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Abstract

As a result of shortage of female successor due in part to gender bias succession practices,
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this study was necessitated to look at encumbrances against women successors of Family
Owned Businesses (FOBs) in Anambra State. The broad objective of this study was to
examine female successors and sustainability of family owned businesses. The work adopted
a survey research design. The population of the study was 415 FOBs in Anambra State.
Complete enumeration method was adopted so as to get the full opinion of all firms on
gender issues and female succession. The data for the study was collected through structured
questionnaire. A combination of descriptive (mean) and inferential statistics (chi-square) were
deployed in the data analysis. The result showed that there are obstacles that have substantial
effect on women becoming successors of FOBs in Anambra State and that sexism play a
statistically significant role in determining successors in Anambra State. Sequel to this, it was
concluded that women and men in Anambra State do not have a level playing ground in
determining who becomes a successors of FOBs in Anambra state as there are hurdles women
face and these obstacles have significant effect on who becomes a successors. Hence, the
recommendation was that successors of FOBs should not be based on gender but on
capability and the provision of level playing ground for both the female and male genders in
the succession dynamics.

Keywords: Family Owned Business, Female Successor, Succession, Sexism and
Sustainability

1. Introduction

Family Owned Businesses (FOBs) are not new in the business lexicon and some people have
posited that it is the oldest and most popular form of business even as at today. It dominates
other forms of businesses in America, Europe and even in Nigeria and Anambra State which
is the focus of this study. Corroborating this position, Efferin and Hartono (2015) and Marti,
Menéndez-Requejo and Rottke (2013) opine that FOBs are the prevailing forms of
organisations worldwide, being the determinants of the social and economic development of
both developed and emerging economies. Most firms around the world are controlled by
families, founders or their heirs (Faccio & Lang, 2002). Approximately 64% of U.S. gross
domestic product is generated by family businesses (Astrachan & Shanker, 2003). Similarly,
Oyeyinka (2010) posits that approximately 96% of Nigerian businesses are private
indigenous enterprises which are mainly FOBs and this situation is not different in Anambra
State.

Just as there are many businesses that qualify as FOBs, so also are there studies on FOBs and
their succession. However, most of the studies appear to be gender blind, which skews the
studies towards father-son kind of transfer of mantle of leadership. Giving credence to this
assertion, Sonfield and Lussier (2009) state that there has been a growing concern about the
significant gender imbalances in entrepreneurial activity. They further opine that despite a
growing interest on gender in new venture activity, gender is largely unexplored in family
firms. Research about the role and involvement of women in family businesses is limited by
fragmentation and a lack of empirically based study (Martinez Jimenez, 2009). This research
gap is further evidenced in that much of the research on parent—child relationships in the
context of generational transfer of family business has focused on the father—son dyad, with
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little attention paid to gender differences in family business succession (Habberman & Danes,
2007). This could be attributed to a lot of things, culture being the main part of the reason as
male children are perceived to be more competent and destined to succeed in business than
female children.

Culture and background seem to have skewed the mind-set such that whenever a successor to
a business is thought about, a man or a male child always comes to mind. Fritsch (2017)
avers that why literature actually focuses specifically on the successor; daughters are usually
seen as less suitable successors than men. Indeed, strongly embedded societal stereotypes and
prejudices nowadays have resulted in a situation whereby; in general, male successors are
more often seen as capable of being the head of the family business (Fritsch, 2017). A
literature on parental gender preferences in the U.S. highlights that fathers, in particular, still
favour sons over daughters (Dahl & Moretti, 2008).

A host of reasons have been attributed to the limited number of women taking over FOBs
from their fathers, mothers or other family members as the case may be. Sexism and
stereotype are among the reasons. Also pinpointed are lack of trust on the business
competencies and capabilities of women and viewing women only on their traditional role of
housekeeping and child upbringing. Faraudello & Songini (2018) opine that gender
stereotypes and sexism are still quite strong when we look at the possibility of women
occupying top management positions. Nowadays, still many obstacles, stereotypes and
mistrust are preventing women from reaching important positions. Martin (2001) in a study
of UK family businesses found that daughters had less access to training, qualifications, and
networking opportunities than sons and that sons were viewed as the “designated heirs” to the
business. These issues appear to be hindering female succession in FOBs and it is at the
backdrop of these that this study was necessitated.

1.1 Statement of the Problem

Family Owned Businesses (FOBs) are no doubt part of the bedrock of many economies of the
world. They help in providing jobs, paying taxes and thereby contribute to the economic
growth of most nations. However, many of these businesses do not survive beyond the first
generation, a situation which has been attributed to succession issues in the businesses. Most
of the studies on succession and its planning and implementation over the years appear to be
gender blind, thereby making the studies to be skewed to male succession. The fathers view
their sons to be better positioned to take over the business; this is also given some cultural
backing especially in Africa where Nigeria and Anambra State are situated. Women appear to
be relegated to play only support roles if any as women are traditionally viewed as family
caretakers; they cook, wash and take care of the home while the men go out to hustle and
make money. They are therefore denied the opportunity to be groomed at an early stage so as
to prepare them for a business life. Thus, there are very few women successors in FOBs in
Anambra State. Therefore, this study is deemed necessary to examine the obstacles hindering
women or daughters from being able to take over from their fathers, mothers or other family
members as the case may be.

1.2 Objectives of the Study
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The objectives of this study are:

a) To identify the major obstacles to women succeeding their parents in FOB’s in Anambra
State.

b) To examine the role sexism play in determining a successor to FOBs in Anambra State
1.3 Hypotheses

a) There are no obstacles to women succeeding their parents in FOB’s in Anambra State.
b) Sexism does not play any role in determining a successor to FOBs in Anambra State
2. Review of Related Literature

2.1 Family Owned Business

Family Owned Businesses (FOBs) have garnered a lot of interest as a result of the leading
roles they play in many economies of the world. FOBs have their place in history as they
have existed for a very long time hence they are regarded as the oldest form of business
(Nnabuife & Okoli, 2017). Constantinidis & Nelson (2009) explicate that FOB is of
particular interest for research as it represents a dominant form of business structure and
contributes substantially to economic development worldwide. Statistics show that more than
95% of U.S. businesses are family controlled, contributing to 40%-45% of the Gross National
Product and in the EU, family businesses represent more than half of all registered firms
(Price Water House Coopers, Family Business Survey 2007-2008). A study by the Economic
Intelligence Unit (2013) in Nigeria suggests that 51.5% of the 200 largest listed companies
are family-controlled businesses.

Family Owned Business just like the name implies has to do with business ventures owned
by a family or combination of families. It could also be businesses where family members
own greater stake in form of management and control or shares as in corporations. Schramy
(2010) opine that FOB is seen as a group of people who are either connected due to their
family relationship or due to their marriages, enabling them to thus become a part of the
family. Thus, for a business to qualify as an FOB, family(s) must have significant influence in
it. It could be in form of management or shares. This was corroborated by Prym (2011) who
opines that “as it happens, scholars do agree on the fact that the term family business does
describe itself in the sense that the family plays a significant and leading role in the
business”.

Cullen (2007) defines FOB as one which has been started by an entrepreneur/founder and
eventually progresses to being owner managed and then results in more than one member
working in the business, which leads to a family partnership. It is a business that is owned
and directly influenced by members of the same family, who share the intention of creating
wealth for future generations (Maas & Diederichs, 2007). What is central in all the definitions
of FOB is that it requires one form of family participation or the other.
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2.3 Succession in FOBs and Female Successors

Many FOBs fail to sustain the business especially after the demise of the owner/founder, an
issue which has been attributed to lack of succession plan. Only one third of family
businesses worldwide successfully manage the transition from one generation to the next
(Constantinidis & Nelson, 2009). Majority of the businesses are either sold or dismantled
after the founder’s death, for different reasons including lack of business viability, failure to
engage succession planning, the founder’s resistance to “let go” and/or the offspring’s
reluctance to join the firm (Price Water House Coopers, Family Business Survey 2007-2008).

Succession planning has grown in importance and significance over the years as a result of
the great role it plays in ensuring that organizations transit seamlessly from one
leadership/management or ownership to another (Nnabuife & Okoli, 2017). Succession
literally means to come after something, to take over from something or somebody. Relating
to FOBs, it is the transition of ownership and control of business from one family member to
another. Succession according to the German Duden, is described as “the takeover of a
certain position, function, place or rank by a predecessor; successorship” (Bibliographisches
Institute, 2017). It is the simultaneously passing of the managerial baton, the torch of family
leadership and the ownership control to another member of the family (Poza, 2004).

Succession is not a one off event; it is systematic and procedural. It takes time and series of
steps. It is a series of actions, events and developments that affect the transferral of
managerial control from one family member to another (Sharma, Chrisman, Pablo & Chua,
2001). It is a process that takes place over a number of years (Henry, Erwee & Kong, 2013).
Researching the family firm from a resource and knowledge basis leads to viewing the
succession process as a longer-term process, not as one event, and as a series of stages or
phases (Fiegener, Brown, Prince & File 1994; Sharma, 2004).

The bulk of researches carried out on succession and the study of successors over the years
tends to favour male successors over female successors by parents. This is even given
credence to by extant culture especially in Africa where inheritance is patriarchal in nature.
Emphasizing this, Nnabuife, Okoli & Arachie (2018) avers that emphasis has always been
placed on the male child especially in the family system mainly because families in Nigeria
are patrilineal. Similarly, Nwadukwe (2012), states that whenever a man dies, his property
including his business ventures are divided among the deceased male children only. This has
limited the chances of female succeeding their parents in business. Furthermore, it is usually
the case that potential male successors are seen as preferable and more suited to the top
management positions within a family company in the future (Fritsch, 2017).

The culture that favours male children in the succession processes has succeeded in
relegating female children in line of succession to the background. Corroborating this, Fritsch
(2017) opines that indeed, daughters of family business owners are still in their brothers’
shadows when it comes to becoming successors. The culture of Anambra State makes it
explicit that it is the male child or children that inherit the properties of the deceased and this
appears to segregate against the female child (Nnabuife, Okoli & Arachie, 2018).
Traditionally, there are particular and extraordinary challenges for daughters aspiring to the
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top leadership position in their own family’s enterprise (Allen & Langowitz, 2003). This
challenges and obstacles have skewed succession towards male children and has limited the
potential of business minded female child to take up the mantle of leadership in their family
businesses.

2.4 Sexism and Succession in Family Owned Businesses

Sexism ordinarily means ascribing more quality and capacity to one sex or gender over the
other. There is this general belief that one sex is inherently more superior than the other. A
discriminatory or different treatment of people that is based entirely on their sex is known as
sexism. Within the context of this study, the gender being referred to as being discriminated
against is women or the female gender. It refers to discriminatory practices against women,
including overt and nuanced or subtle forms of sexism (Benokraitis & Feagin, 1986;
Benokraitis, 1997).

Sexism could be overt or covert. Overt sexism being very obvious and easily documented and
fought against while the covert type is difficult to detect and fight against. The overt form of
sexism is increasingly becoming radically unacceptable as against covert ones which are still
very much in practice today. Overbeke, Bilimoria & Somers (2015) opine that overt sexism,
or acts such as sexual harassment that can be documented or easily distinguished, have
become less socially acceptable. Covert sexism also known as subtle sexism could be
categorized into various forms. Benokraitis (1997) theorized that there are nine forms of
subtle sexism including condescending chivalry, supportive discouragement, friendly
harassment, subjective identification and radiant devaluation. Others are liberated sexism,
benevolent exploitation, considerate domination, and collegial exclusion. These subtle forms
of sexism are at paradoxical or oxymoron’s where contradictory words are used to conceal
the real meaning. The names of these categories are oxymoron’s meant to highlight the mixed
messages they send and to emphasize the seemingly supportive behaviour that has pernicious
consequences (Benokraitis, 1997).

Some of the meanings of subtle sexism are given thus: liberated sexism refers to a process
where equality is presumed, but in practice, men’s freedom increases while women’s
workload increases. Collegial exclusion refers to a form of subtle sexism where women are
made to feel invisible or unimportant through physical, social, or professional isolation
(Overbeke, Bilimoria & Somers, 2015). These acts of subtle sexism have some cultural and
traditional coloration. That is, it is supported by the culture of a people especially in Africa.
They are embedded in cultural and societal norms and permeate multiple levels of society,
including individual, organizational, institutional, and cultural (Overbeke, Bilimoria &
Somers, 2015). Constantinidis & Nelson (2009) posit that the role of daughters in family
enterprise is heavily influenced by the societal context that relates and distinguishes the role
and expectations of women in business, and in the family.

There is a sex-based preference that favours sons over daughters as managerial business heirs
(Allen & Langowitz, 2003; Miller, Steier & Breton-Miller, 2003), regardless of experience or
temperament to lead. Daughters usually do not expect to become successors (Jimenez, 2009)
and do not share in the grooming process. Collegial exclusion thus begins at an early age in

18



M ac rot h i n k Journal of Entrepreneurship and BlIl;ilSlIe\?s ;ggtz)\_/ggglll
= ™
A Institute 2019, Vol. 6, No. 1

family businesses (Overbeke, Bilimoria & Somers, 2015). Similarly, parents may use verbal
persuasion to instil a sense of competency in their daughters. Daughters may be told they may
aspire to anything, yet a structure of opportunities leading to succession typically excludes
them (Iannarelli, 1992; Curimbaba, 2002).

2.5 Obstacles to Women Succession in Family Owned Businesses

A lot of factors over the years have been ascribed as obstacles in the way of women
becoming successful successors especially in the family business context. These factors range
from cultural impediments to societal belief system and glass ceiling. Martinez-Jimenez
(2009) posits that the main factors in family business that prevent women’s involvement in
top leadership positions have been classified into three main categories: glass ceiling and
women’s invisibility, emotional leadership, succession and primogeniture.

Glass ceiling is an invisible barrier or obstacle; it is subtle and transparent but strong and it
prevents women from moving up in higher professional position (Morrison, White, & Van
Velsor, 1987 cited in Faraudello & Songini, 2018). It “is not simply a barrier for an individual,
based on the person’s inability to handle a higher-level job, rather, it applies to women as a
group who are kept from advancing higher because they are women” (Morrison et al., 1987).
Women’s invisibility is also another barrier to being successors in FOBs. Women’s
invisibility in FOB is related to relegating the role of women to that of family care giver. This
is their primary role while other roles they play in the business are relatively supportive in
nature. Rowe and Hong (2000) writes that commonly, women’s main tasks are related to
managing the house and the family, while the other responsibilities connected to the business
are considered secondary and these cultural traditions are the basis for the woman’s
invisibility in family firms. Corroborating this, Faraudello & Songini (2018) opine that
especially in the past, women’s professional capabilities and competencies were mostly
ignored, in both family and non-family businesses. Many wives and daughters and women in
general, play several roles in firms but generally they are felt like being invisible, with no
consideration and no monetary gain.

Also contributing as obstacles to women being successors in FOBs is “Same Gender
Succession”. Women rarely start oftft FOBs as majority of the business are founded by fathers
and they would love to hand over to their sons, thus dampening the chances of women or
female children succeeding them in the business. Martin (2001) posits that another factor
which causes tension and reduces the chances of women succeeding in FOBs is that, when
the owner of the family business is a father, which is often the case, he may want to protect
‘daddy’s little girl’ from a rough working environment and unpleasant experiences; in essence,
daughters can be kept in this diminished role by their fathers. Some authors affirm that
father-daughter succession is less competitive and conflicting than father-son succession
(Haberman & Danes, 2007).

There is also the issue of competence and capability of women to be good business managers
and these have over the years inhibited women from being successors in FOBs. Kiiste (2003)
states that the prejudices surrounding female successors and reservations about their potential
success come from the family and especially the father’s perspective include the following:
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untypical industry for women increased family predisposition, lower physical resilience, lack
of acceptance by the business partners, greater need for security, and less marked leadership
affinity.

Some of the inhibiting factors militating against women being successors to family business
are given below:

Cultural issues

Perceived lack of business competences

The traditional role of women

Same gender succession

Sexism

Patriarchal mentality

Lack of business interest from the female gender
3. Empirical Review

Nnabuife, Okoli and Arachie (2018) examined the relationship between Cultural Dynamics
and Performance of selected Family Owned Businesses in Anambra State. The study adopted
a survey research design with a population of 1500 FOB’s and a sample size of 316. Data
were collected through questionnaire and analysed with the aid of descriptive statistics and
hypothesis tested with the Ordinary least square Regression analysis at 5% level of
significance. The result indicated that there was a positive relationship existing between
inheritance culture and professionalism in the selected FOBs. It was therefore concluded that
the culture of an environment overlaps with the culture of FOBs situated in it. Among other
things, it was recommended that irrespective of the fact that the ownership of the business
stays within the family circle, efforts should be made by the families to employ capable hands
and experts to help in managing the business.

Utami and Sintha (2017) analysed whether the management succession patterns including a
personality system, a family system, an ownership right system and a management system
become the primary factors determining the success of the family business. The results of the
study, using Partial Least Square showed that Family System variable had significant
influence on Sustainability of Family Business. Meanwhile, Personality System, Ownership
System and Personality system variables had no significant effects on Sustainability of the
family business.

Sentuti (2017) did a study which focused on the intergenerational transfer from female
entrepreneurs to offspring, analysing two Italian cases of succession from mother to son or
daughter. The aim was to find out how succession unfolds when the incumbent is a woman,
and whether specific characteristics of women’s style of leadership and management may
facilitate the planning and management of the intergenerational transfer. Findings from the
study revealed that the female approach to the succession process is characterised by
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attention to relationships, cooperation, involvement, communication and sharing in the
decision-making process. Moreover, the female approach appears to be more orientated
towards a positive perspective of succession. Women entrepreneurs seem to live through the
intergenerational transfer much less traumatically, adopting an idea of the physiological
continuity of the business and natural turnover between the generations.

Mair and Bitsch (2017) assessed the perspectives of those involved in the succession process
through a qualitative research approach. Based on in-depth interviews, a comparative analysis
led to the development of a substantial grounded theory of succession in horticultural family
businesses. Results from the study showed a range of determining factors, including
socialization of the potential successor, affecting the generation spanning succession process.

Fritsch (2017) carried out a study to identify potential challenges a female successor faces
when taking over a family business and whether various strategic and/or structural
requirements need to be considered by the daughter within the succession process. Empirical
data for the study was gathered within the methodological framework of the grounded theory.
Semi-guided expert interviews were conducted to gain empirical insights. The results
indicated that the challenges each individual successor experienced as most crucial or
difficult will always depend on her personal character, on the senior family members’
behaviour during the succession process, and on the company’s hand-over capability at the
outset of the process. It was therefore concluded that succession process is very complex and
burdened with emotions from the family members. However, having a clear road map for
succession that leaves room for improvement in case of unpredictable factors in advance can
be essential for the success of the succession.

4. Methodology and Analysis

This work adopted a survey research design because data were collected from individuals
about variables of the study and this makes survey the best design. Anambra State Nigeria is
the area where the study was carried out. The population of the study was 415 FOBs in
Anambra State carefully selected to reflect the 21 Local Government Areas in the State. Out
of this number, 315 were unincorporated while 100 were incorporated and the source was
from Anambra State Ministry of Commerce (2018). Because of the sensitive nature of the
study, complete enumeration method is adopted so as to get the opinion of all the firms on
gender issues and female succession. The data for the study was gotten through structured
questionnaire and interview. The questionnaire was however validated using content validity
method while the reliability was derived using Cronbach Alpha method and the coefficient
obtained was .817. At the end, 368 copies of questionnaire were analysed because 47 copies
were either not returned or wrongly filled or incompletely checked. This shows that
questionnaire analysis proportion against the population of the study was 89%. A
combination of descriptive simple percentages, mean and standard deviations were deployed
in the data analysis while inferential statistics, Chi-square was used in testing the hypotheses.
The study made use of 5% (.05) significant level which helped in making decision after the
analysis.
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4.1 Data Analysis

4.1.1 Descriptive Statistics

Table 1. Questionnaire on obstacles facing women in being successors of FOBs

S/N  Questionnaire Items SA A UD D SD X Dec. Pos.
G @ 3 2 @

Obstacles Preventing Women
from being Successors in FOBs

1 Our culture favours male children 219 121 5 23 - 446 Accept 1%
from inheriting business over
female.

2 It is believed that male children 198 55 - 77 38 3.81 Accept 31

will do better at managing
business than female.

3 Female are seen to be better 225 102 12 29 - 4.42  Accept 2nd
managers at home than in
business.

4 The owners of family businesses 112 150 47 38 21 3.80 Accept 4"
prefer to hand over their
businesses to their male children.

5 Because of the closeness of male 171 90 11 46 50 3.78 Accept 5
children to their parent’s business
from early stage, they tend to be
preferred to women in business.

6 Females are perceived to have 102 129 21 80 36 3.49 Accept 6
better business knowledge than
males.

7 The emotions of women make 98 138 17 45 70 3.40 Accept 7"
them appear weak in management
of business.

8 The business society is dominated 40 198 8 90 32 3.34 Accept 8"
by men and therefore women are
seen as not being able to compete
favourably with men.

Source: Field Survey, 2019.

Table 1 show the questionnaire used in measuring the obstacles militating against women
from being successors. From the table judging from the mean which benchmark of
acceptance is 3; it is revealed that all the questionnaire items were accepted as being
challenges facing women from being successors. But judging by degree using the mean value,
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it shows that culture is the greatest challenge (questionnaire item 1) followed by perception of
women being better home managers than business managers (questionnaire item 3). The
lowest factor judging from the least mean value was women being able to compete as a result
of men dominated business world (questionnaire item 8). This is followed by the emotions of
women making them weak in managing business (questionnaire item 7).

Table 2. Questionnaire on Sexism

S/N  Questionnaire Items SA A UD D SD X Dec. Pos.
G @ 3 @ @

Sexism

1 I do not care whether it is my 45 99 18 108 98 2.69 Reject gt
male or a female child that will
inherit my business.

2 I will prefer to have my son to be 121 70 - 82 95 3.1 Accept 6"
in charge of my business when |
am gone.

3 I see female children as weak 79 150 6 82 51 3.34 Accept 5"
when it comes to handling
business.

4 I prefer to have my female 158 121 - 52 37 3.85 Accept 1%
children at home to take care of
the house than in the business

place.

5 Women are better at being 100 103 9 156 - 340 Accept 4"
supporters in business than being
in charge.

6 If I am faced with the option of 134 131 3 33 67 3.63 Accept 3"
choosing a male or a female
successor, I will choose a male
successor.

7 I believe those females are not 111 59 8 102 88 3.01 Accept 7"
weaker than male in handling
business issues.

8 I would not resist my female 98 173 - 73 24 3.67 Accept 2™
child from handling my business
if she has the capacity to do so.

Source: Field Survey, 2019.

Table 2 shows questionnaire used in measuring sexism as it relates to making choice of
successor in the FOBs studied. Judging from the mean, it is seen that the highest act of
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sexism encountered by women was preference to having then at home rather than in the
business place (questionnaire item 4). Ironically, the respondents posited that they would not
resist their female children to handle their business if they have the capacity as this question
produced the second highest mean. The lowest mean from the questionnaire items was
questionnaire one which produced a mean below the benchmark of 3. This questionnaire
shows that the respondents cares about who takes over the business along gender line. They
however believe that women are not weaker than male in handling business as shown by a
mean of 3.01; this is however slightly above the threshold.

4.2 Test of Hypotheses
4.2.1 Hypothesis One

There are no obstacles to women succeeding their parents in FOB’s in Anambra State.

Table 3. Chi-square Output for Obstacles facing women to be successors

Chi-Square Tests

Value df Asymp.  Sig.
(2-sided)
Pearson Chi-Square 882.425" 28 .000
Likelihood Ratio 897.908 28 .000
Linear-by-Linear 224811 1 000
Association
N of Valid Cases 3044

Note. a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is
26.72.

Source: SPSS output from Field Survey, 2019.

Table 3 shows the chi-square output for the obstacles militating against women to being
successors of FOBs in Anambra State. The result showed that these obstacles as captured in
table 1 have significant effect on women being successors of FOBs in Anambra state. This is
judging from the Pearson Chi-Square Coefficient which is 882.425 and the asymptomatic
significance which 0.000 (asymptomatic significance < significance level 0.05). The null
hypothesis is therefore rejected in favour of the alternate hypothesis.
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Table 4. Test of size effect as Obstacles

H Journal of Entrepreneurship and Business Innovation
A\ MacrOthI“k ISSN 2332-8851

Symmetric Measures

Value Approx. Sig.

Nominal byPhi 538 .000
Nominal Cramer's V .269 .000
N of Valid Cases 3044

Note. a. Not assuming the null hypothesis. b. Using the asymptotic standard error assuming
the null hypothesis.

Source: SPSS output from Field Survey, 2019.

Table 4 reveals the effect size of the obstacles facing women from being successors of FOBs
in Anambra state. From the Phi coefficient as indicated in Table 4, at .538 (50%), it is
revealed that cumulatively, the obstacles as captured in Table 1 have a moderately significant
effect on women successors of FOBs in Anambra State.

4.2.2 Hypothesis Two

Sexism does not play a role in determining a successor to FOBs in Anambra State

Table 5. Chi-square Output for Sexism

Chi-Square Tests

Value df Asymp.  Sig.
(2-sided)
Pearson Chi-Square 489.625% 28 .000
Likelihood Ratio 557.379 28 .000
Linear-by-Linear 46.466 1 000
Association
N of Valid Cases 2944

Note. a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 5.50.

Source: SPSS output from Field Survey, 2019.

Table Sreveals the chi-square result for sexism as it relates to FOBs in Anambra State. From
the result, it showed that sexism plays a significant role in determining successors of FOBs in
Anambra State. This is owing to the fact that the Pearson Chi-Square Coefficient obtained is
489.625 and the asymptomatic significance was 0.000 which is less than 0.05 level of
significance used. Judging by this result, the null hypothesis is rejected in favour of the
alternate hypothesis.
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Table 6. Test of effect size for Sexism

Symmetric Measures
Value Approx. Sig.

Nominal byPhi 408 .000
Nominal Cramer's V .204 .000
N of Valid Cases 2944

Note. a. Not assuming the null hypothesis; b. Using the asymptotic standard error assuming
the null hypothesis.

Source: SPSS output from Field Survey, 2019.

Table 5 shows the effect size of the role sexism plays on determining successors of FOBs in
Anambra state. The Phi coefficient obtained is .408 (40%). This reveals that cumulatively,
sexism plays a moderate role on determining successors of FOBs in Anambra State.

5. Findings

From the analysis of hypothesis one bothering on the obstacles women face in becoming
successors of FOBs in Anambra State, the result shows that these obstacles as shown in table
1 have statistical significant effects on women becoming successors of FOBs in Anambra
State with a chi-square coefficient of 882.425(asymptomatic significance < significance level
0.05) and an effect size of 0.538 (50%) as captured by Phi coefficient.

From the analysis of the hypothesis two which deals with the role sexism play in determining
successor, the result reveals that indeed sexism play a statically significant role in
determining successors in Anambra State with a Pearson Chi-Square Coefficient of
489.625(asymptomatic significance < significance level 0.05) and an effect size of 0.408
(40%) as depicted by the Phi coefficient.

6. Conclusion and Recommendations

Sequel to the findings of the study, it is concluded that women and men in Anambra state do
not have a level playing field in determining who becomes a successors of FOBs in Anambra
state as there are huddles women face and these obstacles have significant effect on who
becomes a successors. Also, sexism plays a role in determining successors of FOBs in
Anambra state as depicted by the findings of the study.

The study recommends the following:

a) That succession choice of FOBs should not be based on gender and sexism but on the
capacity to deliver effectively and efficiently.

b) That level playing field and opportunities should be provided for women to compete with
their male siblings so as to give them confidence to deliver when given the reign of business
ownership or management.
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c) As parent start taking male children to the business arena at early stage, female children
should also be taken to give the opportunity to develop business consciousness at early stage.
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