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Abstract
This study investigates the effects of succession planning on the survival of travel agency businesses in the Federal Capital Territory (FCT), Nigeria. Specifically, it examines the roles of leadership training programs and mentoring/coaching in enhancing organizational sustainability. Utilizing a quantitative survey design, data were collected from 322 financial members of travel agencies, and multiple regression analysis was employed to analyze the relationships between the variables. The findings reveal that both leadership training and mentoring/coaching significantly influence the survival of travel agency businesses, with mentoring/coaching demonstrating a stronger impact. These results underscore the importance of structured succession planning practices in fostering a stewardship culture that prioritizes organizational well-being over individual gains. The study contributes to the existing literature by providing empirical evidence on the critical role of succession planning in ensuring the long-term viability of travel agencies, and it offers practical recommendations for industry stakeholders to enhance their succession strategies.
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INTRODUCTION
Succession planning is a pivotal strategy for ensuring the longevity and sustainability of small and medium enterprises (SMEs), particularly in the travel agency sector in developing countries like Nigeria. Despite the critical role that SMEs play in economic development, job creation, and wealth generation, many fail to survive beyond the first generation due to inadequate succession planning practices (Kellermanns & Eddleston, 2021; Ogbechie & Anetor, 2021). This is particularly concerning in the Federal Capital Territory (FCT), where a significant percentage of travel agencies struggle to transition leadership effectively, resulting in high mortality rates for these businesses (Salau, 2021; Ryba, 2022). 
The importance of succession planning cannot be overstated, as it not only facilitates the transfer of ownership and management but also preserves the intellectual capital and operational continuity necessary for business survival (Osibanjo et al., 2021; FahedSreih & Djoundourian, 2021). Leadership training and mentoring are essential components of succession planning, equipping potential successors with the skills and competencies required to navigate the complexities of business management (Nwankwo et al., 2022; Owo & Awosika, 2023). As the tourism sector continues to evolve, understanding the dynamics of succession planning becomes imperative for travel agencies aiming for long-term success and resilience in the face of challenges such as economic fluctuations and market competition (Nzama & Ezeuduji, 2021; Beecroft, 2022).
Despite the recognized importance of succession planning, there remains a significant empirical gap in the literature concerning its specific effects on the survival of travel agency businesses in Nigeria. Most existing studies have focused on family-owned enterprises or other sectors, leaving a void in research that addresses the unique challenges faced by travel agencies (Kellermanns & Eddleston, 2021; Salau, 2021). For instance, while the relationship between succession planning and organizational survival has been established in various contexts, studies explicitly examining this relationship within the travel agency sector are scarce (Osibanjo et al., 2021; Ryba, 2022). This study aims to fill this gap by investigating the effects of leadership training and mentoring on the survival of travel agency businesses in the FCT, Nigeria, thereby contributing to a more nuanced understanding of succession planning in this specific context.
In addition to the empirical gap, there exists a contextual gap in the literature regarding the application of succession planning in the Nigerian tourism industry. The unique socio-economic and cultural dynamics of Nigeria present distinct challenges that may influence succession planning practices and their effectiveness (Nzama & Ezeuduji, 2021; Beecroft, 2022). Factors such as political instability, economic volatility, and infrastructural deficiencies can significantly impact the survival and success of travel agency businesses (Salau, 2021; Ryba, 2022). Furthermore, the interplay between family dynamics and business operations in Nigerian travel agencies often complicates succession planning efforts, leading to conflicts and inefficiencies (Kellermanns & Eddleston, 2021; Osibanjo et al., 2021; Nwankwo et al., 2022; Owo & Awosika, 2023). This study seeks to explore these contextual factors and their implications for succession planning in travel agencies, thereby providing valuable insights for practitioners and policymakers.
Objectives of the Study
The main objective of this study is to examine the effects of succession planning on the survival of travel agency businesses in the FCT, Nigeria. The specific objectives are:
i. To evaluate the effect of leadership training programs on the survival of travel agency businesses in the FCT.
ii. To investigate the effect of mentoring and coaching on the survival of travel agency businesses in the FCT.
Hypotheses of the Study
 The study hypothesized the following:
Ho1: Leadership training has no significant effect on the survival of travel agency businesses in FCT, Nigeria.
Ho2: Mentoring and coaching have no significant influence on the survival of travel agency businesses in FCT, Nigeria.


LITERATURE REVIEW
Conceptual Framework
Succession planning
Succession planning is a strategic and systematic approach aimed at ensuring the continuity of business operations through the identification and development of competent successors. This process safeguards the interests of various stakeholders, including employees, customers, suppliers, and the broader community, by preparing for potential uncertainties that may arise from changes in leadership due to retirement, illness, or unforeseen events (Atwood, 2021; Garg & Weele, 2022). Effective succession planning not only facilitates a smooth transition of ownership but also enhances internal operational efficiency, resulting in increased job satisfaction, improved employee performance, and higher retention rates of high-performing staff (Garman & Glawe, 2021; Manfred, 2024). Furthermore, it plays a crucial role in bridging the skills gap within organizations by identifying potential leaders and providing them with the necessary training and development opportunities to fill key positions (Taylor, 2022; Pfauwadel, 2024). As organizations navigate the complexities of leadership transitions, the implementation of robust succession planning frameworks becomes essential for maintaining stability and fostering a culture of growth (Beecroft, 2021; Nzama & Ezeuduji, 2023).
Leadership 
Leadership is a fundamental element in the success of travel agency businesses, as it directly influences organizational performance and employee engagement. Effective leaders in this sector are tasked with navigating the complexities of customer service, operational management, and team dynamics, which are essential for maintaining competitive advantage in a rapidly changing market (Kehinde & Idris, 2022). Research indicates that strong leadership fosters a positive organizational culture, enhances employee morale, and drives innovation, all of which are critical for sustaining business operations (James, 2023). Furthermore, leadership training is vital for preparing successors to manage transitions effectively, particularly in the unfortunate event of an owner’s death or incapacitation, thereby ensuring business continuity and safeguarding stakeholder interests (Garman & Glawe, 2021; Posner, 2022).
Mentoring And Coaching
Mentoring and coaching are critical components for the success of travel agency businesses, providing essential support for both new and experienced agents in navigating the complexities of the industry. Programs such as MentorU offer structured coaching that covers vital areas including business planning, sales and marketing, and booking technology, ensuring that participants are well-equipped to thrive in a competitive environment (Uniglobe Travel Center, 2023). By facilitating access to experienced professionals, these mentoring initiatives help agents develop the necessary skills to enhance their operational effectiveness and customer service capabilities, which are crucial for building client loyalty and driving business growth (Journey Mentor, 2023).
Survival of Travel Agency Businesses
The survival of travel agency businesses is defined by their ability to adapt and thrive amidst the challenges posed by a rapidly changing industry landscape. Travel agencies are businesses that facilitate the planning and booking of travel arrangements for clients, including flights, accommodations, and activities, often earning revenue through commissions from suppliers (Ginting et al., 2021). In recent years, the rise of online travel agencies (OTAs) and self-service booking platforms has transformed consumer behavior, compelling traditional travel agencies to rethink their strategies and redefine their value propositions (Conciliac, 2023). The survival of these businesses hinges on their capacity to offer personalized services, build strong relationships with clients, and leverage technology to enhance operational efficiency and customer satisfaction (Buhalis et al., 2021).
Empirical Review
Nwankwo et al. (2024) analyzed the relationship between succession planning and organizational performance in Nigerian family businesses. Their cross-sectional study employed structural equation modeling, revealing that effective succession planning, particularly in leadership development and knowledge management, is positively correlated with improved organizational performance.
Owo and Awosika (2024) studied the effects of succession planning on the performance of family businesses in Lagos State, Nigeria. Their descriptive survey design and multiple regression analysis indicated that succession planning, including successor selection and training, significantly impacts family business performance, underscoring the need for structured succession planning practices.
Ogbechie and Anetor (2023) investigated the impact of succession planning on organizational sustainability in Nigerian family businesses. Utilizing a mixed-methods approach, the study revealed that effective succession planning, particularly in leadership development and knowledge transfer, significantly enhances organizational sustainability and mitigates risks associated with leadership transitions.
Theoretical Framework
Stewardship Theory, developed by Donaldson and Davis (1991), provides a framework for understanding leadership succession and organizational survival in travel agency businesses. It posits that managers, as stewards, are intrinsically motivated to act in the organization’s best interests, deriving satisfaction from its success and committing to its long-term viability. When potential successors embrace a stewardship mindset, they prioritize the organization’s well-being over personal gains, fostering trust, collaboration, and shared purpose (Eddleston & Kellermanns, 2022). By investing in leadership training and mentoring, travel agencies can develop stewards equipped with the skills, knowledge, and commitment necessary for organizational success, contributing to a resilient tourism sector (Amanguash, 2021; Sutandyo & Augustini, 2023).
This theory underscores the value of empowerment, autonomy, and a long-term orientation in leadership development, offering an alternative to Agency Theory, which assumes conflicting interests between principals and agents (Donaldson & Davis, 1991). By cultivating a stewardship culture and prioritizing the growth of potential successors through structured programs, travel agencies can navigate leadership transitions more effectively, ensuring continuity and maintaining competitiveness. As the tourism industry evolves, adopting Stewardship Theory can help travel agencies enhance their adaptability and secure their long-term survival in a dynamic market.
METHODOLOGY
This study employs a survey research design, conducted in the Federal Capital Territory (FCT), Nigeria. This methodological approach is particularly suitable as it enables the researcher to investigate existing situations and acquire firsthand information from respondents, allowing for an accurate interpretation, discussion, and reporting of the current state of succession planning practices within travel agency businesses (Emaikwu, 2010). By utilizing a survey design, the study aims to gather comprehensive insights into the perspectives and experiences of travel agency members regarding the effects of succession planning on business survival.
This research targets 322 financial members of travel agencies operating in Nigeria's Federal Capital Territory, as listed in the National Association of Nigeria Travel Agencies (NANTA) April 2024 magazine. These individuals, directly involved in decision-making on succession planning, offer critical insights into the sector’s operational dynamics. A census approach was adopted to include all members, ensuring comprehensive representation and mitigating sampling bias. Primary data was collected using a meticulously designed questionnaire with closed-ended, Likert-scale questions to assess succession planning, leadership training, and mentoring practices. Pilot testing with 30 non-participatory respondents refined the instrument for clarity and relevance, with expert review ensuring validity. Reliability was confirmed through internal consistency checks, achieving Cronbach alpha coefficients above 0.7 for all variables.
The study examines three key variables: leadership training, mentoring and coaching, and the survival of travel agency businesses, using validated scales from prior research. Ethical clearance was obtained, and participants were engaged respectfully to foster candid responses. After data collection, questionnaires were sorted, coded, and analyzed using SPSS 24, with inferential techniques like correlation and regression analysis applied to understand the impact of succession planning on business survival. The multivariate regression model reveals how leadership development and mentoring influence continuity, offering valuable insights for enhancing decision-making and organizational sustainability in the travel agency sector.
This robust methodology ensures that the study's findings are both credible and applicable, contributing to a deeper understanding of succession planning practices in the travel agency sector and informing future strategies for organizational improvement. By adhering to high standards of research design and execution, this study aims to provide meaningful contributions to the existing body of knowledge in the field of management and organizational behavior. The nature of the link between the variables determined using inferential statistics such as correlation and multiple regression models, allowing for a comprehensive analysis of the data collected.
Multiple Regression Model:
SUR = β0 + β1LTP + β2MC + ϵ
Where:
SUR represents the Survival of Travel Agency Businesses (dependent variable)
LTP represents Leadership Training Programs (independent variable)
MC represents Mentoring and Coaching (independent variable)
β0 is the Intercept
β1 and β2 are the Regression Coefficients for LTP and MC, respectively
ϵ represents the Error Term





DATA ANALYSIS AND PRESNTATION 
	Table 1 Descriptive Statistics

	
	N
	Mean
	Std. Deviation
	Variance
	Skewness
	Kurtosis

	
	Statistic
	Statistic
	Statistic
	Statistic
	Statistic
	Std. Error
	Statistic
	Std. Error

	SUR
	313
	2.2428
	1.39315
	1.941
	.762
	.138
	-.777
	.275

	LTP
	313
	2.4537
	1.46057
	2.133
	.595
	.138
	-1.079
	.275

	MC
	313
	2.4856
	1.46562
	2.148
	.557
	.138
	-1.113
	.275

	Valid N (listwise)
	313
	
	
	
	
	
	
	


Source: SPSS, 2024
The descriptive statistics presented in Table 1 provide an overview of the variables under study: the Survival of Travel Agency Businesses (SUR), Leadership Training Programs (LTP), and Mentoring and Coaching (MC). The mean values for SUR, LTP, and MC are 2.2428, 2.4537, and 2.4856, respectively, indicating a moderate perception of these variables among respondents. The standard deviations of 1.39315 for SUR, 1.46057 for LTP, and 1.46562 for MC suggest a relatively high variability in responses, reflecting diverse opinions on the effectiveness of succession planning practices. The skewness values (0.762 for SUR, 0.595 for LTP, and 0.557 for MC) indicate a slight positive skew, suggesting that respondents generally perceive these variables more favorably than negatively. The kurtosis values, which are negative for all three variables, indicate a relatively flat distribution, suggesting that extreme values are less common. Overall, these statistics imply that while there is recognition of the importance of succession planning, opinions vary significantly among travel agency members.
	Table  2 Correlations

	
	SUR
	LTP
	MC

	SUR
	Pearson Correlation
	1
	.774**
	.840**

	
	Sig. (2-tailed)
	
	.000
	.000

	
	N
	313
	313
	313

	LTP
	Pearson Correlation
	.774**
	1
	.864**

	
	Sig. (2-tailed)
	.000
	
	.000

	
	N
	313
	313
	313

	MC
	Pearson Correlation
	.840**
	.864**
	1

	
	Sig. (2-tailed)
	.000
	.000
	

	
	N
	313
	313
	313

	**. Correlation is significant at the 0.01 level (2-tailed).
Source: SPSS, 2024

	Table 2 presents the correlation coefficients among the three variables. The Pearson correlation between SUR and LTP is 0.774, indicating a strong positive relationship, which is statistically significant (p < 0.01). This suggests that as leadership training programs improve, the survival of travel agency businesses also increases. Similarly, the correlation between SUR and MC is 0.840, indicating an even stronger positive relationship, also statistically significant (p < 0.01). This finding implies that effective mentoring and coaching are crucial for enhancing the survival prospects of travel agencies. The correlation between LTP and MC is 0.864, indicating a robust positive relationship, suggesting that improved leadership training is associated with better mentoring and coaching practices. These correlations highlight the interconnectedness of these variables and their collective impact on the survival of travel agency businesses in the FCT.


	Table 3 Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics
	Durbin-Watson

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change
	

	1
	.845a
	.715
	.713
	.74638
	.715
	388.502
	2
	310
	.000
	1.359

	a. Predictors: (Constant), MC, LTP

	b. Dependent Variable: SUR
Source: SPSS, 2024


The model summary in Table 3 indicates that the regression model explains 71.5% of the variance in the survival of travel agency businesses (R² = 0.715). This high R² value suggests that leadership training programs and mentoring/coaching together have a significant impact on the survival of travel agencies. The adjusted R² value of 0.713 confirms the robustness of the model, accounting for the number of predictors used. The standard error of the estimate (0.74638) indicates the average distance that the observed values fall from the regression line. The Durbin-Watson statistic of 1.359 suggests that there is no significant autocorrelation in the residuals, supporting the validity of the regression analysis.

	Table 4 ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	432.852
	2
	216.426
	388.502
	.000b

	
	Residual
	172.694
	310
	.557
	
	

	
	Total
	605.546
	312
	
	
	

	a. Dependent Variable: SUR

	b. Predictors: (Constant), MC, LTP


Source: SPSS, 2024
Table 4 presents the ANOVA results, which indicate that the regression model is statistically significant (F(2, 310) = 388.502, p < 0.001). This result implies that the model significantly predicts the survival of travel agency businesses based on the independent variables of leadership training programs and mentoring/coaching. The sum of squares for regression (432.852) compared to the residual sum of squares (172.694) further emphasizes the model's explanatory power. The significance of the overall model supports the hypothesis that succession planning practices are critical for the survival of travel agencies.

	Table 5 Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.201
	.085
	
	2.362
	.019

	
	LTP
	.183
	.057
	.191
	3.176
	.002

	
	MC
	.641
	.057
	.675
	11.199
	.000

	a. Dependent Variable: SUR


Source: SPSS, 2024

The coefficients presented in Table 5 provide insight into the individual contributions of the independent variables to the dependent variable. The constant term (β0 = 0.201) indicates the expected survival of travel agency businesses when both LTP and MC are zero. The coefficient for LTP (β1 = 0.183, p = 0.002) suggests that for every one-unit increase in leadership training programs, the survival of travel agency businesses increases by 0.183 units, holding mentoring and coaching constant. This statistically significant result underscores the importance of leadership training in enhancing business survival. The coefficient for MC (β2 = 0.641, p < 0.001) shows that for every one-unit increase in mentoring and coaching, the survival of travel agency businesses increases by 0.641 units, holding leadership training constant. This strong and significant relationship indicates that mentoring and coaching have a more substantial impact on survival compared to leadership training. 
Test of Hypotheses
The coefficient for Leadership Training Programs (LTP) is 0.183 with a p-value of 0.002. Since the p-value is less than the significance level of 0.05, we can reject the null hypothesis (Ho1) and conclude that leadership training has a significant positive effect on the survival of travel agency businesses in FCT, Nigeria. This means that for every one-unit increase in leadership training programs, the survival of travel agency businesses increases by 0.183 units, holding mentoring and coaching constant. The implication is that investing in leadership training is crucial for enhancing the survival prospects of travel agencies in the FCT.
The coefficient for Mentoring and Coaching (MC) is 0.641 with a p-value less than 0.001. Since the p-value is less than the significance level of 0.05, we can reject the null hypothesis (Ho2) and conclude that mentoring and coaching have a significant positive influence on the survival of travel agency businesses in FCT, Nigeria. This suggests that for every one-unit increase in mentoring and coaching, the survival of travel agency businesses increases by 0.641 units, holding leadership training constant. The strong and significant relationship indicates that mentoring and coaching have a more substantial impact on survival compared to leadership training. This finding emphasizes the importance of effective mentoring and coaching programs in ensuring the long-term success and survival of travel agencies in the FCT.
The results provide strong evidence to support the alternative hypotheses (Ha1 and Ha2). Both leadership training programs and mentoring/coaching have significant positive effects on the survival of travel agency businesses in FCT, Nigeria. These findings underscore the critical role of succession planning practices in enhancing the resilience and sustainability of travel agencies in the face of market challenges and leadership transitions.
Discussion of Findings
The findings from the multiple regression analysis presented in Table 5 provide valuable insights into the effects of succession planning practices on the survival of travel agency businesses in the FCT, Nigeria. The results indicate that both leadership training programs (LTP) and mentoring/coaching (MC) have significant positive impacts on the survival of travel agency businesses, supporting the alternative hypotheses (Ha1 and Ha2) of the study.
The coefficient for leadership training programs (β1 = 0.183, p = 0.002) suggests that for every one-unit increase in the effectiveness of leadership training, the survival of travel agency businesses increases by 0.183 units, holding mentoring and coaching constant. This finding aligns with the results of previous studies that have emphasized the importance of leadership development in enhancing organizational performance and succession planning (Salau, 2021; Nwankwo et al., 2024). By investing in structured training programs that focus on building the skills and capabilities of potential successors, travel agency businesses can cultivate a pool of leaders who are well-equipped to navigate the challenges of the industry and ensure the long-term survival of the organization (Amanguash, 2021; Kellermanns & Eddleston, 2023).
The coefficient for mentoring and coaching (β2 = 0.641, p < 0.001) indicates an even stronger positive relationship, suggesting that for every one-unit increase in the effectiveness of mentoring and coaching, the survival of travel agency businesses increases by 0.641 units, holding leadership training constant. This finding underscores the critical role of mentoring and coaching in facilitating knowledge transfer, enhancing leadership development, and fostering a stewardship mindset among potential successors (Ayodeji, 2019; Eddleston & Kellermanns, 2022). By pairing aspiring leaders with experienced mentors, travel agencies can create an environment that encourages learning, collaboration, and commitment to the organization's long-term success (Ogbechie & Anetor, 2023; Ryba, 2023).
The strong and significant relationships observed between succession planning practices and the survival of travel agency businesses are consistent with the theoretical underpinnings of Stewardship Theory. This theory posits that when potential successors are imbued with a stewardship mindset, they are more likely to prioritize the well-being of the organization over personal gains, fostering a culture of trust, collaboration, and shared purpose (Donaldson & Davis, 1991; Davis et al., 2021). By investing in leadership training and mentoring/coaching, travel agency businesses can nurture a cadre of stewards who are committed to the long-term viability of the firm and are willing to make the necessary sacrifices to ensure its survival (Hernandez, 2012; Sutandyo & Augustini, 2023).
The findings of this study also align with the empirical evidence presented in the literature review. For instance, Ziyanda (2017) found that a lack of family involvement in decision-making and a lack of mutual trust and cooperation were significant barriers to successful succession planning in family-owned businesses. The current study's emphasis on the importance of leadership training and mentoring/coaching in fostering a stewardship culture and enhancing organizational survival directly addresses these challenges by promoting active involvement, trust, and collaboration among potential successors (Kallmenenzer et al., 2021; Owo & Awosika, 2024).
Furthermore, the results of this study corroborate the findings of Akpan and Ukpai (2017), who highlighted the importance of manpower training and timely succession planning in ensuring the continuity and sustainability of small-scale businesses. By investing in leadership development and mentoring initiatives, travel agency businesses can ensure that they have a pool of capable successors who are ready to take on leadership roles when the time comes, thereby enhancing their chances of survival and success (Eddleston & Kellermanns, 2022; Nwankwo et al., 2024).
The findings of this study emphasize the critical importance of succession planning practices, particularly leadership training programs and mentoring/coaching initiatives, in ensuring the survival of travel agency businesses in the FCT, Nigeria. By cultivating a stewardship mindset among potential successors and investing in their development, travel agencies can enhance their resilience, adaptability, and long-term success in an increasingly dynamic and competitive market. The results of this study provide valuable insights for practitioners and policymakers alike, highlighting the need for a proactive and strategic approach to succession planning in the travel agency sector.
CONCLUSION AND RECOMMENDATIONS
This study has provided compelling evidence on the critical role of succession planning practices in ensuring the survival of travel agency businesses in the Federal Capital Territory (FCT), Nigeria. The findings from the multiple regression analysis underscore the significant positive effects of leadership training programs and mentoring/coaching initiatives on the survival of travel agencies, supporting the alternative hypotheses of the study.
The strong and significant relationships observed between succession planning practices and organizational survival align with the theoretical underpinnings of Stewardship Theory. By investing in the development of potential successors through structured training programs and mentoring initiatives, travel agency businesses can cultivate a cadre of stewards who are intrinsically motivated to prioritize the well-being of the organization over personal gains. This stewardship mindset fosters a culture of trust, collaboration, and shared purpose, which is essential for navigating the complexities of leadership transitions and ensuring long-term organizational success.
The results of this study corroborate the findings of previous empirical studies, highlighting the importance of effective succession planning in enhancing organizational performance, sustainability, and resilience. Factors such as leadership development, knowledge transfer, and the active involvement of successors in the succession process have been identified as key drivers of successful succession planning in family-owned businesses and small-scale enterprises.
Based on the findings of this study, the following recommendations are proposed:
i. Travel agency businesses should prioritize the implementation of structured leadership training programs that focus on building the skills and capabilities of potential successors. These programs should be designed to enhance decision-making, problem-solving, and strategic thinking abilities, equipping aspiring leaders with the necessary tools to navigate the challenges of the industry.
ii. Mentoring and coaching initiatives should be integrated into the succession planning process to facilitate knowledge transfer and enhance leadership development. By pairing aspiring leaders with experienced mentors, travel agencies can create an environment that encourages learning, collaboration, and commitment to the organization's long-term success.
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