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look deeper into why advisors may or may not participate in succession planning. Ajzen (2014)
points out that TPB looks at attitudes and perceptions as antecedents to intentions and actual
behavior which is the primary focus of our research.

Though other theories may present suitable frameworks for researching certain aspects of
succession planning, TPB was the best to address the research questions we were interested in
answering. Koropp, Kellermanns, Grichnik, and Stanley (2014) utilized the TPB to study financial
decisions made by family firms. By applying the theory and looking at attitudes and perceptions
about financing options, they found that family norms related to the use of debt and equity had a
major effect on the family firm’s intentions to use debt or equity. Similarly, we used the TPB to
better understand how a business owner’s attitudes and perceptions about succession planning
would affect their intentions to implement a plan.

In our study, succession planning intentions was the dependent variable preceded by
attitudes toward succession planning in general, perceptions of industry norms, and perceptions of
behavioral control over implementing a succession plan. We studied small advisory firms,
targeting those with 30 or fewer employees, to identify attitudes, perceived norms, and perceived
behavioral control of the heads of advisory firms and their impact on succession intentions (Figure

2.3).
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Figure 2.3
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Of the components of TPB, there is significant prior research on attitudes, subjective
norms and perceptions of control and their effects on behavioral intentions. Attitudes are an
expression of favor or disfavor toward an object such as a person, place, thing, event, or idea.
Attitudes can be classified as thoughts and beliefs (cognitive), feelings toward the object (affective),
or attitudinal influence (behavioral) (Fishbein & Ajzen, 1974). Attitudes in turn come from an
individual’s beliefs about performing a behavior (Wiklund, Davidsson, & Delmar, 1997). Specific to
our research, surveys have shown that advisors often fail to plan for succession because they fear
a loss of identity and a loss of control (FPA, 2018). These fears likely influence advisors’ overall
attitude toward succession planning. A social factor that may influence advisors’ attitudes toward
succession planning is their involvement in a professional society. Interactions with peers may
help business founders develop a greater understanding of issues related to succession
(Lansberg, 1988). Investment industry organizations are keenly aware of succession issues and
encourage members to plan. These organizations also have many members who are addressing

the issue and may reduce some of the fears felt by advisors who are avoiding the topic. To benefit
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from the advantages of any peer group, advisors must first become active members of the
organization. We also studied these components which make up overall attitudes toward
succession planning.

Norms are codes of conduct that prescribe or proscribe behaviors among a group and are
often described as either descriptive or injunctive. Descriptive norms are defined as individuals’
beliefs about how common a behavior is among a reference group (Rimal & Real, 2003).
Meanwhile, injunctive norms are defined as the extent to which individuals feel pressured into
engaging in behavior (Rimal & Real, 2013). We were interested in learning about advisors’
perceptions of both descriptive and injunctive norms within the investment advice industry and their
relationship with intentions to enact succession planning. Mackie, Moneti, Shakya, and Denny
(2015) suggested studying beliefs about others, identification of reference groups, and expected
reactions of those in the reference group to measure social norms, that is, what an individual thinks
others do and of what they approve.

Control is related to the concept of responsibility and can be defined as the ability to
secure desired outcomes and prevent undesired outcomes (Davis, 2004). Prior research has
shown that perception of control has two parts: locus of control and self-efficacy (Thompson &
Schlehofer, 2008). Individuals with an internal locus believe that their success comes from their
own skills and abilities while those with an external locus believe that success is a result of luck or
fate (Internal locus, 2019). Self-efficacy is an individual’s belief that he/she has the skills and
abilities required to carry out an activity or event (Self-efficacy, 2019). We studied investment
advisors’ perceptions of control over succession planning from both perspectives.

Model and Hypotheses
Our model follows the TPB framework as illustrated in Figure 2.4. TPB states that

attitudes about an event, perceptions of social norms related to the event, and perceptions of
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behavioral control over the event are all related to the event itself. The event for our study is the
intention to undertake succession planning. We chose intent as the dependent variable for this
research because the actual implementation of a succession plan is a process that takes many
years to complete, a timeframe well beyond our research window.

Figure 2.4
Theoretical Model with Hypotheses
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We expected that there were many attitudes and perceptions that cause investment
advisors to choose whether to pursue succession planning. Surveys (FPA, 2018) and research
(Kjellander, 2018) indicate that fear of losing their identity is a significant factor in business leaders’
avoidance of succession planning. Lansberg (1988) found that the creators of family owned
businesses fear losing control of their businesses and that retiring from their firm will result in a loss
of identity. More recently, a study commissioned by the Financial Planning Association (2018)

found that 63% of advisors have a hard time thinking about moving on from their businesses and
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67% worry that their businesses will not be as successful when they are gone. Additionally, our
interviews of investment advisors and business leaders provided insight into the notion that many
business owners are so focused on the success of their organization that they have no time for
other activities. These advisors and business leaders suggested that being involved in outside
activities may mitigate the feelings of lost identity when considering succession. Therefore, we
studied advisors’ level of involvement in outside activities beyond the time they spend working on
their business and hypothesized that business leaders’ activity in outside organizations has an
impact on one’s attitudes toward future succession.

H1: Active involvement in outside activities will be positively related to advisors’
attitudes toward succession planning.

According to the TPB, behavioral beliefs have a direct impact on one’s attitudes toward a
certain behavior. Viewing one’s business as their identity is one attitude but there are many others
that come into play. Our interviews with investment advisors pointed out that business leaders are
concerned about the valuation of their business, the continuation of it as a going concern, personal
financial stability, and ongoing client service, among other things. We hypothesized that if advisors
have positive beliefs about the impact of succession planning on their businesses, they will have
positive attitudes toward succession planning in general.

H2a: Advisors’ positive beliefs regarding succession planning will be positively
related to their attitudes toward succession planning.

TPB also addresses perceptions of control over a certain behavior. Our interviews of
investment advisors demonstrated that business owners are concerned about the day to day
control over their organizations and that control over whether they plan for succession may depend
on their family obligations, health, and other life events. Additionally, whether an advisor plans for

succession may depend on their own ability to do so and having the tools and information
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necessary to put a plan together. We hypothesized that these beliefs related to control over
succession planning will impact an advisor’s perceptions of control over the matter.

H2h: Advisors’ positive beliefs regarding succession planning will be positively
related to their perceptions of control over succession planning.

The TPB states that normative beliefs impact an individual’s subjective norms regarding a
certain event or behavior. In our case, our interviews of investment advisors showed us that
business owners are concerned about what their industry is doing but also what peers, family,
employees, and clients expect them to do in the area of succession planning. We hypothesized
that advisors’ beliefs about what others expect from them regarding succession planning will
impact their subjective norms on the topic.

H2c: Advisors’ positive beliefs regarding succession planning will be positively
related to their subjective norms regarding succession planning.

It is one thing to have beliefs about how others think and feel about a certain behavior but
one’s motivation to follow those norms is something else entirely. Ajzen (2013) recommends
measuring subjects’ motivation to comply with the perceived norms as another way to determine
whether an individual will undertake a behavior. Group norms are more likely to influence behavior
when individuals identify more closely with the group and want to do what the group does. We
hypothesized that advisors’ motivation to do what their reference groups want them to do will be
related to their own subjective norms on the topic of succession planning.

H3: Advisors’ positive motivation to comply with reference groups is positively
related to advisors’ subjective norms regarding succession planning.

Fishbein and Ajzen (1974) point out that attitudes are multidimensional and our interviews
with investment advisors reiterated that view. Attitude is generally an individual's viewpoint

regarding a specific behavior and business owners have a lot to consider when thinking about
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succession planning. When it comes to succession, owners are thinking about serving their
current clients, protecting their employees, meeting their future business goals, and providing
financial security in their own retirement. The owner’s views, negative or positive, on succession
planning will impact their intent to carry it out.

H4: Advisors’ positive attitudes toward succession planning will be positively
related to advisors’ intention to perform succession planning.

Perceived behavioral control is associated with a greater likelihood of making behavioral
changes (Thompson & Schlehofer, 2008). Individual perceived control comes from people
believing that their actions control outcomes (internal locus of control) and that they possess the
skills to take those actions (Thompson & Schlehofer, 2008). Perceived control includes beliefs that
the action in question is possible and results in a good outcome and it also includes beliefs that the
individual has the skills to carry out the action (self-efficacy). We hypothesized that advisors who
perceive they have the ability, personal skills, and information necessary to carry out succession
planning will be more likely to have intentions to write a succession plan.

H5: Advisors’ positive perceptions of control over succession planning is positively
related to advisors’ intention to perform succession planning.

Social norms are what we believe others do and of what we believe others in our reference
group approve (Mackie et al., 2015). If respondents believe that peers perform a particular activity
and approve of that activity, then they are influenced by that social norm (Mackie et al.). We
hypothesized that leaders who perceive industry participants as embarking on succession
planning, and approve of succession planning generally, will be more likely to do so themselves.

H6: Advisors’ subjective norms regarding succession planning is positively related

to advisors’ intention to perform succession planning.



SUCCESSION ATTITUDES, NORMS, AND CONTROL 48

Consistent with the TPB, we expect that greater intentions to pursue succession planning
leads to a greater likelihood of implementing succession planning. Although the analysis of this
relationship was not part of this initial study, we gathered data on whether advisors have

implemented a succession plan so that we may use this information in future longitudinal studies.
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Chapter 3: Method

There is no standardized instrument available for all applications of the TPB, so the
development of a custom questionnaire was required to carry out this research. Our procedure
included two phases, a pilot study and a main study. The pilot study was comprised of semi-
structured interviews to elicit themes related to our theoretical construct. Once we identified those
themes, we proceeded to our main study and created a survey questionnaire which was distributed
to a larger set of participants. The following is a description of the participants, procedures, and
measures used for each phase.
Pilot Study Participants

In phase one we interviewed ten current leaders of small investment advisory
organizations, using our personal contacts to identify these business leaders. Four of our subjects
are colleagues from prior workplaces, two are personal acquaintances, and four were referred to
us by other business acquaintances. All ten participants are white males ranging in age from 48 to
72 with an average age of 59.6 years old. Eight of the ten are married and two are divorced. All
participants have children, but most of those children are grown and living on their own. The
youngest participant has middle school and high school aged children while the oldest participants
have children in their 30s and 40s. Most of the participants have been in the financial services
industry for more than 25 years and the average tenure of the group is 29.8 years. Two of the
participants entered the business after a career change but they too have worked in the industry for
quite some time, 15 and 21 years, respectively.

The participants came into the financial services industry with a wide range of prior job
experience including blue collar, accounting, healthcare, and retail positions. The highest
educational level for five of the ten is a master’'s degree while one did not finish college. Most of

the participants hold FINRA security licenses, six of them are Certified Financial Planners and two
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are Certified Public Accountants. Seven of the ten stated that they are members of industry
organizations but only four of them were active in those organizations at the time of our interviews.

Our interviewees all readily listed several outside activities in which they are interested
though most also pointed out that they spend a lot of time working. The individual participants
have at least partially owned their firms for an average of 15.6 years with a median of 16.5 and the
ownership tenure ranges from seven to 21 years. Five of the firms are Limited Liability Companies,
two are S Corporations, two are sole owners/practitioners and one’s business includes multiple
legal entities. Our interviewees’ share of ownership ranges from 17% to 100%. The number of
owners in the ten businesses averages 2.8 with a median of 2 and range from one to seven. Table
3.1 summarizes the characteristics of our interviewees and a more complete description of

participants can be found in Appendix A.

Table 3.1

Pilot Participant Characteristics

Interviewee # #2 #3 #4 #5 #6 #1 #8 #9 #10

Age 53 65 57 52 48 60 59 67 72 63

Gender M M M M M M M M M M

Years in business 30 39 33 29 27 30 21 15 35 40

Educational Level BSBA MSFS MSFS BSBA BSBA MBA M ED B.Acct MBA HS

Years owned firm 20 14 15 18 19 7 21 15 20 7

Legal Structure Soleowner  LLC LLC LLC LLC S Corp Sole  2HodCos, ) 0 S Corp
practioner 3 Operating

Percentage ownership ~ 100% 50% 100% 18% 17% 80% 100% 33% 100% 50%

Number of owners 1 2 1 4 7 2 1 3 Founders, 1 2

4 Phanom
Pilot Study Procedures and Measures

Ajzen (2013) provides a guide to developing TPB questionnaires and divides the process
into five steps (Table 3.2). First, researchers must define the action, target, time element and
context of the research. In our case, the action is planning for succession, the target is a
succession work plan, and the context is investment advisors who own their businesses. The
definitions of the action, the target and the context are all straightforward based on the purpose of

our research, however, we recognize that our study is not action research and does not include a
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time element. Our focus is on investment advisors’ self-reported intentions to plan for succession
and we placed a three-year boundary on those intentions for the purpose of this study. That time
frame seems to be reasonable because in our experience it is consistent with business planning

and strategic planning timelines often used by business leaders, however we recognize that it is

arbitrary.
Table 3.2
Major Steps in TPB Questionnaire Development
Step Title Description
1 Define Identify action, target, time element, and context
2 Pilot Questionnaire Identify advantages and disadvantages of action
3 Label Categorize responses as behavioral, normative, and control
4 Validate Rate items for content adequacy and representation of constructs
5 Main Survey Formulate 5 or 6 items for each construct

The second step in the process of developing a questionnaire is to identify the advantages
and disadvantages of the action (planning for succession), the reference group of the subjects, and
barriers to or facilitators of the action (Ajzen, 2013). Adapted to our study, we asked subjects
about what they liked and disliked about succession planning, what the advantages and
disadvantages were, and what concerns they had about engaging in succession planning. To
capture this information, we administered a pilot questionnaire to the 10 investment advisors
profiled above, whose businesses each employ between 2 and 40 people. All interviews were one
on one and in person with the ultimate purpose to elicit salient behaviors, norms, and control
factors (Ajzen, 2013). The interviews were semi-structured, and we asked the subjects about their
personal background, firm structure, career paths, and firm operations in addition to behavioral
outcomes, normative referents, control factors, attitudes, and perceptions related to succession
planning. There were approximately 50 questions in each interview, each one was recorded with

approval from the interviewees, and all were completed within about 60 minutes. We provided
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each participant with an Informed Consent Form (Appendix A) and our phase-one interview guide
(Appendix C) in advance. We followed this guide for all 10 interviews and asked follow-up
questions when appropriate to clarify answers and elicit additional information. Following the
completion of the pilot interviews, we utilized a professional transcription service to convert the
recordings of our discussions to written scripts. These transcriptions were then used in the next
two steps.

We proceeded to Ajzen’s (2013) recommended third step in the development of a custom
TPB questionnaire at the conclusion of the pilot interviews. In this step, the goal is to label all
responses as behavioral, normative, or control beliefs and retain the most cited. We created a
coding guide and capture sheet to be used by six independent coders, allowing them to efficiently
categorize the approximately 50 answers to the questions we asked in each interview. Responses
were categorized into eight major groupings including Personal Information, Firm Information,
Career Background, Firm Details, Attitudes about Succession Planning, Perceptions of Others’
Attitudes, Perceptions of Control, and Succession Planning Intentions. Our coders included a
university professor, four graduate students, and an independent, professional coding service.
Each of the six reviewed the transcripts independently and provided their summaries to us without
reviewing any work completed by other coders.

In completing the fourth step in the questionnaire development process, which is validating
the coding, our panel of coders reviewed and rated the responses for content adequacy and
representation of our constructs within the TPB. Code frames were developed for the four primary
elements of our theoretical framework, namely Attitudes about Succession Planning, Perceptions
of Others related to Succession Planning, Perceptions of Control over Succession Planning, and
Succession Planning Intentions. Each code frame contained our specific questions and groupings

of responses. For example, we asked participants what they like about succession planning and
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our coders identified six general answers across all 10 participants. Those summarized answers
were Certainty, Good for Clients, Maintains Culture, Maximizes Value, Provides Structure, and
Offers Flexibility. Answers captured by each coder were tallied across all code frames and all
subcategories within each code frame. A tally sheet was constructed for each coder to identify the
most common answers to our questions within each code frame. We then consolidated all the
tallies from each coder and calculated the average frequencies of responses to our questions. We
calculated the average responses identified by our coders to determine which responses were
most prevalent to each question. Following the guidance provided by Azjen (2013) we retained the
most cited responses to each of our primary theoretical constructs and used this information in the

next step. Table 3.3 is a summary of the most highly cited responses in the pilot study. A full

summary of our coding from this phase may be found in Appendix D.

Table 3.3
Most Highly Cited Responses in Pilot Study

Response
Category Question Answer/Theme Frequency
Attitudes Business Goals Growth/hiring (general or specific areas) 10%
Attitudes Business Goals Succession planning %
Attitudes Like/Advantages of Succession Planning Provides structure/a roadmap to follow 11%
Attitudes Like/Advantages of Succession Planning Maintain/maximize value/revenue/profitability 9%
Attitudes Dislike/Disadvantages of Succession Planning Too restrictive/not enough flexibility/can force disadvantageous actions 10%
Attitudes Dislike/Disadvantages of Succession Planning Finding suitable successor (younger/competent/shares my values/etc.) 8%

Perceptions of Others
Perceptions of Others
Perceptions of Others
Perceptions of Others
Perceptions of Others
Perceptions of Others

Who Approves of Succession Planning
Who Approves of Succession Planning
Who Disapproves of Succession Planning
Who Writes Plan/Has Plan

Who Writes Plan/Has Plan

Who Writes Plan/Has Plan

Clients

Families/people with families

Nobody

Few people/businesses/(successful) written plans are rare
People with families/married/with kids/grandkids
Older/(close to) retirement age

1%
9%
10%
8%
6%
6%

Perceptions of Control
Perceptions of Control
Perceptions of Control
Perceptions of Control

Have Control over Business

Experienced Serious Life Event

Factors Making Succession Planning Easier
Could Your Write Succession Plan

| control business environment/destiny (for the most part)

Health issues/serious illnesses

Finding the right successor/someone who shares your values/way of doing business
Yes, I/we could write succession plan now

17%
8%
8%
12%

Intentions
Intentions

Do You Have a Succession Plan
Do You Intend to Have Plan

No, do not have a written succession plan now
Yes, intend to have written succession plan

38%
24%

The fifth and final step in developing the instrument for the main study was to formulate

five to six items for each construct within our framework, that is, attitudes, perceived norms,

perceived behavioral control, and succession planning intentions. Taking the most highly cited

responses to our questions in our pilot study interviews as listed in Table 3.3, we created a survey
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that captured demographic information in addition to beliefs, attitudes, norms, behavioral control,
and intentions. The following is a detailed review of the main study.
Main Study Participants

For the main study, we initially coordinated with two separate centers of influence (COI) in
the financial services industry to assist with the distribution of the survey. The first was a senior
management team of a nationwide network of independent investment advisors. This group
distributed the survey to 800 advisors within their network over the course of three weeks. The
response rate was rather low over this period, so we expanded distribution through the second COI
who owns and operates a firm that assists independent advisory firms in advisor recruiting. The
owner of the firm distributed surveys to a small group of his key business partners who further
distributed the survey link to individual advisors. Additionally, this second COI distributed the
survey to over 500 advisors through LinkedIn. As a result of these two initiatives, we received
responses from 30 individuals, so we enacted phase three of our data collection strategy. Here we
were able to gain access to a public database containing email addresses of investment advisors
and their employees and from this database we emailed our survey to over 20,000 advisors. Over
the course of about three weeks we received 176 additional survey responses bringing our total to
206. From those we eliminated five surveys due to missing data on multiple questions and ended
up with 201 valid survey responses.

In our email requests, recipients of the survey were asked to respond to shed additional
light on the succession issues facing the investment advice industry. Recipients were offered a
copy of this study and the overall results of the survey if they provided contact information at the
conclusion of the survey and 140 requested survey results be sent to them. The respondents to
the survey were 56 years old on average and 82% were male. An overwhelming majority (88%)

owned their firms and 95% were executives (either owner or non-owner) at their firms. There were
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seven relationship managers and two investment analysts among respondents while two
individuals declined to answer that question. As far as firm size, 73% of respondents have fewer
than five employees working at their firms and 93% have 15 or fewer employees.

The median respondent’s firm works with between 100 and 500 clients and values itself at
$500,000 to $1,000,000. Just over half of respondents (55%) report having a succession plan and
of those who do not, 74% agree at least somewhat that they intend to plan for succession. The
makeup of our respondents as summarized in Table 3.4 is consistent with industry census and

survey data mentioned earlier and generally fit the profile of our target audience for this study.

Table 3.4
Main Study Participant Characteristics
Owner Non-owner Relationship Investment
Executive Executive Manager Analyst Administration Missing
Role 176 14 7 2 0 2
<30 30-40 41-50 51-55 56-60 61 -65 66-70 71-75 >75 Missing
Age 5 15 38 23 39 32 23 15 10 1
Male Female Missing
Gender 166 35 0
Number of <5 5-15 15-30 30-50 >50 Missing
Employees 145 4 7 2 5 1
Number of <100 100 - 500 >500 Missing
Clients 40 115 45 1
Firm <$500.000  $500k - $1mil ~ $1mil - $5mil > $5mil Missing
Valuation 66 46 72 15 2

Main Study Procedures

Following the validation of the coding of responses in the pilot study and prior to
conducting our main study, our preliminary survey was distributed to our dissertation committee,
two investment advisor representatives, and our two COls for review and validation. Several

recommendations were made regarding the format and wording of the survey and its length.
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Reviewers were concerned that potential respondents would lose interest if the survey required
more than 10 minutes to complete. We eliminated and reworded four questions and added
questions about future activities before finalizing the instrument. Our final questionnaire contained
60 items, including eight questions related to demographic information such as role, age, gender,
firm size, firm valuation, and non-business activities. The instrument was published through
Qualtrics.com and in the end the median time to complete the survey was six minutes, 51 seconds.

Utilizing a 7-point Likert scale format, we asked a series of questions about outcome
evaluations to determine the motivations of the respondents. Using Azjen’s (2013) sample TPB
questionnaire as a guide and informed by our pilot study, we inquired about perceived behavioral
control, subjective norms, attitudes, and intentions related to succession planning. We also asked
about the respondents’ motivation to comply, behavioral beliefs, control beliefs, and normative
beliefs. Finally, we asked participants whether they have implemented a succession plan or if they
have intentions to establish a succession plan. Our survey instrument was created, distributed,
and monitored through Qualtrics.com using the survey tools offered through their website. The
complete survey can be found in Appendix E.
Main Study Measures

Upon receipt of our final list of survey responses, we exported all data from Qualtrics,com
into SPSS 26 for data analysis. We reviewed the data table looking for missing values and found
75 missing items across 52 questions of interest for the 201 respondents. One item was missing
five values, four items were missing four values, six items were missing three values, 11 items
were missing two values, 14 items were missing one value, and 16 items were missing zero
values. To determine whether the missing data was Missing Completely at Random (MCAR),
Missing at Random (MAR), or Not Missing at Random (NMAR), we ran Little’s MCAR Test and

found it to be insignificant based on the p-value (p =.254). This indicates that the data meets the
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MCAR condition, meaning that the probability of missing values does not depend on the item itself
or any other measured variable. Despite the missing data being completely at random, we needed
a complete data set to test model fit. To retain as much data as possible we decided to perform
imputation procedures on the missing values rather than exclude responses listwise or pairwise.
We initially performed Maximum Likelihood Estimation via the EM Algorithm within SPSS 26, but
upon reviewing the completed data table found multiple values outside the valid range of
responses. For example, for items allowing scores of 1 — 7 we found values of 0, -1, and -2. As an
alternative approach, we ran multiple regression, also in SPSS 26, to predict the missing values.
This approach yielded valid responses in all data fields, so we decided to move forward with our
analysis of this imputed data.

Our next step in the data screen process was to create composites through the SPSS 26
Compute Variable function using the mean scores of selected items. Once composites were
created, we tested for individual and multivariate outliers. Our composites included the following
categories:

Attitudes - participants’ attitudes toward succession planning

Norms - subjective views on what peers think of succession planning and how they act

toward it

Control — respondents’ perceived behavioral control to undertake succession planning

Behavioral Beliefs — participants’ beliefs about the consequences of planning for

succession

Normative Beliefs — participants' beliefs on what family members, employees, clients, and

peers expect regarding succession planning

Control Beliefs — respondents’ beliefs about certain items that may make succession

planning easier or harder
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Motivation to Comply — participants’ motivation to comply with what important others
expect

Activities — respondents’ involvement in current and future outside activities

Intent — participants’ intentions to plan for succession
Survey items were grouped together based on these categories and tested for reliability using
Cronbach’s Alpha. Certain items were found to weaken the reliability of the composites and after
reviewing the survey itself we found a few questions to be poorly worded or tautological. We
removed these items from the composites and the remaining items resulted in an average
Cronbach’s Alpha across of all nine composites of & = .777 (reliability scores of each composite
can be found in the detailed sections below). We determined that the reliability of the groupings of
our items was acceptable, so we screened the composites for outliers. Attitudes, control, and
intent exhibited high levels of skewness and kurtosis. Specifically, skewness for those three
composites were 1.616, 2.086, and 2.078, respectively. Kurtosis statistics were 2.98, 6.295, and
5.369, respectively. In an attempt to normalize the data, we transformed it by calculating the log10
of each composite through SPSS 26. We compared this data set with our original data and
compared regression outputs but did not find meaningful differences in outcome or conclusions.
As a result, we made a judgment call to retain the full data at this point. Next, univariate outliers
were examined using Z-scores on all nine composites and we found several outliers beyond 2.5
standard deviations from the mean. Eliminating all outliers for all nine composites would have
resulted in a significant reduction in N to 180. We compared the output of the screened data with
the full data set in our later analysis of our models using Confirmatory Factor Analysis and
Structural Equation Modeling but the screened data results were not significantly different than the

full data results. At this step we retained all 201 responses and tested for multivariate outliers. Our
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research is focused on patterns involving multiple variables, so this was an important step in the
screening process. We studied the Mahalanobis distances of our nine composites and found three
significant outliers beyond the critical Chi-Square value of 27.877 for nine degrees of freedom at p
=.001. We eliminated these three outliers which resulted in an effective sample size of N = 198.

Attitudes. Measures for attitudes were based on the concepts in Ajzen and Fishbein’s
expectancy value approach. According to this theory, attitudes toward any object are a function of
the strength of that person’s beliefs about the object and the satisfaction they would derive from
that object (Cohen, Fishbein, & Ahtola, 1972). We asked six questions about the participants’
views on succession planning related to their businesses. Participants were asked to respond to
questions such as “Planning for succession will help me meet my business goals” using a Likert
scale ranging from extremely likely to extremely unlikely and a question “For me to plan for
succession is” using a scale of extremely good to extremely bad. We ran a reliability test on an
aggregation of these six measures which yielded Cronbach’s = .820. Eliminating the question
measuring the degree to which succession planning is good or bad improved reliability to ¢ = .862
for the remaining five questions.

Norms. TPB and the related Reasoned Action Approach is a source of measurement
ideas for social norms (Mackie, et al, 2015). To measure perceived social norms, we investigated
our subjects’ beliefs about others, their identity with a reference group, and their reactions to others
in that group (Mackie, et al, 2015). For our study, the reference group was investment industry
peers and industry organizations of which their peers are members. We asked participants their
view on whether advisors have planned for succession using a scale ranging from definitely true to
definitely false. We then asked how much the participant wants to be like others using a scale

ranging from very much to not at all. Finally, we asked whether succession planning is common in
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the investment advice industry using a scale of strongly agree to strongly disagree. We tested the
reliability of these three items which yielded Cronbach’s « = .760.

Control. Perceived control is a measurable construct. (Peterson & Stunkard, 1989;
Skinner, 1996). According to Ajzen (2002, p. 668) it may best be measured "by asking direct
questions about capability to perform a behavior or indirectly on the basis of beliefs about ability to
deal with specific inhibiting or facilitating factors." We asked questions to assess subjects’ internal
locus of control as well as questions to assess the subjects’ self-efficacy as it relates to succession
planning. We asked six questions related to control including whether the participant has control
over the future of his/her business using a scale of strongly agree to strongly disagree. We asked
the participant to rate the degree to which planning for succession is easy or hard. Then we asked
the participant to rate the statements “Whether | plan for succession is completely up to me” and “If
| wanted to | could plan for succession” on a scale ranging from strongly agree to strongly
disagree. Finally, we asked participants to rate the degree to which planning is possible. We
tested the group of measures for reliability and calculated Cronbach’s o =.735. We ultimately
eliminated the items rating the respondent’s control over their business and the relative ease of
planning for succession due to poor factor loadings in our model. The resulting reliability score for
the remaining four items was « = .782.

Behavioral Beliefs. To measure respondents’ beliefs about succession planning, we
asked a series of six questions about the participants evaluations of their business goals and
outcomes related to succession planning. Respondents were asked to rate their agreement with
the six statements such as “Succession planning is one of my business goals” and “The

continuation of my business after | retire is important to me” on a 7-point scale ranging from
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strongly agree to strongly disagree. We tested the reliability of these six items which yielded
Cronbach’s « = .762.

Normative Beliefs. To measure normative beliefs, we asked to what extent participants
think that their industry approves of succession planning and to what extent their peers, clients,
family, and employees think they should plan for succession. Responses were provided on a scale
ranging from strongly agree to strongly disagree. A reliability test of these five items resulted in
a=.775.

Control Beliefs. These beliefs were measured by asking respondents to rate their level of
agreement, ranging from strongly agree to strongly disagree, on four statements including whether
not having information would make succession planning more difficult and knowing what steps to
take would make succession planning easier engage in. The resulting reliability score of the four
questions was « = .639.

Motivation to Comply. This measure included four questions which asked the degree to
which respondents want to do what their family, employees, clients, and peers want them to do.
These questions were scored on a scale ranging from strongly agree to strongly disagree and our
reliability test resulted in Cronbach’s « = .765 for the group of four questions.

Activities. We included questions related to outside activities in our survey based on
salient points raised by our interviewees in our pilot study. The purpose of these questions was to
determine whether outside activities have an impact on attitudes toward succession planning. We
asked a set of seven questions regarding respondents’ current and future involvement in
community activities, personal hobbies, charitable activities, and other non-business activities. Our

reliability test of these seven questions resulted in « = .826.
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Dependent Variable. Intent. Although actual behavior is the ultimate dependent variable
in TPB models, we focused on the intent to plan. Intention is the intermediary step between
attitudes, norms, control, and behavior. Observing actual behavior related to succession planning
is a multi-year endeavor and therefore impossible for this research project. To measure intent, we
asked participants how likely there were to plan for succession and the degree to which they
agreed with the statement, “I will make an effort to plan for succession” on a scale ranging from
strongly agree to strongly disagree. We also asked participants the degree to which they agree
with the statement, “I intend to plan for succession within the next 3 years.” This final question
followed a binomial question as to whether the participant has a succession plan currently. We
inferred for those who have a plan in place now that they also intend to plan for succession in the
next three years. Combining the three questions related to succession planning intent resulted in
Cronbach’s « = .661.

Items not included. Since there is no standardized TPB instrument applicable to all
areas of research which may utilize the theory (Ajzen, 2013), much of our research is exploratory,
especially the questions used in our main survey. Our pilot study of 10 investment advisors
uncovered several topics and items that we thought would inform our overall research of the topic
of succession planning. For example, one aspect of control that became apparent in the pilot study
was the impact that a lack of a successor has on the succession process. Our interviewees were
very consistent in identifying this issue as a challenge to initiating and implementing a succession
plan. We therefore included questions in our survey asking whether participants had identified a
successor and if doing so would make succession planning easier. These questions were

expected to be part of the control aspect of the model but were not additive to the construct of the
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composite and in fact detracted from the reliability scale. As a result, we decided to exclude these
items from the final analysis.

Another area of interest identified in the pilot study was related to the impact current
situations and past experiences have on advisors’ ability to plan for succession. We specifically
asked questions about participants’ family obligations and prior serious life events. These items
also detracted from control composite reliability, so we excluded them.

Finally, our preliminary research on the topic of succession suggested that feelings of a
loss of identity and a loss of control would negatively impact respondents’ attitudes intentions
toward succession planning. We asked participants for their views on their business as identity,
level of control and the impact leaving their business would have on them. These four items were
not reliable as a group and were not additive to other attitudes in the model, so we did not include
them in our analysis. Overall, we settled on a more parsimonious model with a straightforward look
at attitudes, norms, control, beliefs, motivation to comply, and activities as independent variables
and intent as our dependent variable. As we moved into the testing our measurement model and
structural model, we were analyzing 37 items across nine factors.

Model Analyses

After addressing missing data, screening for outliers, and developing our composite
measures we moved on to two-step Structural Equation Modeling (SEM) through SPSS Amos 26.
The first step is to use Confirmatory Factor Analysis (CFA) to evaluate the measurement model.
We tested our model using nine factors and focused on model-fit indices including Standardized
RMSR (SRMSR), acceptable fit between .07 to .08 but lower is better; RMSEA, acceptable fit .07

to .08 but lower is better; and CFI, acceptable fit .90 or higher.
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In testing our 9-factor model we found model fit to be marginally acceptable to
unacceptable across our three mode-fit indices. We reviewed factor loadings through SPSS Amos

26 and eliminated the following items (Table 3.5):

Table 3.5
Construct Item Eliminations
Factor Item Eliminated # of ltems Remaining
Control Q15 3
Behavioral Beliefs Q9-6 5
Normative Beliefs Q27-2 4
Control Beliefs Q32-2 3
Activities Q7-2 6
Activities Q7-4 5

Following the elimination of these items, we recalculated our model-fit indices and found
that our factor loadings improved but our overall fit was still marginal. We reviewed modification
indices provided by the Amos 26 tool and identified several suggested correlations of error terms.
The purpose of correlating error terms is to reduce the redundancy of measurement items within
the same latent variable. Scholars suggest that it may be appropriate to correlate error terms
because items may be dependent on each other within similar response categories or when
questions within a single construct are worded similarly (Smolkowski, 2020). We carefully
reviewed the sets of questions within our latent variable composites that were most highly
correlated.

Two sets of questions related to attitudes were statistically correlated. Item 24-1,
“Planning for succession will help me meet my business goals” and item 24-2 “Planning for
succession will help the long-term value of my business” used similar language and confer similar
meaning. Likewise, item 24-3, “Planning for succession will help my business continue after |
retire” and item 24-4, Planning for succession will allow my clients to be served after | retire” were

similarly worded and implied similar meaning. Within the Normative Beliefs construct, three
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questions appeared to be strongly correlated with each other. Item 27-4, “My clients think that |
should plan for succession,” item 27-5, “My family thinks that | should plan for succession,” and
item 27-6, “My employees think that | should plan for succession” are all similarly worded and
relate to the views of important others in the lives of respondents.

Within our Behavioral Beliefs construct, item 9-1, “Succession planning is one of my
business goals” and item 9-2, “Succession planning is good for the long-term value of my
business” used similar language and confer similar meaning. Item 9-4, “The continuation of my
business after | retire is important to me” and item 9-5, “Continued service to my firm’s clients after
| retire is important to me” also used similar language with similar meaning attached. Finally, within
the Activities composite, item 7-1, “l am involved in community activities,” item 7-3, ‘I participate in
charitable or religious activities,” and item 8-3, “ When | retire | plan to participate more often in
charitable or religious activities” all use related language and could confer related meaning to
respondents. We should also point out that each of these sets of questions were part of a matrix
table format within a Qualtrics.com survey and were therefore in close proximity to each other. The
combination of proximity, similar wording, and similar meaning likely led to redundancy and the
higher levels of correlation which seems to justify correlating the error terms as suggested by the
Modification Indices table in SPSS Amos 26.

After correlating these error terms our model fit was improved and deemed marginally
adequate, but we evaluated a more parsimonious model that collapsed the three latent variables
related to beliefs into one combined Belief composite. Based on de Leeuw, Valois, Ajzen, and

Schmidt (2013, p. 132)," we evaluated a 7-factor model which collapsed all belief items into one

! De Leeuw et al. (2013) point out that belief composites are used because according to the TPB “the total
sets of behavioral, normative, and control beliefs correlate, respectively with attitudes, subjective norms,
and perceptions of control.”
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Appendix A
. . y . g
Pilot Study Participants’ Characteristics
Interviewee #1 #2 #3 #4 #5 #6 #7 #8 #9 #10
Age 53 65 57 52 48 60 59 67 72 63
Sex M M M M M M M M M M
Marital Status M M D D M M M M M M
Dependents (Ages) 3(19,18,12) 3(17,20,23) 2(16,18) 2(19,21) 2(2,15) 0(31,28,25)  0(26,28,30) 0(41,39,35,33)  0(41,38,35) 4(1517,19,22)
Years in business 30 39 33 29 27 30 21 15 35 40
. Farmer, Business ) .
Prior Career(s) Faciory Worker Grocery Resfaurants Consulting None Direct Mail Healthcare Telecom CPA Sales
Educational Level BSBA MSFS MSFS BSBA BSBA MBA MED B.Acct MBA HS
FINRA, CFP.
o CFP, CLU » 7' CFP, CHFC,
Designations FINRA CFP CHFC, CEA CFP, CEPA FINRA E;\\g;ll;d RICP, FINRA CPA, FINRA CPA CFP, FINRA
- CFP Assoc, Exit Planning Revere
IFMA ’
Industry Organization S None Fssp fion None None FPA ADISA Coalifon FIS
Currently Active No No No Yes No No Yes No Yes Yes
Travel, fishing Bridge Kids, Hospital History, Social
. ’  Planni i ’ i ici ’
Outside Interests outdoors, and anning or  Musk, outdoor‘s, fencing, water ooachmg,. Maglqan, volunteer, Photogra‘phy, Outloors, Activism,
Retirement  sports, fravel, kids home repair, reading gardening weekend farm -
cars sports goff outdoors Religion
Years owned firm 20 14 15 18 19 7 21 15 20 7
Legal Structure Sole owner LLC LLC LLC LLC SCop  Sole practoner H%ii?:ﬁhg S e S Corp
Percentage ownership 100% 50% 100% 18% 17% 80% 100% 33% 100% 50%
Number of owners 1 2 1 4 7 2 NA 3Founders, 4 1 2

Phantom
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UMbL

INFORMED CONSENT FORM

I am a Doctor of Business Administration (DBA) student at the University of Missouri- St. Louis.
The goal of this interview is to gain information about attitudes and perceptions of investment
advisors who lead their organizations on the topic of succession planning. The identity of the
interviewees and the identity of the organizations for which they work will remain anonymous
unless we are given explicit written permission to share that information. The interview is one
part of our research for my dissertation project as a graduate student in the UMSL DBA program.

Appendix B

Informed Consent Form

College of Business Administration
One University Boulevard

St. Louis, Missouri 63121-4499
Telephone: 314-516-6142
E-mail: djmggv@mail.umsl.edu

Why am [ being asked to participate?

You have been asked to participate in the research because of your status as an advisor/owner of
an organization we have selected to research. We ask that you read this form and ask any questions
you may have before agreeing to be in the research. Your participation in this research is voluntary.
If you decide not to participate, you are free to withdraw at any time.

What is the purpose of this research?

The purpose of this research is for the researchers to gain a better understanding of advisor/owners’
opinions, viewpoints and attitudes regarding their organizations and the topic of succession
planning.

What procedures are involved?

You are being asked to participate in an interview. Up to 15 individuals will be involved in this
research and each interview will take approximately 60 minutes. Your participation is voluntary,
and you may discontinue involvement in the study at any time. You may refuse to answer any of
the questions and you can stop the interview at any time. No one will know or be informed of your
refusal to answer.

What are the potential risks and discomforts?

There are no foreseeable risks associated with participation in this study. If some questions cause
distress or discomfort, you have the ability to refrain from discussion. Again, you can refuse to
answer any of the questions and you can stop the interview at any time.

Are there benefits to taking part in the research?

Research subjects will not obtain any direct benefits from participating in the research study.
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Will I be told about new information that may affect my decision to participate?

During the course of the study, you will be informed of any significant new findings that might
cause you to change your mind about continuing in the study. If new information is provided to
you, your consent to continue to participate in this study will be re-obtained.

What about privacy and confidentiality?

The only people who will know that you are a research participant are the researcher (Don Mueth)
and his faculty sponsor (Steve Moehrle) at the University of Missouri — St. Louis. No information
about you, or provided by you during the research, will be disclosed to others.

When the results of the research are published or discussed, no information will be included that
would reveal your identity, or your organization’s identity. Any information that is obtained in
connection with this study, and that can be identified with you, will remain confidential.

Will I be paid for my participation in this research?

There are no monetary costs associated with participation and you will not receive any
compensation for the initial interview.

Who should I contact if I have questions?

The researcher conducting this study is Don Mueth. You may ask any questions you have now. If
you have questions later, you may contact Don Mueth at 314-754-7613.

You will be given a copy of this form for your information and to keep for your records.

I have read the above statement and have been able to express my concerns, to which the
investigator has (researchers have) responded satisfactorily. I believe I understand the purpose of
the study, as well as the potential benefits and risks that are involved. 1 give my permission to
participate in the research described above.

Participant’s Signature Date

Researcher’s Signature Date
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Appendix C

Interview Guide
Personal Information
Name: Age: Sex:
What is your family situation? Dependents? Married?
How many years have you been in the financial services business?
Have you had other careers?
What are your interests outside of work?
What is the highest educational level you've achieved?
Which industry designations and/or licenses have you achieved?
Are you a member of an industry organization? If yes, are you active in the organization?
Firm Structure
How many years have you owned the business?
What is the legal structure of the organization? C-Corp, LLC, Partnership?
What is your percentage ownership?
How many owners?
What is the value of the organization?
How much debt? How much equity?
Background
How did you become the owner/principal?
Why did you start the business?
What were your plans for the business when you started?
How much experience did you have when you started the business?
Firm Details
Where is the primary location of your business?
How many offices/locations are there?
How involved are you in day-to-day operations of the business?
How many employees do you have?
Describe the services and products offered to your clients.

What are the top 3 differentiating factors of your firm?
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Attitudes

What are your business goals over the next 3 to 5 years?

What do you like about written succession plans?

What do you dislike about written succession plans?

What are some advantages of writing a succession plan?

What are the disadvantages?

What else comes to mind when thinking about executing a written SP?

Perceptions of Others

Please list the individuals/groups who would approve of you executing a written SP
Who would be opposed to you writing a succession plan?

Who can you think of that would write their own succession plan?

Please list individuals or groups who are likely to have executed a written SP
Please list individuals or groups unlikely to have executed a written SP

Perceptions of Control

How would you describe your ability to control your work environment? i.e. your own boss?
Have you ever experienced a serious life event like illness or close encounter with death?
Did it change your outlook on your business or work in general?
Please list any factors or circumstances that would make it easier to execute a written SP.
What things make it hard for you to write a succession plan?
If you wanted to write a succession plan, how certain are you that you can?
Succession Planning
Have you identified a potential heir?
Do you have a written succession plan in place?
If yes: How often do you review it and update it?
Does your heir know he/she is in the plan?
Have you done any formal development of the heir?
When is the succession event scheduled to occur?
If no: Have you considered writing one?
Do you foresee a time where you will write one?
What would the time horizon look like?

Is there anything else you would like to mention regarding your business and its future?
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Appendix D
Pilot Coding Summary
CODER # #2 #3 #4 #5 #6 Average
GOALS OVER NEXT 3-5 YEARS - NET
Growth/hiring (general or specific areas) 15% 6% 13% 8% 4% 13% 10%
Improving/maintaining client service/ex perience 2% 2% 4% 3%
Succession planning 4% 6% 9% 8% % 10% %
Other mentions (Goals Over Next 3-5 Years) 3% 4% 6% 5%
LIKE/ADVANTAGES OF SUCCESSION PLANNING - NET
Certainty/no ambiguity 2% 8% 6% 3% 0% 4%
Good for clients/stakeholders 13% 8% 6% 6% 3% 13% 8%
Maintain culture/strategy /values 6% 6% 0% 4%
Maintain/maximize value/rev enue/profitability 17% 6% 10% % 6% 9%
Provides structure/a roadmap to follow 6% 2% 22% 6% 13% 19% 1%
é Flexibility/ways to deal with multiple people/situations 2% 2% 4% 3% 3%
-;_% Other mentions (Likes/Advantages of Succession Planning) 2% 6% 3% 3% 0% 3%
= DISLIKES/DISADVANTAGES OF SUCCESSION PLANNING - NET
Complicated/takes time/energy 8% 10% 3% 4% 9% 3% 6%
Finding suitable successor (y ounger/competent/shares my values/etc.) 4% 4% 13% 10% 9% 10% 8%
Too restrictive/not enough flexibility /can force disadv antageous actions 17% 8% 13% 8% 6% 10% 10%
Limited disadv antage/outweighed by advantage 8% 6% 6% 4% 6% 6%
Don't want to stop working/face end of career 2% 3% 3% 0% 2%
Other mentions (Dislikes/Disadvantages of Succession Planning) 8% 2% 3% 0% 3%
MISCELLANEOUS - NET
Other mentions 0% 0%
Don't know / Not sure 1% 1%
Nothing / N/A 22% 22% 3% 16%
No detailed mentions 2% 0% 1%
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CODER # #2 #3 #4 #5 #6 Average
TYPES/GROUPS OF PEOPLE - NET
APPROVES OF SUCCESSION PLANNING - SUBNET
Broker dealers 4% 2% 5% 3% 5% 4%
Clients 15% 12% 10% 4% 1% 15% 1%
Families/people with families % 8% 10% 6% 1% 12% 9%
Vendors 2% 2% 3% 3% 2% 2%
Employees (general) 9% 6% 4% 6% 10% %
Partners 7% 6% 4% 5% % 6%
Other mentions (Approves of Succession Planning) 2% 2% 2% 2%
DISAPPROVES OF SUCCESSION PLANNING - SUBNET
Managers/branch managers % 4% 8% 4% 3% 5% 5%
Nobody % 10% 15% 6% 8% 12% 10%
é People who can take advantage/pick up business/reps 4% 2% 4% 3% 2% 3%
o Other mentions (Disapproves of Succession Planning_) 4% 4% 3% 4%
Z HAS A SUCCESSION PLAN - SUBNET
'%_ Older/(close to) retirement age 2% 2% 13% 8% 6% 2% 6%
§ People with families/married/with kids/grandkids 2% 6% 3% 14% 6% 6%
Cares about clients/wants them to get continued good service 2% 2% 3% 2%
Few people/businesses / (successful) written plans are rare % 12% 6% 5% 8%
Specific named individuals/no more specific 11% 2% 6% 2% 5%
Other mentions (Has A Succession Plan) 2% 8% 3% 2% 4%
DOESN'THAVE A SUCCESSION PLAN - SUBNET
Don't want to spend time/effort 4% 4% 3% 8% 5% 2% 4%
Poor interpersonal skills/micromanager/unwilling to compromise 2% 2% 4% 5% 2% 3%
Other mentions (Doesn't Have A Succession Plan) 4% 4% 2% 2% 5% 3%
MISCELLANEOUS - NET
Other mentions 25% 6% 16%
Don't know / Not sure 3% 3%
Nothing / N/A 3% 22% 12%
No detailed mentions 3% 3%
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CODER # #2 #3 #4 #5 #6 Average
BUSINESS CONTROL - NET
| control business environment/destiny (for the most part) 18% 19% 25% 18% 12% 10% 17%
Share control with other people 2% 5% 3% 2% 4% 3% 3%
Control (can be) reduced by other factors/events (state of market'hectic days/etc.) 2% 3% 6% 4%
SERIOUS LIFE EVENTS - NET
Death of family member/friend/colleague 4% 5% 6% 4% 9% 8% 6%
Health issues/serious illnesses 11% 8% 9% 4% % 10% 8%
Marriage issues/divorce/seperation 2% 5% 6% 4% 3% 4%
| have not, but colleagues have 2% 5% 3% 8% 5%
Serious life events, but didn't change outiook 4% 6% 5%
Other mentions (Serious Life Events) 4% 1% 3% 3%
FACTORS MAKING ITEASIER TO WRITE SUCCESSION PLAN - NET
< | Getling older/closer to refirement age/focuses the mind 2% 4% 3% 3% 3%
% Finding the right successor/someone who shares (to some extent) your values/way of doing business 9% 5% 9% 6% 6% 13% 8%
% Consultations with ex perts/being educated/having y our awareness raised 4% 2% 3% 5% 4%
é Having a team/good relationships with multiple people 5% 4% 3% 3% 4%
E’f Other mentions (Factors Making It Easier To Write Succession Plan) 2% 1% 2%
E FACTORS MAKING ITMORE DIFFICULT TO WRITE SUCCESSION PLAN - NET
Emotional issues/facing aging/end of career 4% 5% 6% 4% 5%
Not knowing/finding the right successor 4% 8% 6% 2% 6% 5% 5%
Conflicts with others/differences of opinion 4% 3% 5% 4%
Lack of understanding/don't know what to do/lack clear goals % 2% 3% 3% 4%
Other mentions (Factors Making It More Difficult To Write Succession Plan) 3% 2% 3% 3% 3%
COULD YOU WRITE SUCCESSION PLAN? - NET
Yes, l/we could write succession plan now 13% 16% 13% % 13% 12%
Yes, l/we could write a succession plan, but some challenges to overcome % 5% 3% 10% 6% 8% 6%
MISCELLANEOUS - NET
Other mentions 13% 4% 8%
Don't know / Not sure 0% 0%
Nothing / N/A 24% 1% 13%
No detailed mentions 0% 0%
CODER # #2 #3 #4 #5 #6 Average
HAVE WRITTEN SUCCESSION PLAN -NET
Yes, | have writien succession plan/at least part of one 6% 21% 21% 5% 16% 15% 15%
No, do not have a written succession plan now 35% 50% 45% 30% 20% 46% 38%
Protective/continuity mechanisms other than written succession plan (insurance/estate plan/etc.) 18% 9% 15% 12% 8% 12%
INTEND TO HAVE WRITTEN SUCCESSION PLAN - NET
é Yes, intend to have written succession plan 35% 21% 18% 20% 24% 23% 24%
:qéj Timeframe mentions 6% % 10% 12% 9%
= Other mentions (Intend To Have Written Succession Plan) 8% 8% 8%
MISCELLANEOUS - NET
Other mentions 0% 0%
Don't know / Not sure / Haven't decided 4% 4%
Nothing / N/A 20% 4% 12%
No detailed mentions 0 0%
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Appendix E

Main Survey
Q1 What is your role in your firm? (select the option that best describes you)
Owner - executive (3)
Non-owner - executive (10)
Client Relationship Manager (11)
Investment Analyst (12)
Administration (13)
Q2 What is your age?
¥ Under 30 (1) ... 76 or older (9)
Q3 What is your gender?
Male (1)
Female (2)
Other (3)
Q4 How many people does your business employ?
Fewerthan 5 (1)
Between 5 and 15 (2)
Between 15 and 30 (3)
Between 30 and 50 (4)
More than 50 (5)
Q5 How many clients does your firm work with?
Fewer than 100 (1)
Between 100 and 500 (2)
More than 500 (3)
Q6 If you were to sell your business today, what is the estimated market value of your practice/firm?
Less than $500,000 (1)
Between $500,000 and $1,000,000 (2)
Between $1,000,000 and $5,000,000 (3)
Greater than $5,000,000 (4)
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Q7 Outside/Non-business Activities

Very
frequently
(29)

Frequently ~Somewhat
(30) frequently
(31)

[ am involved in
community
activities (3)

| am engaged in
personal
hobbies (4)

| participate in
charitable or
religious
activities (5)

| am involved in
other non-
business
activities (6)

Q8 Future Activities

Somewhat
agree (10)

Strongly
agree (8)

Agree
©)

When | retire | plan to
get more involved in
community activities

(8)

When | retire | plan to
be more engaged in
community activities

)

When | retire | plan to
participate more often
in charitable or
religious activities
(10)

101
Neither Somewhat Rarely  Very
frequently rarely (33)  (34) rarely
nor rarely (35)
(32)
Neither Somewhat  Disagree
agree nor  disagree (13)
disagree (12)

(11)

Strongly
disagree
(14)
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[ don't plan to retire

(11)

Q9

Strongly
agree (1)

Succession planning is
one of my business
goals (1)

Succession planning is
good for the long-term
value of my business (2)

Increasing the value of
my firm is important to
me (3)

The continuation of my
business after | retire is
important to me (4)

Continued service to my
firm's clients after | retire
is important to me (5)

Providing financial
stability to my family
after | leave my firm is
important to me (6)

Q10 My business is my identity
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Agree (2)

Somewhat
agree (3)

102

Neither ~ Somewhat Disagree  Strongly
agree disagree  (6) disagree
nor (5) (7
disagree

(4)
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Q11 | have control over the future of my business
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q12 For me to plan for succession is
Extremely easy (1)
Moderately easy (2)
Slightly easy (3)

Neither easy nor difficult (4)
Slightly difficult (5)
Moderately difficult (6)
Extremely difficult (7)

Q13 For me to plan for succession is
Extremely good (1)
Moderately good (2)
Slightly good (3)

Neither good nor bad (4)
Slightly bad (5)
Moderately bad (6)
Extremely bad (7)
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Q14 | intend to plan for succession
Extremely likely (1)
Moderately likely (2)
Slightly likely (3)

Neither likely nor unlikely (4)
Slightly unlikely (5)
Moderately unlikely (6)
Extremely unlikely (7)

Q15 Whether | plan for succession is completely up to me
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q16 If | wanted to | could plan for succession
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)
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Q17 | will make an effort to plan for succession
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q18 For me to plan for succession is

Definitely possible (1)

Probably possible (2)

Possibly possible (3)

Neither possible nor impossible (4)
Possibly impossible (5)

Probably impossible (6)

Definitely impossible (7)

Q19 Most experienced investment advisors have formally planned for succession

Definitely true (1)

Probably true (2)

Possibly true (3)

Neither true nor false (4)

Possibly false (5)

Probably false (6)

Definitely false (7)
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Q20 When it comes to succession planning, how much do you want to be like other advisors?
Very much (1)
Alot (2)
Somewhat (3)
Moderately (4)
Slightly (5)
Barely (6)
Not atall (7)

Q21 | have identified a successor to lead my firm
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q22 Identifying a successor will allow me to develop a succession plan
Strongly disagree (1)
Disagree (2)
Somewhat disagree (3)
Neither agree nor disagree (4)
Somewhat agree (5)
Agree (6)
Strongly agree (7)
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Q23

[ want to do
what my spouse
and/or family
think | should do

(1)

[ want to do
what my
employees think
[ should do (2)

[ want to do
what my clients
think | should do

(3)
| want to do

what my peers
think | should do

(4)

Q24

Strongly  Agree
agree (2)
(1)

Somewhat  Neither

agree (3)

(4)

Extremely
likely (1)

Planning for succession will help me meet my

business goals (1)

Planning for succession will help the long-term
value of my business (2)

Planning for succession will help my business
continue after | retire (3)

Planning for succession will allow my clients to
be served after | retire (4)

agree nor
disagree

Somewh
disagree

(5)

Somewhat
likely (2)

1

at Disagree  Strongly
(6) disagree
(7)
Neither Somewhat
likely nor  unlikely
unlikely (4)

(3)

07

Extremely
unlikely

(5)
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Planning for succession will provide financial
stability to my family after | retire (5)

Planning for succession will cause me to stop
working even if I'm physically and mentally
able (6)

Q25 If | leave my business | will lose my identity
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q26 If | develop a succession plan | will lose control over my business
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q27
Strongly ~ Agree Somewhat  Neither Somewhat Disagree  Strongly
agree 2) agree (3)  agreenor  disagree  (6) disagree
W) disagree  (5) (7)

(4)

Succession

planning Is

common in my

industry (1)
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My industry
approves of me
developing a
succession plan

(2)

My peers think |
should plan for
succession (3)

My clients think
that | should plan
for succession (4)

My family thinks
that | should plan
for succession (5)

My employees
think that I should
plan for
succession (6)

109

Q28 | have experienced a serious life event such as the death of someone close, an illness or a tragedy that

affected my business
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q29 | have family obligations that place demands on my time
Very frequently (1)
Frequently (2)
Somewhat frequently (3)
Neither frequently nor rarely (4)

Somewhat rarely ()
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Rarely (6)
Very rarely (7)
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Q30 | have access to information about succession planning to help me through the process

Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q31 | believe that succession planning for my business is possible
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

Q32

Strongly  Agree (2) Somewh
agree at agree

(1) (3)

Experiencing a serious life
event would make it more
difficult for me to plan for
succession (1)

Neither Somewhat  Disagree
agreenor  disagree (6)
disagree (5)

(4)

Strongly
disagree

(7)
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Family obligations that place a
demand on my time would
make it more difficult for me to
plan for succession (2)

Not having access to
information about succession
planning would make it more
difficult for me to plan for
succession (3)

Knowing what steps to take
would make it easier for me to
engage in succession planning

(4)

Q33 | have a succession plan in place
Yes (1)
No (2)

Skip To: End of Survey If | have a succession plan in place = Yes

Q34 | intend to plan for succession within the next 3 years
Strongly agree (1)
Agree (2)
Somewhat agree (3)
Neither agree nor disagree (4)
Somewhat disagree (5)
Disagree (6)
Strongly disagree (7)

1M
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Appendix F

Factor Loadings

Factor

ltems

Activities
Behavioral Beliefs
Attitudes
Normative Beliefs
Motivation to Comply
Subjective Norms
Control Beliefs
Perceptions of Control
Beliefs Composite
Intentions to Plan

7.1,81,82,83
9.1,92,93,94,95
24.1,24.2,24.3,24.4,24.5
27.3,27.4,275,27.6
23.1,23.2,23.3,23.4
19, 20, 27.1
321,323,324
16, 18, 31
9.1,9.2,93,9.4,95,27.4,27.5,27.6
14,17, 34
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Appendix G
Descriptive Statistics
N Minimum Maximum Mean  Std. Deviation Skewness Kurtosis
Statistic ~ Statistic ~ Stafistic ~ Statistic Statistic Statistic ~ Std. Error  Statistic ~ Std. Error
Activities 198 1 7 3.1583 1.29245 0.716 0.173 0.339 0.344
BehBel 198 1 426 1.8136 0.72693 0.974 0.173 0.794 0.344
Attitudes 198 1 4.2 14838 0.59079 1.616 0.173 298 0.344
NorBel 198 1 5.03 24144 0.90422 0.195 0.173 -0.522 0.344
MotCom 198 1 7 37414 1.11373 0.332 0.173 0.14 0.344
Norms 198 1 7 3.984 1.38853 0.069 0.173 -0.867 0.344
ConBel 198 1 7 26977 113277 0.996 0.173 1.147 0.344
Control 198 1 567 1.5657 0.72806 2.086 0.173 6.295 0.344
Beliefs 198 1 4.38 2.0415 0.68545 0.793 0.173 0.674 0.344
1

Intent 198
Valid N (listwise) 198

6 1.6006 0.876 2,078 0.173 5.369 0.344
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Appendix H

Confirmatory Factor Analysis

SP 7-Factor
hi Square=674.824@df377

RMSEA=.063
CFI=.902

[23

&L E—
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Appendix |

Structural Equation Model
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SP 7-Factor

Chi Square=695.808@df387

0 7 0 RMSEA=.064
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