions, adapt to changing competitive
conditions, and sustain performance across successive generations. This limitation has
restricted the development of an integrated theoretical explanation capable of linking
succession planning with broader organizational outcomes such as resilience, strategic
adaptability, and sustainable enterprise development.

The persistence of this theoretical gap is particularly significant within contemporary
business environments characterized by increasing uncertainty, technological disruption,
institutional complexity, demographic change, and rapidly evolving stakeholder expectations.
Under such conditions, leadership succession cannot be viewed merely as the transfer of
managerial authority from one generation to another. Rather, it represents a critical strategic
process through which organizations preserve valuable knowledge assets, maintain
governance continuity, renew organizational capabilities, and reposition themselves to
respond effectively to emerging opportunities and environmental threats. Accordingly,
understanding succession planning from a capability perspective provides a more
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comprehensive explanation of why some family enterprises successfully achieve
intergenerational continuity while many others struggle to survive beyond the founding
generation.

Within this context, organizational resilience emerges as an important yet relatively
underexplored explanatory mechanism. Organizational resilience refers to an organization's
capacity to anticipate, absorb, adapt to, recover from, and strategically respond to internal and
external disruptions while maintaining core functions and pursuing long-term objectives.
Contemporary resilience scholarship increasingly conceptualizes resilience not simply as an
outcome achieved after crises but as a dynamic organizational capability developed through
continuous learning, adaptive leadership, resource reconfiguration, knowledge integration,
and strategic renewal. Consequently, resilience enables organizations not merely to survive
environmental disturbances but also to emerge stronger, more adaptive, and better positioned
for sustained competitiveness.

The strategic significance of resilience is particularly pronounced within family enterprises
because succession transitions often represent periods of heightened organizational
vulnerability. During these periods, organizations are required to simultaneously preserve
institutional memory, maintain stakeholder confidence, safeguard governance stability,
transfer tacit knowledge, and ensure strategic continuity while responding to rapidly
changing environmental conditions. Without effective succession planning, these transitions
frequently expose firms to leadership discontinuity, governance instability, strategic drift,
loss of organizational knowledge, and declining competitive performance. Conversely,
strategically planned succession processes strengthen organizational resilience by
institutionalizing leadership development, enhancing governance mechanisms, facilitating
systematic knowledge transfer, reducing uncertainty, and improving organizational
preparedness for future disruptions. From this perspective, resilience functions not merely as
an organizational outcome but as the critical capability through which succession planning
generates sustainable enterprise development.

This capability-based interpretation also provides stronger theoretical justification for
integrating the Resource-Based View (RBV) and Dynamic Capability Theory (DCT) within
family business succession research. The Resource-Based View explains that sustainable
competitive advantage arises from the possession and effective deployment of valuable, rare,
inimitable, and organizationally embedded resources. However, critics have argued that RBV
alone provides limited explanation of how organizations continuously renew these resources
under conditions of environmental turbulence. Dynamic Capability Theory complements this
limitation by emphasizing an organization's ability to sense opportunities, seize emerging
possibilities, and continuously reconfigure organizational resources to maintain strategic
competitiveness. Viewed through these complementary theoretical lenses, strategic
succession planning extends beyond leadership replacement to become a dynamic
organizational capability through which family enterprises identify, develop, transfer,
integrate, and renew critical leadership resources across generations. Organizational
resilience subsequently represents the adaptive capability that enables these strategically
developed resources to be effectively mobilized in sustaining organizational continuity,
competitiveness, and long-term enterprise development.

Accordingly, the study advances a capability-based perspective that reconceptualizes
strategic succession planning as a dynamic organizational capability underpinning resilience
and sustainable family enterprise development. Specifically, the study seeks to develop an
integrated conceptual framework explaining how formal succession planning and systematic
successor identification strengthen organizational resilience, thereby enhancing the long-term
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sustainability of family enterprises. By synthesizing insights from the Resource-Based View,
Dynamic Capability Theory, organizational resilience and contemporary family business
literature, this paper contributes to existing scholarship in three important ways. First, it
extends succession research beyond traditional governance and leadership replacement
perspectives by positioning succession planning as a strategic capability for organizational
renewal. Second, it provides stronger theoretical integration between succession planning,
organizational resilience, and sustainable enterprise development, thereby addressing an
important conceptual gap identified in recent literature. Third, it offers practical insights for
family business owners, boards of directors, executive managers, governance practitioners,
and policymakers by demonstrating how formal succession planning can strengthen
organizational resilience, governance effectiveness, strategic adaptability, accountability, and
long-term enterprise sustainability.

The remainder of this paper is organized as follows. The next section explains the conceptual
methodology adopted in developing the proposed framework. This is followed by a
comprehensive review of the literature on strategic succession planning, organizational
resilience and sustainable family enterprise development, alongside with the theoretical
foundations underpinning the study. Subsequently, the paper presents the proposed
capability-based conceptual framework and discusses its theoretical and practical
implications. Finally, this work concludes by highlighting its contributions to knowledge,
acknowledging its limitations and proposing directions for future empirical research.

2.0 Literature Review

2.1 Strategic Succession Planning

Strategic succession planning has increasingly emerged as a fundamental organizational
capability that extends beyond the conventional objective of replacing departing leaders to
encompass the systematic development of leadership continuity, organizational renewal,
governance stability, and long-term competitive advantage. Earlier conceptualizations largely
regarded succession planning as an administrative human resource function designed to
ensure the availability of qualified personnel for key managerial positions (Rothwell, 2021).
However, contemporary scholarship has substantially broadened this perspective by
recognizing succession planning as a continuous strategic process through which
organizations proactively identify, develop, and prepare future leaders while simultaneously
preserving institutional knowledge, organizational capabilities, and strategic direction. This
evolution reflects growing recognition that leadership continuity is central to organizational
adaptability and sustainable enterprise development rather than merely a mechanism for
filling executive vacancies.

Within family enterprises, succession planning assumes even greater strategic significance
because leadership succession frequently involves the simultaneous transfer of ownership,
governance authority, entrepreneurial vision, tacit knowledge, organizational culture, and
family values. Unlike non-family corporations, where leadership transitions are generally
institutionalized through formal governance mechanisms and professional managerial
structures, succession in family businesses is often influenced by founder dependence, socio-
emotional considerations, intergenerational relationships, family expectations, and ownership
dynamics. Consequently, succession planning represents both a governance challenge and a
strategic management process whose effectiveness significantly influences enterprise
continuity across generations (Cabrera-Suéarez et al., 2001).

Current scholarship demonstrates that successful succession is rarely the product of a single
leadership transition but rather the outcome of long-term strategic preparation involving
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governance institutionalization, leadership development, systematic knowledge transfer, and
capability building. A comprehensive systematic review by Baltazar, Ferreira and Hughes
(2025) concluded that contemporary family business research increasingly conceptualizes
succession as a strategic organizational process requiring the integration of governance
mechanisms, leadership development, innovation capability, and long-term sustainability
rather than simply identifying a family successor. Their review further highlights that
organizations adopting formal succession systems exhibit greater preparedness for
generational transitions, stronger governance continuity and enhanced strategic adaptability,
although important theoretical gaps remain regarding the organizational mechanisms through
which these outcomes are achieved.

Similarly, recent empirical evidence suggests that formal succession planning contributes to
organizational effectiveness by strengthening leadership preparedness, improving decision-
making continuity, facilitating knowledge retention, reducing uncertainty during leadership
transitions, and reinforcing stakeholder confidence. Family enterprises that institutionalize
succession planning through structured governance processes, leadership mentoring,
successor development programmes, and formal succession policies are generally more
capable of preserving organizational stability while simultaneously responding to
environmental changes. Conversely, organizations that postpone succession planning until
leadership crises emerge frequently experience governance instability, strategic discontinuity,
leadership vacuums, diminished organizational learning, and weakened long-term
competitiveness.

Despite these advances, existing literature remains conceptually fragmented. Most studies
continue to examine succession planning from governance, ownership transition, successor
selection, or family relationship perspectives without adequately explaining the
organizational capabilities that enable succession planning to generate sustainable
competitive advantage. Furthermore, empirical findings remain dispersed across strategic
management, entrepreneurship, corporate governance, family business, and organizational
behaviour literature, limiting the development of an integrated theoretical explanation. As a
result, succession planning is frequently evaluated in terms of succession outcomes rather
than the organizational processes through which leadership continuity enhances adaptability,
resilience, and enterprise sustainability.

Another important limitation concerns the dominant assumption that succession planning
directly improves organizational performance. While numerous empirical studies report
positive associations between succession planning and business continuity, relatively few
explain the intermediate organizational capabilities through which these relationships
operate. This limitation is particularly important because organizational sustainability rarely
results from leadership continuity alone. Instead, sustainable performance depends on the
organization's capacity to preserve critical knowledge, continuously renew strategic
resources, strengthen governance systems, and adapt effectively to changing competitive
environments. Consequently, succession planning should be understood not simply as a
governance mechanism but as an organizational capability whose value is realized through
the development of adaptive organizational capacities.

These observations are increasingly relevant within contemporary business environments
characterized by rapid technological transformation, digital disruption, geopolitical
uncertainty, changing stakeholder expectations, demographic transitions, and increasing
sustainability pressures. Under such conditions, family enterprises require leadership systems
capable not only of ensuring continuity but also of facilitating strategic renewal and
organizational learning. Recent reviews on family business sustainability similarly emphasize
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that long-term competitiveness increasingly depends upon dynamic governance structures
capable of balancing continuity with innovation, preserving organizational identity while
encouraging strategic adaptation, and integrating sustainability objectives into long-term
organizational decision-making (Hayoz et al., 2025).

From a capability-based perspective, strategic succession planning therefore comprises two
complementary organizational processes: formal succession planning and systematic
successor identification. Formal succession planning involves the establishment of structured
governance policies, leadership development systems, succession protocols, mentoring
arrangements, and knowledge transfer mechanisms designed to ensure leadership continuity.
Systematic successor identification complements these processes through the continuous
assessment, development, and preparation of potential leaders based on competence, strategic
alignment, leadership potential, and organizational requirements rather than solely familial
affiliation. Together, these interrelated processes enable organizations to preserve valuable
strategic resources, strengthen governance continuity, reduce succession-related uncertainty,
and improve organizational adaptability during periods of transition.

Viewed through the combined lenses of the Resource-Based View and Dynamic Capability
Theory, strategic succession planning represents a dynamic organizational capability that
enables family enterprises to develop, integrate, preserve, and renew valuable organizational
resources across generations. Rather than functioning merely as a leadership replacement
mechanism, succession planning facilitates the continuous reconfiguration of organizational
capabilities required for long-term competitiveness. Accordingly, the present study departs
from traditional succession literature by positioning strategic succession planning as the
foundational organizational capability through which family enterprises develop resilience
and ultimately achieve sustainable enterprise development. This capability-based
interpretation provides the conceptual basis for examining organizational resilience as the
explanatory mechanism linking succession planning with long-term organizational
sustainability.

2.2 Organizational Resilience

Organizational resilience has become one of the most influential concepts in contemporary
strategic management, organizational theory, and business sustainability research because of
its ability to explain how organizations survive, adapt, and thrive amid increasingly volatile
and uncertain environments. Initially associated with disaster recovery and crisis
management, resilience has evolved into a multidimensional organizational capability that
enables firms to anticipate disruptions, absorb shocks, adapt to changing conditions, recover
from adversity, and emerge stronger through continuous learning and strategic renewal
(Duchek, 2020). Consequently, resilience is no longer viewed merely as an outcome of
effective crisis response but as an organizational capability that supports sustained
competitiveness in dynamic business environments.

The growing prominence of organizational resilience reflects the increasing complexity of
contemporary business environments characterized by technological disruption,
globalization, climate-related uncertainties, geopolitical instability, changing consumer
expectations, regulatory reforms, and recurring economic crises. These conditions have
fundamentally altered traditional assumptions regarding organizational stability by
demonstrating that long-term organizational success depends not only on resource possession
but also on an organization's ability to continuously renew, reconfigure, and deploy those
resources in response to environmental change. Accordingly, resilience has become a central
construct within strategic management because it captures the adaptive processes through
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which organizations maintain functionality while simultaneously pursuing innovation and
long-term development.

Recent theoretical developments increasingly conceptualize organizational resilience as a
dynamic capability rather than simply an organizational attribute. Duchek (2020) argues that
resilience consists of three interrelated capability dimensions: anticipation, coping, and
adaptation. Anticipation enables organizations to identify emerging risks and opportunities
before they materialize; coping reflects the capacity to maintain essential organizational
functions during periods of disruption; while adaptation involves organizational learning,
capability renewal, and strategic transformation following environmental change. Together,
these dimensions illustrate that resilience is a continuous organizational process requiring
proactive leadership, organizational learning, knowledge integration, strategic flexibility, and
resource reconfiguration.

Within family enterprises, organizational resilience assumes even greater strategic
importance because these firms experience unique vulnerabilities arising from the interaction
between family systems and business systems. Leadership succession, ownership transfer,
intergenerational conflict, socio-emotional wealth preservation, governance complexity, and
dependence on founder-specific knowledge frequently expose family firms to heightened
organizational uncertainty. Consequently, resilience within family enterprises extends beyond
operational recovery to include the preservation of family values, organizational identity,
governance continuity, stakeholder trust, entrepreneurial orientation, and long-term strategic
competitiveness.

Contemporary empirical evidence consistently demonstrates that resilient family enterprises
exhibit stronger adaptive capacity, governance effectiveness, knowledge retention, innovation
capability, and long-term sustainability than organizations lacking resilience-oriented
governance structures.

Similarly, recent studies examining sustainability within family enterprises suggest that
resilient organizations are more capable of balancing continuity with strategic renewal
because they possess governance systems that facilitate knowledge preservation, innovation,
stakeholder engagement, and adaptive decision-making (Hayoz et al., 2025). These findings
reinforce the growing consensus that resilience should be understood as a strategic capability
supporting sustainable enterprise development rather than merely an organizational response
to external shocks.

Despite increasing scholarly attention, important conceptual gaps remain within the resilience
literature. First, resilience has frequently been examined as an organizational outcome
without sufficient attention to the organizational capabilities responsible for its development.
Second, existing research has predominantly focused on external disruptions such as financial
crises, pandemics, and environmental disasters while devoting comparatively limited
attention to internal organizational transitions such as leadership succession. Third, although
resilience is increasingly recognized as essential for family business continuity, relatively few
studies explicitly explain how succession planning contributes to the development of
organizational resilience. Consequently, the capability-building processes linking succession
planning with resilience remain insufficiently theorized within existing family business
scholarship.

From a capability-based perspective, these limitations suggest that organizational resilience
should be conceptualized as the mediating organizational capability through which strategic
succession planning generates sustainable enterprise development. Formal succession
planning institutionalizes governance structures, leadership development systems, mentoring
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programmes, and knowledge transfer mechanisms that preserve organizational memory and
reduce uncertainty during leadership transitions. Likewise, systematic successor
identification strengthens leadership preparedness by ensuring that future organizational
leaders possess the competencies, strategic understanding, and adaptive capabilities necessary
to navigate increasingly complex business environments. Collectively, these succession
practices strengthen organizational resilience by enhancing adaptive capacity, governance
continuity, strategic flexibility, institutional learning, and knowledge integration.

This interpretation aligns closely with the Resource-Based View and Dynamic Capability
Theory. While the Resource-Based View explains resilience through the effective
preservation and utilization of valuable organizational resources, Dynamic Capability Theory
provides a complementary explanation by demonstrating how organizations continuously
integrate, reconfigure, and renew these resources in response to environmental change
(Teece, 2018). Organizational resilience therefore represents the organizational capability
through which strategically developed leadership resources are transformed into sustainable
competitive advantage and long-term organizational continuity.

Accordingly, the present study conceptualizes organizational resilience as the central
explanatory mechanism linking strategic succession planning with sustainable family
enterprise development. Rather than functioning as an independent organizational outcome,
resilience is viewed as the adaptive capability through which succession planning enhances
governance effectiveness, preserves institutional knowledge, strengthens strategic flexibility,
and enables family enterprises to maintain long-term competitiveness across successive
generations. This capability-based conceptualization provides the theoretical foundation for
the proposed framework developed in this study and addresses an important gap within the
existing family business literature.

2.3 Sustainable Family Enterprise Development

Sustainable family enterprise development has become a central concern within
contemporary management, governance, and entrepreneurship research as family-owned
businesses continue to dominate global economic activity while simultaneously experiencing
relatively low rates of intergenerational survival. Although family enterprises contribute
significantly to employment generation, wealth creation, innovation, and national economic
development, evidence consistently indicates that only a limited proportion successfully
transition beyond the founding generation. Consequently, sustainability within family
enterprises extends beyond financial performance to encompass the organization's capacity to
preserve strategic capabilities, maintain governance continuity, adapt to changing
environments, and create long-term value across successive generations (Chrisman et al.,
2012; Hayoz et al., 2025).

Contemporary scholarship increasingly conceptualizes sustainable enterprise development as
a multidimensional construct integrating economic viability, organizational resilience,
responsible governance, stakeholder value creation, environmental stewardship, and long-
term strategic adaptability. This perspective reflects a departure from traditional performance
measures centred primarily on profitability toward a broader understanding that sustainable
organizations continuously balance economic objectives with social responsibility,
governance effectiveness, innovation, and organizational renewal. For family enterprises,
sustainability additionally involves preserving entrepreneurial legacy, maintaining socio-
emotional wealth, ensuring family cohesion, safeguarding organizational identity, and
strengthening institutional legitimacy while remaining competitive within dynamic business
environments.
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The sustainability of family enterprises is inherently linked to governance quality. Effective
governance structures establish accountability, transparency, strategic oversight, and
decision-making mechanisms that facilitate continuity during leadership transitions and
reduce organizational vulnerability. Recent studies emphasize that governance mechanisms
including clearly defined succession policies, active boards, formalized decision-making
processes and leadership development systems enhance organizational stability and improve
long-term enterprise performance by reducing succession-related uncertainty and
strengthening stakeholder confidence (Hayoz et al., 2025). Consequently, governance should
not be viewed merely as a regulatory requirement but as a strategic capability supporting
sustainable organizational development.

Another defining characteristic of sustainable family enterprises is their ability to
continuously develop and renew organizational capabilities. Dynamic business environments
characterized by technological disruption, digital transformation, demographic change,
climate-related challenges, institutional uncertainty, and increasing stakeholder expectations
require organizations to remain strategically flexible while preserving core organizational
values. Family enterprises that successfully achieve this balance are generally characterized
by effective knowledge management, innovation capability, adaptive leadership, strategic
learning, and resilience-oriented governance structures. Such organizations demonstrate
greater capacity to anticipate environmental change, respond proactively to emerging
opportunities, and maintain long-term competitiveness despite periods of uncertainty.

Recent systematic reviews reinforce this capability-based perspective. Hayoz et al. (2025)
argue that sustainability within family firms increasingly depends upon the interaction
between governance quality, innovation capability, strategic adaptability, and organizational
resilience rather than on economic performance alone. These findings suggest that
sustainable enterprise development should be understood as a continuous process of
organizational renewal rather than the preservation of existing organizational structures.

Despite these advances, significant conceptual limitations remain within the existing
literature. Much of the research continues to evaluate sustainability primarily through
financial indicators or business longevity while giving comparatively limited attention to the
organizational capabilities responsible for sustaining enterprise development over successive
generations. Likewise, although governance, succession planning, resilience, and innovation
have individually received considerable scholarly attention, relatively few studies have
integrated these constructs into a unified theoretical explanation of sustainable family
enterprise development. Consequently, important questions remain concerning the
organizational mechanisms through which leadership continuity contributes to sustained
competitiveness and long-term organizational resilience.

Furthermore, empirical findings remain fragmented regarding the specific pathways through
which succession planning enhances enterprise sustainability. Some studies attribute
sustainable performance primarily to governance effectiveness, whereas others emphasize
knowledge transfer, innovation capability, entrepreneurial orientation, or family cohesion.
Although each perspective provides valuable insights, none independently offers a
sufficiently comprehensive explanation of how these organizational processes interact to
produce long-term sustainability. This fragmentation reinforces the need for an integrated
capability-based framework capable of explaining the dynamic relationships among strategic
succession planning, organizational resilience, and sustainable enterprise development.

Drawing upon the Resource-Based View and Dynamic Capability Theory, the present study

argues that sustainable family enterprise development is achieved through the continuous

development, preservation, integration, and renewal of valuable organizational resources and
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strategic capabilities.  Strategic succession planning facilitates this process by
institutionalizing  leadership  development, preserving organizational knowledge,
strengthening governance continuity, and reducing uncertainty during leadership transitions.
These capability-building processes subsequently enhance organizational resilience, which
enables family enterprises to absorb disruptions, adapt strategically to changing
environmental conditions, and maintain long-term competitiveness across successive
generations.

Accordingly, sustainable family enterprise development is conceptualized in this study not
merely as the survival of family businesses but as their sustained ability to create economic,
strategic, organizational, and governance value over time through continuous capability
development and adaptive renewal. This capability-based interpretation provides the
theoretical foundation for understanding why organizational resilience serves as the critical
mechanism through which strategic succession planning contributes to long-term enterprise
sustainability.

2.4 Theoretical Foundations

2.4.1 Resource-Based View (RBV)

The Resource-Based View (RBV) remains one of the most influential theoretical perspectives
for explaining how organizations achieve sustained competitive advantage. Originally
developed by Barney (1991), the theory argues that superior organizational performance is
derived from the possession, development, and effective deployment of resources that are
valuable, rare, inimitable, and non-substitutable (VRIN). These resources include tangible
assets, intangible organizational capabilities, managerial competencies, institutional
knowledge, governance structures, organizational culture, and human capital, which
collectively determine an organization's long-term strategic position.

Within family enterprises, the Resource-Based View provides an important explanation for
why some organizations achieve successful intergenerational continuity while others
experience decline following leadership transitions. Family firms possess unique strategic
resources that extend beyond financial capital to include entrepreneurial experience, tacit
organizational knowledge, relational networks, family reputation, trust, governance
traditions, and long-standing stakeholder relationships. These resources are accumulated over
time and are often deeply embedded within organizational routines and family relationships,
making them difficult for competitors to imitate (Habbershon & Williams, 1999).

However, these valuable resources remain vulnerable during periods of leadership
succession. The retirement, incapacity, or departure of founders frequently threatens the
continuity of organizational knowledge, strategic vision, governance effectiveness, and
stakeholder confidence. Consequently, the mere possession of valuable resources does not
guarantee sustained competitive advantage. Rather, organizations must develop mechanisms
capable of preserving, transferring, and renewing these resources across successive
generations.

Strategic succession planning constitutes one such mechanism. Through formal succession
planning, leadership development, mentoring, knowledge transfer, and systematic successor
preparation, organizations institutionalize processes that preserve critical organizational
resources while ensuring their effective transfer to future leadership. From the perspective of
the Resource-Based View, succession planning therefore functions as a strategic resource
preservation mechanism that safeguards organizational capabilities essential for long-term
competitiveness.
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Nevertheless, although the Resource-Based View effectively explains the strategic
importance of organizational resources, it has been criticized for its relatively static
orientation. The theory provides limited explanation regarding how organizations
continuously renew, adapt, and reconfigure strategic resources in response to rapidly
changing business environments. This limitation is particularly important within family
enterprises, where environmental uncertainty, technological disruption, changing governance
expectations, and generational transitions require organizations to continuously transform
existing capabilities rather than merely preserve them (Barney, 1991; Barney et al., 2021).

Accordingly, while the Resource-Based View establishes the strategic importance of
succession planning in preserving valuable organizational resources, it requires
complementary theoretical perspectives capable of explaining how these resources are
continuously renewed and strategically deployed. Dynamic Capability Theory provides this
complementary explanation.

2.4.2 Dynamic Capability Theory (DCT)

Dynamic Capability Theory emerged largely in response to the limitations of the Resource-
Based View by emphasizing that sustainable competitive advantage depends not only upon
possessing valuable resources but also upon the organizational capacity to continuously
integrate, build, and reconfigure those resources in response to environmental change (Teece,
Pisano, & Shuen, 1997; Teece, 2018).

According to the theory, dynamic capabilities enable organizations to sense emerging
opportunities and threats, seize strategic opportunities through effective decision-making, and
transform organizational resources to maintain competitiveness under conditions of
uncertainty. Consequently, competitive advantage becomes a function of organizational
adaptability rather than simply resource ownership.

This perspective is particularly relevant to family enterprises because succession transitions
represent periods requiring significant organizational adaptation. Leadership succession
demands the transfer of knowledge, restructuring of governance systems, renewal of strategic
vision, capability development, and organizational learning. These activities extend beyond
resource preservation and require continuous organizational reconfiguration.

Within this study, formal succession planning and systematic successor identification are
conceptualized as dynamic capabilities.

Formal succession planning enables organizations to establish governance structures,
leadership development systems, mentoring programmes, competency frameworks, and
knowledge transfer mechanisms that facilitate continuous organizational renewal.

Similarly, systematic successor identification enables organizations to anticipate future
leadership requirements, evaluate leadership competencies, develop managerial talent, and
ensure leadership preparedness before succession events occur.

Rather than functioning as isolated administrative activities, these processes collectively
strengthen organizational learning, adaptive capacity, governance continuity, strategic
flexibility, and leadership renewal.

Dynamic Capability Theory therefore provides the theoretical explanation for how succession
planning contributes to organizational resilience by enabling organizations to continuously
develop, integrate, preserve, and reconfigure valuable leadership resources in response to
changing environmental conditions.

2.4.3 Integrating the Resource-Based View and Dynamic Capability Theory
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Although both theories have independently contributed significantly to strategic management
research, neither provides a complete explanation of sustainable family enterprise
development when applied in isolation.

The Resource-Based View explains what organizational resources create competitive
advantage but provides relatively limited explanation regarding how organizations
continuously renew these resources during periods of environmental uncertainty and
leadership transition.

Conversely, Dynamic Capability Theory explains how organizations develop, integrate,
transform, and deploy strategic resources but pays comparatively less attention to the
strategic characteristics that make those resources valuable in the first place. This present
study therefore integrates both theories to provide a more comprehensive explanation of
strategic succession planning within family enterprises. Specifically, the Resource-Based
View explains why leadership expertise, governance systems, organizational knowledge,
family reputation, relational capital, and managerial competencies constitute valuable
strategic resources requiring preservation across generations.

Dynamic Capability Theory subsequently explains how formal succession planning and
systematic successor identification enable organizations to continuously renew, transfer,
integrate, and strategically deploy these resources to strengthen organizational adaptability
and long-term competitiveness.

The integration of both theories further clarifies the position of organizational resilience
within the proposed conceptual framework. Rather than treating resilience as an independent
organizational outcome, this study conceptualizes resilience as a dynamic organizational
capability emerging from effective succession planning and functioning as the principal
mediating mechanism through which strategic succession planning contributes to sustainable
family enterprise development.

Accordingly, strategic succession planning represents the capability-building process,
organizational resilience represents the adaptive organizational capability generated through
that process, while sustainable family enterprise development represents the long-term
strategic outcome.

This integrated theoretical perspective extends previous family business research by
demonstrating that successful succession depends not merely upon replacing organizational
leaders but upon developing organizational capabilities capable of preserving valuable
strategic resources while simultaneously facilitating continuous renewal, adaptation,
governance continuity, and sustainable competitive advantage across successive generations.
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Figure 1. Integrated Theoretical Foundation of the Study
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5.0 Proposed Conceptual Framework and Proposition Development

2.5 Conceptual Framework Development

Building upon the integrated insights of the Resource-Based View (RBV), Dynamic
Capability Theory (DCT), and the contemporary literature on family business succession and
organizational resilience, this study proposes a capability-based conceptual framework
explaining how strategic succession planning contributes to sustainable family enterprise
development. The framework addresses an important gap in existing scholarship by moving
beyond the traditional view of succession planning as a leadership replacement activity and
instead conceptualizing it as a dynamic organizational capability that strengthens resilience
and facilitates long-term enterprise sustainability.

The proposed framework is founded on the premise that family enterprises achieve
sustainable development not merely through the possession of valuable resources but through
their ability to continuously preserve, renew, integrate, and deploy those resources during
periods of organizational transition. Within this perspective, strategic succession planning
constitutes the primary capability-building process through which organizations
institutionalize leadership continuity, governance effectiveness, knowledge preservation, and
organizational learning. These capability-building activities subsequently strengthen
organizational resilience, which functions as the adaptive mechanism enabling organizations
to respond effectively to environmental uncertainty while maintaining long-term
competitiveness.

Conversely, the framework identifies formal succession planning and systematic successor
identification as the principal dimensions of strategic succession planning. These dimensions
enhance governance continuity, facilitate leadership preparedness, preserve institutional
knowledge, strengthen organizational learning, and improve adaptive decision-making.

Unlike previous studies that primarily assume a direct relationship between succession
planning and organizational performance, the present framework argues that this relationship
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is largely indirect. Specifically, succession planning strengthens sustainable enterprise
development through the intervening capability of organizational resilience. This capability-
based interpretation provides a more comprehensive explanation of how succession planning
generates long-term organizational value and addresses an important conceptual limitation
within existing family business literature.

Figure 2. Proposed Capability-Based Conceptual Framework

Strategic Succession Planning

| |

Formal Succession Planning | Systematic Successor Identification

L |
|

Organizational Resilience
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|

Sustainable Family Enterprise Development

2.6 Explanation of the Proposed Relationships

a. Strategic Succession Planning and Organizational Resilience

Strategic succession planning enables organizations to develop leadership continuity
through structured succession systems, governance mechanisms, leadership
development, mentoring, and knowledge transfer. These activities preserve
institutional memory, reduce uncertainty associated with leadership transitions,
strengthen organizational learning, and enhance adaptive capacity. Consequently,
organizations implementing strategic succession planning are better positioned to
anticipate, absorb, and respond to internal and external disruptions. Organizational
resilience therefore emerges as a capability generated through continuous succession
planning rather than as an isolated organizational outcome.

b. Formal Succession Planning and Organizational Resilience

Formal succession planning institutionalizes leadership continuity through clearly
defined succession policies, competency frameworks, governance procedures,
mentoring systems, and structured leadership development programmes. Such
institutionalization minimizes succession-related uncertainty while preserving
organizational knowledge and governance stability. Consequently, formal succession
planning strengthens resilience by enhancing organizational preparedness and
strategic flexibility during periods of leadership transition.

C. Systematic Successor Identification and Organizational Resilience

Systematic successor identification complements formal succession planning by
ensuring that future organizational leaders are selected and developed based on
competence, leadership potential, strategic alignment, and organizational needs.
Early identification and continuous development of successors facilitate knowledge
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acquisition, leadership readiness, organizational learning, and governance continuity.
These processes enhance the organization's adaptive capability and improve
resilience during generational transitions.

d. Organizational Resilience and Sustainable Family Enterprise Development

Organizational resilience enables family enterprises to preserve operational continuity

while simultaneously adapting to changing competitive conditions. Resilient
organizations effectively integrate organizational learning, strategic flexibility,
governance stability, innovation, and resource renewal into their long-term
development strategies. Consequently, resilience enhances enterprise sustainability
by strengthening organizational competitiveness, preserving stakeholder confidence,
facilitating continuous innovation, and supporting long-term value creation across
generations.

e. The Mediating Role of Organizational Resilience

The present study proposes that organizational resilience mediates the relationship
between strategic succession planning and sustainable family enterprise development.
Effective succession planning contributes to sustainable enterprise outcomes only
when it successfully develops adaptive organizational capabilities capable of
preserving knowledge, strengthening governance, facilitating learning, and enhancing
strategic flexibility.

2.6 Conceptual Propositions

Drawing upon the proposed framework, the following propositions are advanced for future
empirical investigation:

Proposition 1: Strategic succession planning positively influences organizational resilience in
family enterprises.

Proposition 2: Formal succession planning positively influences organizational resilience.

Proposition 3: Systematic successor identification positively influences organizational
resilience.

Proposition 4: Organizational resilience positively influences sustainable family enterprise
development.

Proposition 5: Organizational resilience mediates the relationship between strategic
succession planning and sustainable family enterprise development.

2.7 Contribution of the Proposed Framework

The proposed framework makes several important contributions to family business and
strategic management literature. First, it reconceptualizes succession planning as a dynamic
organizational capability rather than a periodic leadership replacement activity. Second, it
explicitly identifies organizational resilience as the mediating capability, thereby providing a
stronger theoretical explanation of how succession planning contributes to long-term
sustainability. Third, it integrates the Resource-Based View and Dynamic Capability Theory
into a unified explanatory model that links governance, leadership continuity, adaptive
capability, and sustainable enterprise development. Finally, the framework offers a practical
foundation for future empirical studies seeking to validate the proposed relationships across
different family business contexts.
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3.0 Methodology

This study adopts a conceptual research design, employing an integrative literature review
and theory synthesis approach to develop a capability-based framework explaining the
relationships among strategic succession planning, organizational resilience, and sustainable
family enterprise development. Unlike empirical studies that generate and analyze primary
data, conceptual research advances knowledge by critically examining, integrating, and
extending existing theories and evidence to provide new perspectives, identify conceptual
gaps, and develop propositions for future empirical investigation (Jaakkola, 2020; Snyder,
2019).

The choice of a conceptual approach is appropriate because the phenomenon under
investigation encompasses multiple yet interrelated domains, including family business
succession, organizational resilience, strategic management, corporate governance, dynamic
capabilities and sustainable enterprise development. EXxisting knowledge within these
domains remains fragmented, making conceptual integration necessary to develop a coherent
theoretical explanation of how strategic succession planning contributes to long-term
organizational sustainability. Accordingly, the study does not seek to test causal relationships
empirically but to advance theoretical understanding by synthesizing established and
contemporary scholarship into an integrated capability-based framework.

The study adopts an integrative literature review as the principal methodological approach.
Integrative reviews enable researchers to critically evaluate, compare, and synthesize findings
from diverse theoretical and empirical studies to generate broader conceptual understanding
and develop new theoretical perspectives (Snyder, 2019). Unlike traditional narrative
reviews, integrative reviews allow evidence derived from different research traditions to be
combined into a unified conceptual explanation while identifying inconsistencies, unresolved
debates and opportunities for theoretical advancement.

This approach is particularly suitable for conceptual studies because it facilitates theory
development rather than merely summarizing previous findings. In the present study, the
integrative review served as the foundation for identifying the relationships among strategic
succession planning, organizational resilience and sustainable family enterprise development,
while simultaneously revealing conceptual gaps that justified the proposed capability-based
framework.

The literature underpinning this study was identified through a structured search of
internationally recognized academic databases, including Scopus, Elsevier, Web of Science,
ScienceDirect, SpringerLink, Emerald Insight, Wiley Online Library, Taylor & Francis
Online, and Google Scholar. These databases were selected because they index high-quality
peer-reviewed publications across the fields of strategic management, family business,
organizational studies, corporate governance and sustainability.

The literature search employed combinations of keywords using Boolean operators,
including:

e dynamic capabilities

e resource-based view

o family enterprise sustainability

e corporate governance

e sustainable enterprise development

« family business succession
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« strategic succession planning
o leadership continuity

e successor identification

« organizational resilience

To ensure contemporary relevance while maintaining theoretical depth, priority was given to
peer-reviewed journal articles published between 2020 and 2025. Nevertheless, seminal
theoretical works were retained where necessary because they constitute the intellectual
foundations of the Resource-Based View, Dynamic Capability Theory, succession planning,
and organizational resilience.

Studies were included where they:

e provided significant theoretical or empirical contributions relevant to the study
objectives;

o directly examined succession planning, organizational resilience, strategic
capabilities, governance, or family enterprise sustainability;

« were published in peer-reviewed academic journals; and
o demonstrated methodological rigor and scholarly relevance.

Conversely, conference abstracts, editorials, opinion papers, unpublished manuscripts, non-
peer-reviewed publications, duplicate records and studies lacking direct relevance to the
study objectives were excluded from the review.

Following the literature selection process, the retrieved studies were subjected to thematic
content analysis to identify recurring concepts, theoretical patterns, areas of convergence,
contradictory findings and unresolved debates within the literature. Rather than merely
describing previous studies, the review critically synthesized existing evidence to establish
relationships among succession planning, organizational resilience and sustainable enterprise
development.

Subsequently, a theory synthesis approach was employed to integrate insights from the
Resource-Based View (RBV) and Dynamic Capability Theory (DCT) into a unified
explanatory framework. Theory synthesis involves combining complementary theoretical
perspectives to explain complex organizational phenomena more comprehensively than
individual theories can independently (Jaakkola, 2020).

Within this study, the Resource-Based View explains how valuable organizational resources
including leadership expertise, institutional knowledge, governance systems and human
capital constitute strategic assets capable of generating sustained competitive advantage.
Dynamic Capability Theory extends this explanation by demonstrating how organizations
continuously integrate, renew, and reconfigure these strategic resources in response to
changing environmental conditions. The integration of these theories therefore provides a
robust theoretical foundation for conceptualizing strategic succession planning as a dynamic
organizational capability that enhances organizational resilience and promotes sustainable
family enterprise development.

The proposed conceptual framework was developed through an iterative process of literature
integration and theoretical reasoning. The framework positions strategic succession planning
as the principal strategic capability composed of two interrelated dimensions: formal
succession planning and systematic successor identification. These capability-building
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mechanisms facilitate leadership preparedness, preserves institutional knowledge, strengthen
governance continuity and enhance organizational adaptability.

Drawing upon the integrated insights of the Resource-Based View and Dynamic Capability
Theory, the study further proposes that organizational resilience functions as the mediating
organizational capability through which strategic succession planning contributes to
sustainable enterprise development. Specifically, effective succession planning enhances
adaptive capacity, knowledge retention, strategic flexibility, and governance stability, which
collectively strengthen organizational resilience and ultimately improve the long-term
sustainability of family enterprises.

The resulting framework therefore extends existing succession literature by repositioning
succession planning from a periodic leadership replacement activity to a continuous strategic
capability that supports organizational renewal, resilience, and sustainable competitive
advantage across generations.

As a conceptual study, this research does not generate or analyse primary empirical data.
Consequently, the proposed framework should be interpreted as a theoretically derived model
intended to guide future empirical investigation rather than as an empirically validated causal
explanation. Future studies may test the proposed relationships using quantitative, qualitative,
or mixed-method research designs across different categories of family enterprises,
institutional settings, and national contexts. Nevertheless, the integrative literature review and
theory synthesis adopted in this study provide a rigorous methodological foundation for
advancing theoretical understanding and informing future research on strategic succession
planning, organizational resilience, and sustainable family enterprise development.

4.0 Discussion

The present study advances a capability-based perspective of strategic succession planning by
demonstrating that succession should no longer be viewed merely as a periodic leadership
replacement activity but rather as a dynamic organizational capability that enables family
enterprises to achieve resilience and sustainable development across generations. By
integrating the Resource-Based View (RBV) and Dynamic Capability Theory (DCT), the
study provides a more comprehensive theoretical explanation of how succession planning
contributes to long-term organizational continuity. This perspective extends previous family
business research, which has traditionally emphasized successor selection, governance
processes, and ownership transfer, by highlighting the organizational capabilities through
which succession planning creates enduring strategic value.

One of the principal arguments emerging from this study is that strategic succession planning
represents an organizational investment in capability development rather than simply a
governance obligation. Existing literature has consistently acknowledged the importance of
succession planning for family business continuity (Rothwell, 2021; Baltazar et al., 2025).
However, much of this scholarship has focused on the procedural aspects of leadership
transition, including successor identification, family dynamics, and ownership succession.
While these dimensions remain important, they provide only a partial explanation of why
some family enterprises successfully sustain competitive advantage across generations
whereas others experience strategic decline despite implementing succession plans.

The present study argues that the effectiveness of succession planning depends largely on its
ability to institutionalize organizational capabilities that remain valuable beyond individual
leaders. Formal succession planning contributes to this process by establishing structured
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governance mechanisms, leadership development systems, succession policies, mentoring
programmes, and knowledge transfer routines that reduce dependence on founder-specific
expertise. Similarly, systematic successor identification ensures that leadership continuity is
based on competence, organizational readiness, and strategic alignment rather than solely on
familial relationships or seniority. These capability-building processes preserve institutional
memory, strengthen governance continuity, and facilitate organizational learning, thereby
creating the conditions necessary for long-term organizational resilience.

A major theoretical contribution of this study lies in positioning organizational resilience as
the central explanatory mechanism linking strategic succession planning with sustainable
family enterprise development. Previous studies have frequently assumed a direct
relationship between succession planning and organizational performance, with relatively
limited attention devoted to understanding the intermediate organizational capabilities
responsible for transforming succession initiatives into sustainable outcomes. The proposed
framework addresses this limitation by conceptualizing resilience as the adaptive
organizational capability generated through effective succession planning. In this regard,
resilience is not viewed as a passive organizational characteristic or merely an outcome of
crisis management but as a continuously developed capability that enables organizations to
anticipate disruption, preserve core functions, adapt to environmental change, and pursue
strategic renewal.

The capability-based interpretation developed in this study also strengthens the theoretical
integration of the Resource-Based View and Dynamic Capability Theory. While the
Resource-Based View explains the strategic importance of preserving valuable organizational
resources including leadership expertise, institutional knowledge, governance systems, and
relational capital it offers limited insight into how these resources are continuously renewed
under conditions of uncertainty. Dynamic Capability Theory complements this limitation by
explaining the organizational processes through which valuable resources are sensed,
integrated, transformed, and reconfigured to maintain competitiveness. Consequently, the
integration of both theories provides a more robust explanation of succession planning than
either perspective independently. Strategic succession planning therefore emerges as a
dynamic capability that preserves valuable organizational resources while simultaneously
facilitating their continuous renewal through leadership development, governance
institutionalization, and organizational learning.

The study further demonstrates that sustainable family enterprise development should not be
interpreted solely in terms of organizational survival or financial performance. Instead,
sustainability reflects the organization's ability to preserve governance continuity, strengthen
adaptive capacity, maintain stakeholder confidence, foster innovation, and continuously
renew strategic capabilities across successive generations. This broader interpretation aligns
with contemporary sustainability scholarship, which emphasizes long-term value creation
through organizational resilience, responsible governance, strategic adaptability, and
continuous capability development. Accordingly, family enterprises capable of
institutionalizing succession planning as a strategic capability are better positioned to
withstand environmental uncertainty while simultaneously preserving their entrepreneurial
legacy and competitive advantage.

Importantly, the proposed framework also provides a possible explanation for the
inconsistent findings reported in previous empirical studies. While some researchers have
observed strong positive relationships between succession planning and organizational
performance, others have reported weaker or context-dependent effects. The present study
suggests that these inconsistencies may arise because many previous investigations have
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overlooked the mediating influence of organizational resilience. Where succession planning
successfully develops adaptive organizational capabilities, positive sustainability outcomes
are more likely to occur. Conversely, succession planning that focuses exclusively on
leadership replacement without strengthening organizational resilience may produce limited
long-term benefits. This interpretation offers a theoretically grounded explanation for
variations in succession outcomes across different family enterprises and institutional
environments.

From a practical perspective, the findings underscore the importance of institutionalizing
succession planning within organizational governance systems rather than treating succession
as an event triggered by retirement, illness, or unexpected leadership vacancies. Family
business owners should establish formal succession policies, invest in continuous leadership
development, implement structured mentoring programmes, and create systematic
mechanisms for knowledge transfer. Boards of directors should integrate succession planning
into strategic governance processes, regularly evaluate leadership readiness, and ensure that
governance structures remain effective during generational transitions. Likewise,
policymakers and business support institutions should encourage governance frameworks and
leadership development initiatives that strengthen organizational resilience among family
enterprises, thereby contributing to broader economic sustainability and national
development.

Overall, this study contributes to contemporary family business scholarship by advancing an
integrated capability-based framework that explains how and why strategic succession
planning contributes to sustainable family enterprise development. Rather than
conceptualizing succession planning as a discrete leadership event, the study demonstrates
that it represents a continuous organizational capability whose strategic value is realized
through the development of organizational resilience. This perspective not only addresses
important theoretical gaps identified within previous literature but also provides a stronger
foundation for future empirical research examining the dynamic relationships among
succession planning, resilience, governance, and sustainable enterprise development.

5.0 Theoretical Contributions and Practical Implications

5.1 Theoretical Contributions

This study makes several important contributions to the literature on family business,
strategic management, and organizational sustainability.

First, the study reconceptualizes strategic succession planning from a traditional leadership
replacement activity to a dynamic organizational capability. Existing family business
literature has predominantly examined succession planning from the perspectives of
leadership transition, ownership transfer, governance continuity, and family dynamics. While
these perspectives have generated valuable insights, they often portray succession as a
discrete organizational event. In contrast, this study demonstrates that succession planning is
a continuous strategic process through which organizations preserve institutional knowledge,
develop leadership competencies, strengthen governance systems, and renew strategic
capabilities across generations. This capability-based perspective broadens the theoretical
understanding of succession planning and positions it as a critical determinant of long-term
organizational competitiveness.

Second, the study advances organizational resilience as the missing explanatory mechanism

linking strategic succession planning and sustainable family enterprise development.

Although previous studies have reported positive associations between succession planning

and organizational performance, many have assumed a direct relationship without adequately
188



Issues in Contemporary Accounting and Business (ICAB)
Volume 2, Issue 1 - April 2026 | ISSN 3092-8710 (Print) - ISSN 3141-4168 (Online)
www.unicalaccjournals.org.ng

explaining the organizational processes through which succession planning produces
sustainable outcomes. By conceptualizing organizational resilience as the mediating
capability, this study offers a stronger theoretical explanation of how leadership continuity is
transformed into long-term organizational sustainability. This contribution responds directly
to recent calls for greater theoretical precision in family business succession research.

Third, this study contributes to theory by integrating the Resource-Based View (RBV) and
Dynamic Capability Theory (DCT) into a unified conceptual framework. Previous studies
have frequently relied on these theories independently to explain competitive advantage or
organizational adaptability. The present study demonstrates that the two theories are
complementary rather than competing perspectives. While RBV explains the strategic value
of organizational resources such as leadership expertise, governance structures, institutional
knowledge, and relational capital, DCT explains the organizational processes through which
these resources are continuously renewed, integrated, and reconfigured in response to
changing environmental conditions. Their integration provides a more comprehensive
theoretical foundation for explaining sustainable family enterprise development.

Fourth, the study extends contemporary family business literature by introducing a
capability-based framework that integrates governance, succession planning, organizational
resilience, and sustainability into a coherent theoretical model. Rather than treating these
constructs as independent phenomena, the proposed framework explains their
interdependence and demonstrates how they collectively contribute to organizational
continuity and long-term value creation. This integrated perspective enriches the theoretical
discourse on family enterprise sustainability and provides a foundation for future theory
development.

Finally, the conceptual propositions developed in this study establish a theoretical basis for
future empirical investigation. They provide researchers with a structured framework for
examining the relationships among strategic succession planning, organizational resilience,
and sustainable enterprise development across different institutional, cultural, and industrial
contexts. Consequently, the study contributes not only to conceptual development but also to
future empirical advancement within family business research.

5.2 Practical Implications

The findings of this study offer important practical implications for family business owners,
boards of directors, professional managers, policymakers, consultants, and leadership
development institutions.

For family business owners, the study emphasizes that succession planning should be
initiated long before leadership transition becomes necessary. Succession should be
institutionalized as an integral component of long-term strategic planning rather than
postponed until retirement, illness, or organizational crisis. Establishing structured succession
policies, leadership development programmes, mentoring systems, and knowledge transfer
mechanisms will reduce leadership uncertainty while enhancing organizational preparedness
for future transitions.

For boards of directors and corporate governance practitioners, the study highlights the
importance of embedding succession planning within governance frameworks. Boards should
regularly evaluate leadership readiness, oversee talent development, monitor succession
implementation, and ensure that governance structures facilitate continuity beyond individual
founders. Such governance practices strengthen accountability, improve stakeholder
confidence, and reduce strategic risks associated with leadership transitions.
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Professional managers and human resource practitioners should recognize succession
planning as a continuous talent management process. Organizations should implement
competency-based successor identification systems, structured executive coaching, leadership
assessment centres, and continuous professional development programmes that prepare future
leaders to manage increasingly complex organizational environments. These practices
strengthen organizational learning, preserve institutional memory, and enhance adaptive
capacity.

The study also has important implications for policymakers and business support agencies
responsible for promoting enterprise sustainability. Government institutions, chambers of
commerce, family business associations, and small and medium enterprise (SME)
development agencies should encourage governance reforms, leadership development
initiatives, and succession planning programmes that strengthen organizational resilience
among family-owned businesses. Such interventions will contribute to enterprise continuity,
employment preservation, innovation, and broader economic development.

Furthermore, consultants and advisors working with family enterprises should adopt a
capability-development approach to succession planning. Rather than concentrating
exclusively on legal ownership transfer or successor selection, advisory services should
incorporate governance strengthening, organizational learning, knowledge management,
resilience building, and leadership capability development. This broader approach increases
the likelihood of successful intergenerational transitions while supporting long-term
organizational sustainability.

Collectively, these practical implications reinforce the central argument of this study that
sustainable family enterprise development is achieved not through isolated succession events
but through the continuous development of organizational capabilities that strengthen
resilience, governance effectiveness, and strategic adaptability.

5.3 Contribution to Knowledge

The principal contribution of this study lies in the development of a Capability-Based
Succession Planning Framework that explains the organizational processes through which
strategic succession planning contributes to sustainable family enterprise development.
Specifically, the study:

e Reconceptualizes succession planning as a dynamic organizational capability rather
than a leadership replacement process.

o Establishes organizational resilience as the mediating capability linking succession
planning with sustainable enterprise development.

o Integrates the Resource-Based View and Dynamic Capability Theory into a unified
explanatory framework for family business sustainability.

o Provides a theoretically grounded conceptual model and propositions that can guide
future empirical research.

« Strengthens the integration of governance, leadership continuity, organizational
learning, and resilience within family business scholarship.

Accordingly, the study advances both theory and practice by offering a comprehensive
framework that explains how, why, and under what conditions strategic succession planning
contributes to the long-term sustainability of family enterprises.

6.0 Limitations and Directions for Future Research
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Like all conceptual studies, this article has certain limitations that should be acknowledged
when interpreting its theoretical contributions. First, the study is conceptual in nature and
does not empirically test the proposed relationships among strategic succession planning,
organizational resilience, and sustainable family enterprise development. Although the
proposed framework is grounded in established theories and contemporary literature, its
propositions remain theoretical and require empirical validation across different
organizational and institutional contexts. Consequently, the study should be regarded as a
theory-building contribution that provides a foundation for subsequent empirical
investigation rather than definitive evidence of causal relationships.

Second, the conceptual framework is developed primarily from the perspectives of the
Resource-Based View (RBV) and Dynamic Capability Theory (DCT). While these theories
provide a robust explanation of capability development, resource renewal, and organizational
adaptation, they do not encompass all dimensions of family business succession. Alternative
theoretical perspectives—such as Agency Theory, Stewardship Theory, Socioemotional
Wealth Theory, Institutional Theory, and Upper Echelons Theory—may offer
complementary insights into governance structures, family dynamics, ownership behaviour,
executive decision-making, and institutional influences during succession. Future studies
should integrate these theoretical perspectives to provide a more comprehensive
understanding of succession processes within family enterprises.

Third, although the proposed framework focuses on family-owned enterprises, family
businesses are highly heterogeneous in terms of ownership structures, governance systems,
cultural orientations, firm size, industry characteristics, and generational stages.
Consequently, the relationships proposed in this study may not operate uniformly across all
family enterprises. Future empirical research should therefore examine the moderating effects
of contextual factors such as firm age, organizational size, governance maturity, family
involvement, ownership concentration, national culture, institutional environments, and
industry dynamism.

Furthermore, this study conceptualizes organizational resilience as the principal mediating
mechanism linking strategic succession planning with sustainable family enterprise
development. However, other organizational capabilities may also influence this relationship.
Variables such as organizational learning capability, innovation capability, knowledge
management capability, strategic agility, digital transformation capability, governance
quality, and entrepreneurial orientation may function as complementary mediators or
moderators. Future research should investigate these relationships to develop a more
comprehensive understanding of the capability-building processes that underpin family
enterprise sustainability.

In addition, future empirical studies should adopt diverse methodological approaches to
validate and refine the proposed conceptual framework. Quantitative studies employing
structural equation modelling (SEM), partial least squares structural equation modelling
(PLS-SEM), or covariance-based SEM could examine the direct, indirect, and mediating
relationships proposed in this study. Longitudinal research designs would be particularly
valuable for capturing the dynamic nature of succession planning and organizational
resilience across successive generations. Likewise, qualitative case studies and mixed-
methods research could provide richer insights into the contextual, behavioural, and
governance processes through which succession planning contributes to organizational
resilience and sustainable enterprise development.

Cross-country comparative studies also represent an important avenue for future research.
Differences in legal systems, governance regulations, institutional quality, cultural values,
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economic development, and succession traditions may significantly influence the
implementation and effectiveness of strategic succession planning. Comparative studies
involving developed and emerging economies would therefore contribute to a deeper
understanding of the contextual factors shaping family enterprise sustainability.

Finally, future research should examine the growing influence of digital transformation,
artificial intelligence, environmental, social and governance (ESG) practices, sustainability
reporting, and stakeholder expectations on succession planning within family enterprises. As
organizations increasingly operate in technology-driven and sustainability-oriented
environments, understanding how these contemporary developments reshape leadership
continuity, organizational resilience, and long-term enterprise development will represent an
important direction for future family business scholarship.

Overall, these limitations do not diminish the contribution of the present study. Rather, they
highlight opportunities for further theoretical refinement and empirical investigation while
reinforcing the study's role as a foundation for advancing capability-based research on
strategic succession planning and sustainable family enterprise development.

7.0 Conclusion

The sustainability of family enterprises has become an increasingly important concern within
contemporary business, governance, and strategic management research because of the
persistent challenges associated with leadership succession, organizational continuity and
long-term competitiveness. Although succession planning has long been recognized as an
essential governance practice, existing scholarship has predominantly conceptualized it as a
leadership replacement or ownership transition process. This perspective, while valuable,
provides only a partial explanation of how succession planning contributes to sustained
organizational success across generations. The present study addressed this limitation by
advancing a capability-based perspective that positions strategic succession planning as a
dynamic organizational capability rather than a discrete managerial event.

Drawing upon the Resource-Based View and Dynamic Capability Theory, this study
developed an integrated conceptual framework explaining how strategic succession planning
contributes to sustainable family enterprise development through the mediating role of
organizational resilience. The framework demonstrates that formal succession planning and
systematic successor identification extend beyond ensuring leadership continuity to
strengthen governance structures, preserve institutional knowledge, facilitate organizational
learning and enhance adaptive capacity. These capability-building processes generate
organizational resilience, which enables family enterprises to anticipate disruption, respond
effectively to environmental uncertainty, renew strategic resources, and maintain long-term
competitiveness across successive generations.

A chief contribution of this study is the reconceptualization of organizational resilience as the
central explanatory mechanism linking succession planning with sustainable enterprise
development. Rather than assuming a direct relationship between succession planning and
organizational outcomes, the proposed framework explains the organizational processes
through which leadership continuity is transformed into sustainable competitive advantage.
By positioning resilience as an adaptive capability generated through strategic succession
planning, the study provides greater theoretical precision and addresses an important gap
within existing family business and strategic management literature.

This study further contributes by integrating the Resource-Based View and Dynamic
Capability Theory into a unified theoretical framework that explains both the strategic value
of organizational resources and the organizational processes through which those resources
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are renewed, preserved and reconfigured over time. This integrated perspective strengthens
the theoretical foundations of family business succession research while at the same time
offering a more comprehensive explanation of sustainable enterprise development than has
generally been provided in previous studies.

Beyond theoretical contributions, this study offers important practical insights for family
business owners, boards of directors, professional managers, policymakers, and business
advisors. It highlights the importance of institutionalizing succession planning through formal
governance structures, leadership development programmes, systematic successor
identification and knowledge transfer mechanisms that strengthen organizational resilience
and reduce the risks associated with leadership transitions. Family enterprises that adopt such
capability-based approaches are more likely to achieve governance continuity, strategic
adaptability, stakeholder confidence, and long-term sustainability.

In conclusion, this study argues that the long-term success of family enterprises depends not
simply on identifying the next generation of leaders but on developing organizational
capabilities that enable continuous renewal, adaptation, and resilience. Strategic succession
planning should hence be viewed as a strategic investment in organizational capability
development rather than as a periodic response to leadership vacancies. By introducing a
capability-based framework that integrates succession planning, organizational resilience,
and sustainable family enterprise development, this study provides a stronger theoretical
foundation for future research and hence offers practical guidance for strengthening the
continuity and sustainability of family enterprises in increasingly dynamic and uncertain
business environments.
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