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Abstract of Thesis

The thesis focuses on the topic of succession in family businesses. More specifically, it

studies the succession experiences of Overseas Chinese family businesses in Hong Kong.

Over the years, as the wealth of the Overseas Chinese grew, many began sending their

children abroad to study, in hope that they would obtain a better education. As a result,

these children, some leaving home as early as the age of 6, spend much of their

adolescence abroad, many spending approximately 10 years in western cultures. The

extended periods of time spent in an alien culture meant that the children, termed

"unaccompanied minors" by psychologists, have had to learn to cope with the obvious

cultural differences and with growing up alone in very different environments. U.S.

psychologists have studied the effects of the unaccompanied minors experiences, and have

found that there are different coping patterns and different cultural identities among them.

The westernisation of the unaccompanied minors, increases the problems associated with

family business successions for the overseas Chinese. In addition to the possible

generation gaps between the incumbents and the successors found in western research,

there is now the possibility of a culture gap.

Currently, most family business research has been based in western cultures. The

understanding and study of Overseas Chinese family businesses have been limited, due to

the secretive nature inherent in Chinese culture. This makes access to data problematic.

This study's researcher overcame the data access problem and was able to obtain rich data

on the succession experiences of 25 overseas Chinese family businesses, interviewing both



the incumbent and the successor generations

The thesis studies 21 Hong Kong overseas Chinese family businesses (4 from other

overseas Chinese communities as comparison) in which there are unaccompanied minors

as successors. From in-depth interviews with both parents and children, the thesis explores

the factors that affect the quality of succession experiences. Four overseas Chinese family

businesses were also interviewed, who were not from Hong Kong. While not part of the

main analysis, they provide interesting comparisons, and identif,' possible ftiture research

areas.

Among the many interesting findings, the ability of the unaccompanied minors in coping

with cultural changes, was found to affect the quality of the succession experienced by the

family. The thesis concludes that unaccompanied minors' ability in dealing with their

experiences away from home is therefore a potential indicator as to the succession to be

experienced upon return to the family business. Other findings concerned with the

willingness of parents to accept the existence of generation gaps, and the extent of the

cultural gaps with their children, were also found to be important determinants of positive

succession experiences.
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Introduction

According to John Naisbitt (1982), author of Megatrends Asia, it will be the Chinese

network, and not just China herself who will emerge as Asia's dominant commercial force

in the 21st Century. The overseas Chinese, defined for the purpose of this research as all

Chinese residing outside China around East Asia, and often referred to as the Bamboo

Network, was estimated to have 51 million population spread around the East Asian

countries, and a staggering GNP of US$ 450 billion in 1990 (Economist 1992). Their

holdings in liquid assets (not including securities) were estimated to be in the region of

US$2 trillion.

As a comparison, in Japan, with about twice as many people, the bank deposits in 1990

totalled to US$3 trillion (Economist 1992). Further, the overseas Chinese produce nine

out often of the region's billionaires and control around two-thirds of the region's retail

industry. On a more international scale, four out of the ten richest families in the world,

according to Forbes Magazine in 1996, are overseas Chinese. This remained the case in

the Forbes Magazine in 1998.The Overseas Chinese are also the largest group of investors

in the region, with contributions greater than Japanese and U.S. investments put together,

and have invested over US$200 billion in mainland China (Redding 1995). While the

Asian economic crisis has no doubt taken a temporary toll on the overseas Chinese, what

remains remarkable is that these overseas Chinese started as migrants from China with

little or no money at all, and that they achieved success and attained economic influence

in only one generation
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The research on the overseas Chinese is more than just one more research project on an

ethnic group in their own countries Even as ethnic minorities in many of their host

countries, the overseas Chinese dominate the Tiger economies, and are clearly an

economic force to be reckoned with for now and in the future.

This research is about the succession process in organisations. There are many reasons

why succession is studied. 'Men die, but organizations generally continue to exist beyond

the life of their leaders. The dilemmas of succession in leadership are usually considered

a potential source of danger and conflict' (Davis 1968, Vol.13, No.3, p.402). That is

probably the simplest reason why we study succession in organisations. However, to be

more specific, succession is important for two basic reasons: '(1) administrative

succession always leads to organizational instability, and (2) it is a phenomenon that all

organizations must cope with'. (Grusky 1960, p.105).

'Succession is disruptive to organizations because it sets the conditions for the

development of new policies, disturbs the traditional norms of the organization, and

promotes changes in the formal and informal relationships among members of the system'

(Grusky 1960, p 105). Of course, succession like any other phenomenon affecting a

business, can have both functional and dysfunctional consequences for the business. These

functions or dysfunctions will affect both family and non-family owned businesses, to

different extents

Succession can be functional in that 'by bringing "new blood" and new ideas, succession

can vitalize the organization so as to enable it to adapt more adequately to its
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everchanging internal demands and environmental pressures' (Grusky 1960, p 105). For

example, Dickson Poon, the owner of Harvey Nichols in UK, and many other luxury

brands and retail outlets around the world, started with only his father's jeweliry and

watch retailing outlets in Hong Kong, and by restructuring and viewing the business as a

global retail corporation rather than a localised jewellry and watch retailer, he expanded

his father's business to become a multinational business.

Succession can also be dysfunctional in that, it 'can (simultaneously) promote conflict

among the staff and lower employee morale' (Grusky 1960, pp.105-106), resulting in 'a

lack of cohesiveness and a general decrease in the effective functioning of the system'

(p.106). This can occur in both family and non-family owned businesses. For family

businesses, the problem arises because long term employees have to face up to the reality

that they may never become the most senior figures in the business, as these positions may

be prefentially held for family members. This can be demoralising, and affect how these

employees behave and function in the business.

The focus of this research is to study the succession process of overseas Chinese family

businesses, and seek to find how the increased western influences, brought into the system

by the western educated successors, are affecting the succession experiences of these

family businesses. Therefore, we are not looking at managerial successions or corporate

successions of non-family businesses, but the more complex family business successions.

Handler (1990) suggested that in evaluating a given succession, one should distinguish

between the "quality" of the succession experience and the "effectiveness" of the

3



succession. 'Quality is a reflection of how the involved family members personally

experience the process. It is concerned with such issues as conflict, distrust, rivalry,

resentment and stress' (Morris, Williams, Allen and Avila 1997, Vol.12, No.5,p 390),

things that we are looking at in this research. While 'effectiveness is more related to how

others judge the outcome of the transition' (p.390).

In this research, we are nt looking at a particular variable or group of variables and the

effects they may have on succession. Rather, we are working in the opposite direction. We

are looking at a group of family businesses (the overseas Chinese) and their successions.

We are seeking their personal experiences of the process, and looking at the quality of the

succession experience as defined by Handler (1990). By using existing knowledge on

succession, we will seek to determine the explanations behind their succession

experiences. A model for this research is presented later on in Diagram 1 .7a.

In non-family business successions or corporate successions, ownership and management

are often separated. In contrast, family business successions often involve individuals who

have kinship ties, and therefore the entire succession process becomes more complex.

While corporate successions can provide us with insight into selecting a successor and

managing the succession, the situations involved are often not applicable in family

businesses. For example, in family businesses, the choice of a successor may be more

limited because successor choice may include family members, and often the children of

the owner manager. This is clearly very different from corporate successions, where the

appointment to any position within the business can be done from numerous sources.

Moreover, the influence of personal emotions involved in family business successions
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cannot be ignored.

Another example would be the situation where the replacement of the successor is deemed

necessary due to incompetence. Clearly, dismissing a relative or worse still, your own

child, will have more devastating consequences socially and emotionally, than firing a

professional manager. It is for these reasons that family business successions must be

studied in their own context, much like the approach most of the current research in this

area has taken. (Alcorn 1982, Barach, Gantisky, Carson and Doochin 1988, Barnes and

Hershon 1976, Beckhard and Dyer 1983, Birley 1986, Carney 1995, Dyer 1988, Fenn

1994, Frishkoff 1994, Goldberg 1991, Haid 1994, Handler and Kram 1988, Handler 1989,

Hershon and Barnes 1989, Kimhi 1997, Lansberg 1986, Leach 1994, Longenecker and

Schoen 1978, Morris, Williams, Allen and Avila 1997, Morris, Williams and Nell 1996,

Nelton 1994, SchiffEstess 1996, Stemplar 1988, Ward and Aronoff 1994!, II, III, IV and

V).

Studying family businesses in its own context does not mean that corporate or non-family

business successions can be totally ignored. While not relevant in some aspects, non-

family business successions do provide us with a basic framework in the building of a

research model to study the overseas Chinese family businesses By obtaining the basic

framework of a non-family business succession, we can append the framework with

literature and research on family businesses and overseas Chinese family businesses, and

create a model for this research.

This research is therefore about succession, but more specifically, successions of family

5



businesses. We shall start by reviewing the literature on family business, which is mainly

based on previous research done in the West, especially the United States Then, we shall

look at literature and existing research on the Overseas Chinese family businesses, and see

how they differ from western family businesses.

By reviewing these literatures, we are not only gaining a better understanding into the

overseas Chinese family businesses' successions, we are also studying the effects western

educated and socialised overseas Chinese successors have on the succession process of

these businesses. This group of successors are known as unaccompanied minors, a name

given by the airline companies who transport them to and from their place of origin and

their place of study. It is worth noting that the unaccompanied minors phenomenon is very

common, as most overseas Chinese families, especially in Hong Kong, send their children

abroad to study. Certainly for those with family businesses, unaccompanied minors as

successors is the norm.

Unaccompanied minors as a phenomenon is relatively recent. Their participation in family

business succession has yet to be documented or researched. Unaccompanied minors tend

to be the children of those born towards the end of, or after the Second World War. Their

existence is partly due to the falling standards of education in parts of Asia, and partly due

to the perception of the importance of a western education. Unaccompanied minors, who

may have been sent abroad to study as early as the age of six, spend substantial periods

of time in the West, and their cultural makeup tend to be westernised (Ng 1995). This in

turn implies that western elements would be brought back to overseas Chinese family

businesses, when these unaccompanied minors become successors. The different cultural
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makeup and experiences of these successors will have implications on the succession

experiences of the overseas Chinese family businesses

Succession

V
Non-Family
	 Fami'

	

Western	 Overseas

	

'	 Chinese

Problems	 Unaccompanied
in Family	 Minors
Business
Succession

Figure 1: Outline of Overseas Chinese Family Business Succession Research

Before we can proceed any further, we must first understand and define the term family

business, so as to be clear the type of organisation we are studying. Figure 1 above

outlines the approach used to conduct this research. The research will commence with a

comprehensive review of western literature of family businesses and succession. We shall

then discuss the cultural issues and differences involved between the West and the

overseas Chinese. The definition of the term family business, will be altered to fit into the

overseas Chinese cultural context for the purpose of this research. This has to be done,

because as it will be shown later, definitions of the term family business is culture specific

Once we have defined the term family business, we shall gradually create a model for this

research by using literature on non-family business successions and existing research into
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family business successions While the literature is mainly based on research done in the

United States and Europe, especially for family business research, it does provide useflul

perspectives and a framework for studying family businesses.

Finally, the overseas Chinese family businesses will be discussed, with specific interest

taken on the effects of western educated overseas Chinese successors on these family

businesses' successions. This group of unaccompanied minors successors form a new

element into the process of succession for the overseas Chinese family businesses.

It is the intention of this thesis to identify the potential and latent problems faced by

overseas Chinese family businesses with unaccompanied minors as successors. By gaining

a better understanding into the problems faced in the successions, and the unaccompanied

minors' experiences, this thesis will provide solutions and suggestions for overseas

Chinese family business members so as to avoid and neutralise problems arising from the

various successions.

The research will focus on data from Hong Kong, due to the time consuming exercise of

gaining access to reliable data, as will be explained in great detail later on in the

methodology chapter The method chosen for conducting this research is based on the life-

history method, which will be described later on. The method is most appropriate, because

this research is mainly interested in the succession experiences of a specific group of

individuals, hence studying their life histories commencing from the day the successors

enter their family businesses offers the most logical approach
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From the data collected, the analysis is done by looking at the issues raised during the

interviews with the family members These are presented, and their frequencies noted, so

as to determine the importance of each issue raised, and the source of the problems

arising. The basic structure of the analyses is one of constant comparison between the

different perspectives of the incumbent, the successor and other family members (where

applicable). A comprehensive description of the analyses is given in the analysis chapters.
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Chapter 1: The Family and The Business

Businesses can be divided broadly into two categories, family-owned and non-family

owned businesses. However, the issue of passing on leadership and/or ownership of a

company, is not limited to just family businesses. While there is much literature on

corporate successions, the issues raised in this literature only provide part of the picture,

since in non-family businesses, ownership and management are separate. Family businesses

and their successions, with the overlap of ownership and management, are more complex.

This research studies the succession process of a specific group of family businesses: the

overseas Chinese family businesses in Hong Kong.

[1.11 The Family and The Business

Family businesses are very common, but that does not necessarily make them suitable

subjects for research. The reason why family businesses are interesting, is that there is the

possibility that differences in ownership and control structures have an effect on the way

these businesses are run. For example, according to Daily and Dollinger (1991), family

firms may have a lower cost, because there are lower or no agency costs, and they are

therefore more efficient. 'The distinction arises because the professional culture of

managers is characterized by a unique set of values and beliefs based on individual

motivation and achievement. This encourages a focus on monetary rewards and tangible

benefits; personal gain comes through advancement and promotion within the organization

and increased compensation rather than a sense of pride in the organization as such' (p.3)

10



Daily and Dollinger's (1991) main finding was that family businesses are different from

other businesses, because ownership and control of the business overlaps with the family,

and therefore contradictions occur quite often, as the business and family strive for

different objectives. 'The problem is that family businesses have a built-in Achilles' heel.

Two systems interact - the family and the business - and these two systems are not

necessarily compatible. On the contrary, examples of destructive family feuds are not hard

to find' (p.60).

Levinson (1971, p.90) agrees and explains the possible conflicts involved in family

businesses, 'It is obvious conmion sense that when managerial decisions are influenced by

feelings about, and responsibilities toward relatives in the business, when nepotism exerts

a negative influence, and when a company is run more to honor a family tradition than for

its own needs and purposes, there is likely to be trouble' (Levinson 1971, p.90).

These explanations may help us understand why many western family businesses go out

of existence after ten years, with only three out of ten surviving into the second

generation. Indeed, an average life span of a western family business is 24 years, which

coincides with the average tenure of the founders of the businesses (Beckard and Dyer

1983). The statistics provided by Morris, Williams, Allen and Avila (1997) confirm that

family owned businesses appear to have real problems: 'The available evidence suggests

that only 3000 of these firms survive into the second generation of family ownership, and

15° 0 survive into the third generation (p.386)

Perhaps Kaslow (1993) provided some insight into why this might be the case by pointing
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out that conflicts among family members within a family business tends to be circular, and

last over a long period of time because of the interaction between relationships in the

home and relationships in the workplace. In other words, 'a particular family conflict can

impact on a subsequent business decision that, in turn, creates new sources of differences

within the family' (Morris, Williams, Allen and Avila 1997, Vol.12, No.5, p.387).

It appears that while family businesses seem to be a contradiction in terms, due to the

conflicts of interest that sometimes occur between the family and the business, they still

exist in large numbers in most cultures, and show little sign of declining. It would seem

that the problems faced may not be fatal to the businesses. Indeed, when one studies

family businesses more closely, one quickly finds that many of the main problems are

psychological. 'They center on issues such as the fit between the senior executive's

leadership style and the company's stage of development, the overflow of family conflicts

into the business, coalition politics among the family members (which detract from the

substance of the business), and last but certainly not least, the question of succession (Kets

de Vries 1993, pp. 63-64).

Succession appears to be where most of the business "fatalities" occur for family

businesses, as we can deduce from the intergenerational survival rates of family

businesses. As Peter Davis, Director of Division of Family Business Studies of Wharton

School of Business in 1988 pointed out, ' "Smooth succession" is an oxymoron....

Succession in a family business is probably the most complex management challenge

anybody faces' (Handler and Kram 1988, Vol.1, No 4, p.361).
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The key assumption of the above analysis is based on a perspective that starts by seeing

the business as central with the family as an adjunct. However, this may not be the only

perspective to look at successions and family businesses. The perspective depends on how

the term family business is defined.

11.1-11 Defining the Family Business

The importance of giving a definition for the term family business goes beyond the need

to understand the meaning of the term. 'Until researchers agree on what a family business

is, they will find it difficult to build on each other's work and to develop a usable

knowledge base. In addition, knowing what type of organization was studied in a given

project helps managers and consultants decide whether the findings from the research are

applicable to their situations' (Lansberg, Perrow and Rogolsky, p. 2).

From my own review of literature in this area, I agree with Handler's (1989) findings that

academics find the term 'family business' difficult to define Although there has been

extensive research conducted, there seems to be little consensus as to the definition.

The majority of the definitions of the term family business, are concerned with ownership

and control, and sees the family firm as any business in which the majority ownership or

control lies within the family. Alcorn (1982), Barnes and Hershon (1976), Lansberg,

Perrow and Rogolsky (1988), and Rosenblatt, de Mik, Anderson, and Johnson (1985).

Other definitions used include, Ward's (1987) approach where the focus is on succession

and stresses the importance of passing on the control and ownership of the company to
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the next generation. By contrast, Carsrud (1994) defined a family business as having

members of an emotional kinship group controlling both ownership and policymaking

within the business.

Davis (1983) provided a more comprehensive definition, and looked at it as the

combination of two organisations, with family participation being the focus. 'Family

businesses are those whose policy and direction are subject to significant influence by one

or more family units. The influence is exercised through ownership and sometimes through

the participation of family members in management. It is the interaction between two sets

of organization, family and business, that establishes the basic character of the family

business and defines its uniqueness. Family and business combine to produce a joint

system operating according to rules derived from the needs of the separate parts but

adapted to the needs of the whole' (pp.47-48). His definition is shared by Beckhard and

Dyer (1983), and Kepner (1983).

With the complexity of family businesses, it is perhaps not surprising to find that, while

academics agree that ownership and control are important measures in defimng the term,

they do not agree on the value each of these factor brings to the definition. 'Consideration

of research on family business and observation and conversation with managers in family

businesses have led us to conclude that the monolithic concept of "family business" does

not adequately describe the complexity of the institution as it exists currently' (Holland

and Boulton 1984, p 16).

Holland and Boulton (1984) argued that while there is a general consensus that family

14



Focus on
relationship

Survival, succession

businesses exist as an institution, the organisation as it is named and identified can range

from a small 'mom-and pop' company to a multinational. Further, the ownership structure

can also vary. They preferred to look at family businesses as an institution, in an

evolutionary context, By describing family businesses in terms of four structural phases,

from entrepreneurial to post-family relationships as illustrated in the Table 1.1 below.

Table 1.1
Structures of the Family-Business Relationshi

Structure	 Initiated by	 Relationship
characterised by

I. Prefamily	 Founding of business Concentration of
power in single
individual

II. Family	 Entry of relative of
founder or sole
owner/manager into
management and/or
ownership

Power dispersed
among several
individuals based on
family connection

Resource acquisition

III. Adaptive Family

IV. Postfamily

Sale of stock to
nonfamily members

Liquidation of family
stock holdings

Power based on
management
position and stock
ownership

Power based on
ability to ftinction in
the new organization

Performance

Adjustments

Extracted from Holland and Boulton (1984) in Business Horizons Vol. 27, No.2, p.17.

It could be implied from the above diagram, that the focus is on the start up of a business,

only over time does this business evolve into a family business. At the pre-family stage,

although the motive of setting up a family business may exist in the entrepreneur's mind,

it is technically not a family business until Stage II
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Kaslow (1993) provided an explanation as to how family businesses in society came into

being, by looking at the motivating factors for individuals. 'Providing for one's family and

being connected to them financially as well as emotionally is a major motivating factor for

many adults. How better to encompass one's personal goals, need for stature and

accomplishment, and to shoulder responsibility to "earn a living" than to intertwine one's

career aspirations with seemingly like-minded relatives who comprise the family system

than to set up a family business?'(p.4).

In essence, at the pre-family stage, the issues for the business are no different from any

other corporation, as it is a non-family business. The interest, for the purpose of this

research, arises, when the business is seen to be a family business.

Reasons for Start-up-Start up—Invo1ve family members-Family Business

Succession Issue

Diagram 1.1 : From Start-ups to Family Business to Succession

Diagram 1.1 restates Table 1.1 and illustrates how the literature implies that a business

evolves into a family business. Initially, the business is a start up, and therefore is in the

prefamily stage. Over time, family members become involved in the business at various

levels. Once this occurs, it becomes a family business and the issue of succession will

increase in relevance as the incumbent leader of the business ages.

While it may seem relatively straight forward that once family members (other than the

entrepreneur) are involved, a business is defined as a family business, the task of definition
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is further complicated because each of the dimensions used to distinguish the family

business from other types of organisations are not easily identified. 'Ownership-

management, family involvement in the business, and availability of family members for

generational transfer will vary just as the size and type of the firm ranges from small mom-

and-pop shops to billion dollar family-owned corporations' (Handler 1989, p.259).

Therefore any attempt at defining the family business must account for this range of

configurations as well as the factors that distinguish it from other organisations. Further,

the degree of family members' involvement in the business can range from ownership of

shares to full participation in management, or somewhere in between. All these contribute

to complexity in defining the term family business.

Bearing this in mind, Handler (1989) went on to give a broad definition of family business,

based on the existing literature available at the time. 'A family business is defined here as

an organization whose major operating decisions and plans for leadership succession are

influenced by family members serving in management or on the board' (p. 262).

With Handler's definition, an extra issue surfaces. With the influence of family members,

comes the involvement of the attitudes of family members towards the issue of succession.

Once attitudes and values are brought into the frame, we are moving into a position where

there is a need to consider the cultural context within which family businesses operate.

Could the very definition of what constitutes a family business be culture specific?

If the definition of a family business is defined from the perspective of the business as

being central, with the family as an adjunct, then it implies that the involvement of family
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members will not be high, and therefore, attitudes and values are not a prominent

influence On the other hand, if the definition of a family business is defined from another

perspective where the family is central, with the business as adjunct, then a different

scenario arises. The importance of the family implies that family members will have

substantial influence, and therefore attitudes and values become important in defining the

family business. The relative importance of the family between societies vary across

cultures, and therefore, we can logically conclude that the definition of the term family

business is culture specific.

It is perhaps not surprising that, as indicated by Lansberg, Perrow and Rogolsky (1988,

p.1), 'People seem to understand the term family business, when they try to articulate the

precise definition, they quickly find it a very complicated phenomenon'. While it appears

that academics cannot come to a consensus as to the definition of a family business, there

are nevertheless cornmonalities among most of the definitions found in the literature: They

generally tend to focus on ownership and/or control of the business by the family. These

definitions seem to suggest that the primary focus for family businesses is on the business

and the way in which it is related to the family; it is a business with the family involved.

They support the perspective where the business is central and the family is an adjunct.

A good example of this emphasis of business over the family is Holland and Boulton's

(1984) research, in which they discussed the family-business relationship. They studied

internal and external coalitions and relationships and its effects on decision making in

family businesses. The key was that in their research, they referred to "internal" to the

business, and "external" to the business 'The problem of managing this relationship
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relates to managing both external coalitions (management of stakeholder relationships)

and internal coalitions (organizational politics)' (p. 18). The perspective is again taken

from the business' point of view, implying our previous point that the family business is

a business with the family involved.

In order to gain further understanding of family businesses and its definitions, it is logical

to gain a better understanding of how family businesses came into being. Given the above

information that family businesses is a business with a family involved, the natural starting

point would be the pre-family stage, where the business was not considered a family

business by definition.

11.21 The Pre-Family Stage

While this research studies the succession processes of family businesses, it would be

useful to understand the pre-family stage of these businesses, as defined in Table 1.1 by

Holland and Boulton (1984). After all the point at which a pre-family structured business

becomes a family business is vital in the definition of the family business, since it is the

point where the business has the family involved: A key event in the definition of a

western family business. Only by understanding the pre-family stages, and how the

business changes over time to become a family business, can we give a precise and

accurate definition for the term: family business.

[1.2-1] Origins and Motivations of Start-ups

The first step to a 'start-up' is 'the process by which an individual arrives at the decision

to try to develop a business out of an idea' (Birley 1996, p.20). There are many reasons
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why people start a business. Their motivations vary and there has been extensive literature

written on the issue Many businesses involve other family members and, in many

countries, businesses involving families are the most common format for enterprises.

There are many studies on the motivation behind individuals who wish to establish their

own businesses. Schumpeter (1942) assumed that an entrepreneur was born with the

ability to take risks and the wish to create a new venture business by discussing

entrepreneurial profit, which is the surplus over costs (Schumpeter 1942, translated by

Opie 1974, p. 128).

In 1961, McClelland stated in his study that the motivations of a successful entrepreneur

were not genetically inherited. Rather, he preferred to study the psychological and social

factors underlying the entrepreneur's success.

Gibb and Ritchie (1982, p.27), in their "social development" model of venture initiation

argued that it was the combined influence of class structure, family origin, education,

occupational choice and development, career and organisational history and experience

that were responsible for the motivation of individuals in establishing new businesses

(Cooper and Dunkelberg 1986; O'Farrell and Pickles 1989).

Brockhaus (1980, 1982) supported McClelland's findings, while Kets de Vries (1988)

argued that the reasons and motivations were associated with the individuals' social

marginality (Stanworth and Curran 1973, Scase and Goffee 1982): 'a discrepancy between

the personal attributes of the individual and the social role or roles he plays in society. It
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was noted that social marginality is generated in all complex societies but varies in its

degree of severity. For some people the inconsistencies between their personal attributes

and their social roles are so large that they induce a crisis of self-identity which is followed

by a behavioural response' (Stanworth and Curran 1973, p.39). The behavioural responses

referred to were entrepreneurial behaviours

In a study conducted by Birley and Westhead (1993), owner-managers identified seven

components as their main reasons for starting their business, which were confirmed in

Birley (1996, p.25):

A need for approval

2.	 A need for independence

A need for personal development

4. Welfare considerations

5. Perceived instrumentality of wealth

6. Tax reduction and indirect benefits

7. Following role models

These findings concurred or were linked with previous findings from other studies by

McClelland (1961), Maslow (1954), Hofstede (1980) and Dubini (1989). The study by

Birley and Westhead (1993) found that it was the combination of these components rather

than a single component that was responsible for the motivations behind the 'start-ups'.

Drawing from all these studies, we can sumniarise and deduce that the emotional needs

of individuals, combined with the concerns for the well-being of other family members,
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led them to start their own businesses. Often, the concerns for the well-being or welfare

of the family, result in employment of family members in the businesses, hence calling

these businesses, family businesses: businesses with family involvement.

The above literatures may be based on western research, but as we suggested earlier,

definitions of family businesses may be culture specific. Therefore, before we can study

succession in overseas Chinese family businesses, we must first define overseas Chinese

family businesses.

11.3] National Differences in Family Businesses

Most of the literature found on family businesses were based on data collected from

studies conducted in the United States. However, the European Business Survey (Birley

1996), studied owners of businesses from 17 European countries and collected data on

the extent to which their personal goals affected business decisions.

The study found that there were differences in the data between countries. For example,

'the Austrians, Finns, Danes and Spaniards would sacrifice growth and control for

protecting income and investment'; the owners in Belgium, Luxembourg, the Netherlands

and Switzerland consider maintaining their businesses at their current sizes to be a high

priority; and the Greeks are most concerned with family succession. Also, the Greeks and

the Austrians were found to have a tendency to be Dynasts, where 'their primary goals are

to grow the business, protect their investment and pass it on to the next generation'

(Birley 1996 p.7). While the Belgians, French, Dutch and Spanish were found to have a

tendency to be more Protectionist, where their 'main priority is to keep their business at
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its present size while protecting their investment' (p 7) It is reasonable to conclude that

these findings are likely to reflect cultural differences between entrepreneurs from different

parts of Europe

In another similar study conducted by 3i on owner managers in Europe, cultural

differences were also found between managers of businesses from different European

countries. For example, in Britain, the desire to build a business to pass on to the next

generation is by companson to other countries, not as important a motivation factor for

the owner managers. While in Germany, it is considered of equal importance to personal

development. By contrast, the Italian owner managers were found not to be interested in

making money, but were instead more concerned with social factors and status. For them,

the need to 'belong' is a strong motivating factor (Burns and Whitehouse, 3i, 1996).

Since there are differences found between European countries, it may also be the case that

there are differences between the U.S. and the rest of the World. Therefore, existing

literature and data collected by researches in the West must be reconsidered before being

applied to family businesses in other countries and communities, for example, the overseas

Chinese communities. Indeed the very definition of the term 'family business' may well

vary. Therefore, before we can discuss the literature on overseas Chinese family

businesses, we must first define the term culture.

11.41 The Importance of Culture

'The history of the concept of culture as used today in science is the story of the

emergence of an idea that was gradually strained out of the several connotations of an
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existing word. The word culture, in turn, goes back to classical or perhaps pre-classical

Latin with the meaning of cultivation or nurture, as it still persists in terms like agriculture,

horticulture, cult, cultus, and in recent formations like bee culture, oyster culture, pearl

culture, bacillus cultures' (Kroeber and Kluckhohn 1952, Vol.47, No.1, p.145).

Kroeber and Kluckhohn (1952, Vol.47, No.1) cited one hundred sixty-four definitions of

culture. So defining culture, much similar to defining the term family business is no easy

task. They found that out of the definitions considered, the attribution of culture to a

group or social group is the single element most often found, and was the most constant

central notion attached to the concept of culture.

According to Hofstede (1997), 'culture' usually means "civilisation" or "refinement of

the mind" and in particular the results of such refinement, like education, art, and

literature.' (p.5). He went on to give a broader definition of 'culture', or what he called

'culture two' which he defined as mental software, refering to the patterns of thinking,

feeling, and acting. This not only included those activities which are supposed to refine

the mind, but also ordinary aspects of life such as 'greeting, eating, showing or not

showing feelings, keeping a certain physical distance from others, making love, or

maintaining body hygiene' (Hofstede 1997, p.5)

Hofstede (1997) also argued that culture is learned, and not inherited. It derives from a

person's social environment, and is therefore a collective phenomenon It is shared with

people who live or used to live in the same social environment. Therefore, 'It is the

collective programming of the mind which distinguishes the members of one group or

24



category of people from another' (p 5)

'Hofstede's work suggests that shared values endure over time and are fairly consistent

within cultures because they have been institutionalized in the "consequences" of any

particular culture. Consequences are created by and reinforce the underlying cultural

conditions' and 'Culture determines the identity of a human group in the same way

personality determines the identity of an individual' (McGrath, MacMillan and Scheinberg,

1992, p. 118). In other words, culture leads to sets of consequences for the society in

much the same way that an individual's personality influences the choices made and the

resulting outcomes.

Other academics, such as Symington (1983) define culture as a complex whole which

comprises knowledge, belief, art, law, morals, customs and 'any capabilities and habits

acquired by a ... [person] as a member of society'. Anthropologists Kroeber and

Kluckhohn (1952) gave a very comprehensive definition of culture. 'Culture consists of

patterns, explicit and implicit, of and for behavior acquired and transmitted by symbols,

constituting the distinctive achievement of human groups, including their embodiment in

artifacts; the essential core of culture consists of traditional (i.e., historically derived and

selected) ideas and especially their attached values; culture systems may, on the one hand,

be considered as products of action, on the other, as conditioning elements of future

action' (Vol.47, No.1, p 181)

Carrol (1982) provides perhaps the simplest summary of the definitions Carrol defined

culture as something that is shared by all or almost all members of some social group;
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something that the older members of the group try to pass on to the younger generations,

and something that shapes behaviour or structures perception of the world

The most important common point out of these similar definitions is that culture affects

how people behave and how people see and do things as a group or community. In short,

culture constitutes the attitude of a group of people, and this affects the perception and

behaviour of this group of people.

The importance of understanding the culture of the group studied therefore becomes

important in any research, as it sets the background and indeed provides the foundations

of how the group would react to the researcher and the research topic. Besides, only by

understanding the culture can we be sure that we are studying the subject we intend to,

and not a misinterpretation of the subject or indeed definitions of terms, which may occur

due to cultural differences between the researcher and those being studied. This is perhaps

the most vital point within this research: only by understanding the overseas Chinese

culture, can we truly appreciate and study the problems they face, and the meaning of

what they call 'family businesses'.

11.4-11 Culture and Studying the Overseas Chinese

Without defining the overseas Chinese culture, we are unable to define any of the terms

used in studying the overseas Chinese, since our existing definitions and assumptions

based on western cultures may not apply. As Lee (1996) explained, 'Organizations and

management are reflections of the society in which they are created. People build

organizations according to their values, and societies are composed of institutions and
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organizations that reflect the dominant values of their culture' (p.64)

For the purpose of this research, I have defined the term overseas Chinese as all Chinese

whose homes are located outside the People's Republic of China. This definition will

include Taiwan, which although it has never been recognized by the United Nations due

to China's protest, has always declared herself a country in her own right, and at times the

only 'China'.

Given that the fore-mentioned studies have found discrepancies in expectations and

priorities among European businesses, it would not make logical sense for us to assume

that what applies in western societies would apply in eastern cultures, given what we

already know about the impact of culture on people's outlook on businesses. Further, it

would also be unwise to assume that the overseas Chinese culture is completely

homogenous across the many nations that it spans. Therefore, it is important to specify

the exact geographical location where any research is conducted, as one of the constants

in the research.

As will be explained later in the methodology chapter, this research focuses on overseas

Chinese in Hong Kong, but provides some insight as to how findings here could help

further studies on overseas Chinese family businesses in other parts of the world.

Cultures include a characteristic set of unstated premises and categories ("implicit

culture") which vary greatly between societies. Thus it is possible for one group to

unconsciously and habitually assume that every chain of actions has a goal and that when
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this goal is reached tension will be reduced or disappear While to another group, thinking

based upon this assumption is by no means automatic. They may see life not primarily as

a series of purposive sequences but more as made up of disparate experiences which may

be satisfying in and of themselves, rather than as means to ends (Kroeber and Kluckhohn

1952, Vol.47, No.1, p.157).

In other words, what is acceptable and expected of in one culture may be far from the

acceptable and expected in another culture. Only by developing an understanding for the

overseas Chinese culture and Chinese culture as a whole, can we conduct this research in

a meaningful and correct cultural context.

Before examining the overseas Chinese culture, I will first examine the concept of culture

within the context of overseas Chinese family businesses. I will start by looking at how

culture is manifested in certain practices, and then work backwards to look at the deeper

attitudes involved.

11.4-21 The Overseas Chinese, The Family and The Business

Much like many other societies, the majority of businesses among the overseas Chinese

are family owned and operated. In fact, according to the Economist (December 23rd

1995), 'Most overseas Chinese firms, however huge, are still family run' (p 97) The

preference for family businesses is not due to the fact that the overseas Chinese are

unaware of other forms of businesses, but simply a matter of choice, as Redding points

out: 'Chinese business for over a hundred years has been practised with the full knowledge

of alternatives and with vast amounts of international cooperation And yet its typical
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organization has retained its original basic character.' (Redding 1993, p 115).

While there has been much research done on western family businesses and their

succession processes as illustrated earlier on in this chapter, our understanding of family

businesses in East Asian societies is at its best embryonic (Chau 1991). In fact, most of

the limited research in the area of Chinese family businesses were done by this small group

of academics (Baum 1994, Chau 1991, Clifford 1994, Hall and Xu 1991, Hofstede and

Bond 1988, Kao 1993, Lee 1996, Limlingan 1986, Montagu-Pollock 1991, Redding

1992, 1993, 1995, Silverman 1994, Weidenbaum 1996, Wong and Kleiner 1994, Wong

1979, Wong 1987, Xin and Pearce 1996), especially Redding (1992, 1993 and 1995) who

has spent long periods of time conducting his research in Hong Kong. This is the reason

why we will find repeated references and quotations from Redding's work..

Asian businesses in general suffer many of the same problems that their western

counterparts do (Pant and Radjadhyaksha 1996), but there are also differences. For

example, for the overseas Chinese, with family obligations and traditions built into the

culture (see below), the process of succession has been less problematic than in the West.

Wealth and business concerns are passed on by equal division to all legitimate heirs,

traditionally the sons (Redding 1993). However, with the increase of western cultural

influences, it is likely that there may be signs of change to the traditional rules of overseas

Chinese family business succession. For example, I have observed that most overseas

Chinese family businesses I have come across, in their successor choices, are no longer

biased towards choosing their sons over their daughters. In other words, the culture no

longer prescribes that it should be the son who is the successor in a family business.
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In the next section, we shall first look at the characteristics of overseas Chinese family

businesses, and identify the elements, cultural or otherwise, specific to them. Through

more detailed study of these elements found, we shall gain a better understanding of the

mechanics of the overseas Chinese family businesses, and therefore provide a clear

definition for the term: overseas Chinese family business.

11.51 The Overseas Chinese Family Business

While there has been much research on other Pacific Asian capitalist groups, such as the

Japanese businesses and the South Korean chaebol, the overseas Chinese business group

remains much of an enigma (Redding 1995). 'The complexity of the Overseas Chinese

system of capitalism is mainly due to the variety of environments in which it operates.

These may be seen as existing in three categories. The first category is the city state, i.e.

Hong Kong and Singapore, both influenced heavily by Western traditions and governance.

The second category is the capitalist state, or Taiwan, heavily influenced by Japanese and

American political and economic philosophy, but distinctly Chinese. The third category

is that of the host environments, particularly those of ASEAN, where Chinese are an

ethnic minority but are powerful in business' (p.61). If China is to be accounted for, then

according to Redding, a fourth environment can be identified.

For this research, the focus will be on the first category, with data coming from Hong

Kong. There are examples from the other categories, but not sufficient to go beyond

interesting comparisons. While other Asian capitalist groups can identify themselves as

belonging to one country, the overseas Chinese can only be from one region. However,

the networks of co-operation between businesses ignore national boundaries, and this co-
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operative psychology, 'largely stems from the legacy of Chinese historical experience and

the similar family histories of so many of the Overseas Chinese' (p.62).

11.5-11 Characteristics of the Overseas Chinese Family Business

With greater collectivism, centralised control and clear vertical order, the overseas

Chinese family businesses in the Pacific Rim have managed to generate the coordination

and control needed to stimulate massive growth (Redding 1993)

More interestingly, nearly all overseas Chinese firms, however huge, are still family

managed. Although some may display the characteristics of a modern western

corporation, such as professional management, stockmarket listings, or even a public

relations department, the most valuable assets are still hidden through a complex web of

private companies and trusts. Decisions are still made centrally, and the boards tend to

exist as a symbol, only to rubber-stamp the decisions made by the founder and/or his or

her family. The reason for the choice of operating under a family business format was not

because of lack of knowledge of other forms of business, but simply a matter of choice,

as we have discussed earlier (Redding 1993).

According to Redding (1995), three main influences represent the views and ways the

overseas Chinese conduct business, and these are paternalism, personalism and insecurity.

Paternalism is central to the philosophy of Confucianism's social order. 'In Confucian

philosophy, the ability of the state depends on the maintenance of order within the millions

of separate families of which it is constituted Institutions in the middle, or what

Westerners would recognize as civil society are only weakly developed in Chinese society'
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(Vol.28, No.1, p 63). Paternalism allows the father figure to have ultimate authority within

the family and the business, which although it can be broadly defined as autocracy, in

many senses is restricted by moral codes (Wong 1987).

The 'ideal Confucian leader is a benevolent autocrat, accepting a duty to undertake

responsibility for those dependent on him' (Redding 1995, p.63). As a consequence,

overseas Chinese business leaders tend to have a long and stable tenure, and possess in

depth knowledge about the business and the industry. Due to the emphasis on the leader

of the business, networks will be built around the leader, usually on a personal level (S.L.

Wong 1979, Redding 1995).

'Personalism does in Asia what law does in the West' (Redding 1995, Vol.28, No.1,

p.63). That is perhaps the most comprehensive way of relating to personalism from a

western perspective. Personalism reduces the need for formal agreements through the

guarantee of reliability and trustworthiness between individuals. Guanxi or connections

is the key to Chinese networking, and this has obvious ramifications as to how the

overseas Chinese conduct business.

In effect, guanxi overcomes the concerns for trust among the overseas Chinese, and the

importance of trust cannot be overstated, for example, 'The three partners who built the

fourth highest building in the world, in Hong Kong, did not sign a contract until it was

almost half completed' (Redding 1995, p. 65). Clearly, such deals are unheard of and

unacceptable for western societies.

32



Finally, insecurity of the environment is perhaps not such a surprising influence in the

behaviour of overseas Chinese. Most overseas Chinese have had family andlor personal

histories where there was extreme poverty, deprivation or even persecution With the

memory and experience of such difficult times, money becomes the only means of

ensuring security for the family (Redding 1995). Indeed the pursuit of, and desire for,

wealth are perceived in a quite positive light in overseas Chinese communities.

Related to this, in order to ensure respectability within the communities, many overseas

Chinese have a tendency to flaunt their wealth conspicuously. The fact that Hong Kong

a city smaller than London has more Rolls Royce per capita than anywhere else in the

World is perhaps the best illustration.

From the above, we can see that the characteristics of the overseas Chinese family

businesses are different to that of western family businesses as defined in the literature.

Weidenbaum (1996, Vol. 38, No.4, p.155) summarised the contrasts between traditional

western corporations (U.S.) and the main type of business found in overseas Chinese

communities: the overseas Chinese family firm. This is shown on the table below. It is

therefore possible for overseas Chinese family businesses to confront their problems and

manage their operations in different ways. Existing findings and research on western

family businesses may be a useful point of reference, and problems faced may be similar

too. But the way the overseas Chinese family businesses deal with these situations may

well be quite different.
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Characteristic	 Traditional Western	 Chinese Family Firm
Corporation

Ownership	 Public	 Private

Succession	 Seniority	 Family

Organizational Structure
	

Large Unitary Firm
	

Cross-Ownerships of Many
Medium-Sized Firms

Nature of Control
	

Decentralized
	

Centralized

Decision Making
	

Analytical
	

Intuitive

Markets Served	 Consumer and Industrial	 Industrial

Product Line	 Narrow	 Broad

Level of Technology	 High to Low	 Low to Medium

Internal Reporting	 Substantial and Formal	 Limited and Informal

Due Diligence of Mergers 	 Detailed	 Nil to Modest
and Investments

Interfirm Relationships 	 Contractual	 Informal

Financing	 Internal and External 	 Mainly Internal

Public Profile	 High	 Low

Table 1.2: Contrasts Between U.S. and Chinese Family Firms
(Replicated from Weidenbaum 1996, Vol.38, No.4, p. 155, Table 4)

Often, when the term overseas Chinese family business is used, one relates it to a list of

characteristics easily observable. These may include, paternalism, collectivism, clear

vertical order, informal communications, familism, autocracy, limited trust, personalism,

and humanism (Wong 1979, Weidenbaum 1996).

Redding's (1993, 1995) research agreed with these descriptions. In 1995, he went on to

summarise the characteristics found in overseas Chinese family businesses, as small scale;

single product or single market focussed, centralised decision-making, family owned and

controlled; possesses a paternalistic organisational climate; possesses strong personal links
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to other organisations, financially efficient; possesses weak large-scale marketing skills for

developing international own brands; limited in growth and organisational complexity, and

highly adaptive strategically (Redding 1995).

Lee (1996) identified four features of Chinese management which distinguishes these

businesses from their western counterparts: Human centeredness, family-centeredness,

centralisation of power and small size. Human-centeredness refers to the Chinese

emphasis on human relationship, with people as the focus of concern. Related to this are

the issues of emotions and trust, and 'any management decisions have to take emotion

into consideration' (p. 63).

Perhaps more important is the concept of "face". ' "Face" is used as a mechanism for

inculcating a strong sense of group responsibility and serves as a mediating force in social

relationships' (Lee 1996, p. 63).The emphasis on the family of family-centeredness is

extraordinarily important in Chinese culture. 'Being the primary agent of socialization for

Chinese culture, the family has exerted the most significant influence on the individual's

value system and role expectations. These personality features form the basis of

cooperation and interaction with others' (p.64).

The centralisation of power in Chinese organisations usually occurs in two levels: the

power core controlled by the business leader or a group of family members, and the

second level formed by employees, who may be extended family, friends or outsiders. The

mechanism that bridges these two levels is the obligation they feel for each other (Lee

1996)
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Finally, most of the Chinese businesses started up with little capital, and a small group of

people, thus the size of these businesses tend to be kept small, as this allows for easy

control, closer interpersonal relationships, and more efficient decision making. It is the

combination of these four characteristics that makes Chinese businesses so unique (Lee

1996).

As we can see from the studies done by Wong (1979), Redding (1993, 1995), Kao (1993)

and Lee (1996), overseas Chinese family businesses are strongly influenced by their

culture. Therefore, in order to define the term 'overseas Chinese family business', we must

first examine the overseas Chinese culture in more detail.

[1.5-21 Confucianism and The Overseas Chinese Culture

Confucianism is considered by the Chinese as the foundation of their culture. It was

developed from the teachings of Confucius and his disciples, who lived in Imperial China

some 25 centuries ago, and was mainly concerned with the principles of good conduct,

practical wisdom, and proper social relationships between people within a society. The

keynote of Confucian ethics is jen, usually translated as love, goodness, humanity and

human-heartedness.

Jen is considered a supreme virtue representing human qualities at their best. Other

important Confucian virtues include righteousness, propriety, integrity, and filial piety.

Confucianism itself has evolved much over the centuries, but its main elements and

structures remained intact, and it has had an influence on the overseas Chinese culture.
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The overseas Chinese culture while based on its Confucian roots, encompass many other

philosophies and theories derived from everyday life. For example, while many agree that

the Asian economic success has been attributed to Confucianism, conservatism, family

values and respect for authority, there are other religions, philosophies, etc., blended in

for example, Buddhism, Islam, etc. which may have contributed (Redding 1993).

Added to that, many of the Tiger economies, where the overseas Chinese live and operate

their business activities were colonies of western countries, and as such, a certain degree

of western influence and indeed culture may exist in the local culture. After all, Hong

Kong, one of the main symbols of the economic success of South East Asia, only reverted

back to Chinese rule from Britain in July 1997.

The important point is that the overseas Chinese culture has probably evolved away from

Chinese culture in its purist form, and encompasses more than Confucianism. The

overseas Chinese culture today is not just Confucianism. It is an amalgam of many

features of which Confucianism is one of the most important elements.

Indeed, Confucianism as interpreted by the Chinese communists and many western

historians held contempt for trade, and historically, the businessmen in ancient China were

considered the lowest tier of the social class (Seagrave 1995). Therefore, if the overseas

Chinese embraced Confucianism in its purist form as the foundation of their cultural

makeup, then trade would not be embraced, and therefore the Pacific Rim would not be

the financial and economic centre that it is today, and the overseas Chinese would not

have prospered.
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11.5-3] The Chinese Family and The Overseas Chinese Family

Often, Pacific Rim societies are described as collectivist, and Western societies are

described as individualist (Redding 1993, Hofstede and Bond 1988) An Asian's identity

is heavily bound up with his or her relationships in a way that Westerners find hard to

understand - and often impossible to experience. The Asian sense of being embedded in

a network and inextricable from it is quite different from the more individualistic Western

ideal (Hoecklin 1995).

The unique characteristics of a Chinese family are often incomprehensible to westerners.

For example, in a Chinese family, traditionally, the ideal is aimed at having some five

generations sharing a common purse, and a common stove under one roof (Baker 1979).

Indeed the Chinese character for 'family' is derived from this ideal. In the West, this

concept simply does not exist, at least not in most Anglosaxon cultures.

Other distinct characteristics of the traditional agrarian Chinese families include a stress

on the importance of an extended family, a stronger emphasis on male heirs (having equal

inheritance), and a lack of women's personal economic rights in their new families (Baker

1979).

To understand how the Chinese define the term family, perhaps Professor Gary Hamilton

of University of California at Davis provides the best explanation: 'Family in the Chinese

context is quite unlike Western family. It stretches to the furthest horizons, from close

family, to slightly distant, to more distant, embracing people who are not really family but

who are connected to someone in one's family, to friends of family, to connections by
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marriage to one's close, middle and distant family, and to all their families.' (Illustrated

by Montagu-Pollock 1991, p.21). The boundary varies between families, but the Chinese

context implies a much wider network than the western definition.

While the perspectives stated above were true for the agrarian or mainland Chinese when

these researches were conducted, we cannot fully apply the same assumptions to the

overseas Chinese. This is because, as we have discussed above, the overseas Chinese

culture encompasses a different environment to that experienced by the agrarian Chinese.

The importance of the family unit in the overseas Chinese societies have also been well

documented. As Redding in his book about overseas Chinese (1993, p.39) indicated, 'the

central pivot of life was the family. Its capacity to provide welfare was in proportion to

the loyalties and contributions it could command from members.'

To the Chinese, a person exists only in terms of his immediate family network. Individuals

have no legitimate place, and the society is perceived to consist of families, around which

life is formed (Redding 1993, p.53). Also, since the Second World War, the overseas

Chinese have been living in environments where host governments often implement hostile

policies towards their well-being, and in these circumstances, the family rather than the

state becomes the support for individuals (Redding 1993, 1995).

A very good example to illustrate the importance of the concept of overseas Chinese

family would be to look at why most overseas Chinese children do not have a fixed money

allowance. Overseas Chinese children are likely to be given money to spend, but these
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amounts are not fixed. The idea is that while their spendings are monitored by the parents,

the money given is not detached from the family. The money is the possession of the

family. What is given is the children's right to spend a proportion of the money. The

money is never actually the children's possession. Rather, it is the family's possession.

This is remarkably different from Western families, where children are given fixed or

regular amounts of money, to be spent as they see fit.

While we can see the similarities between the agrarian and overseas Chinese family

characteristics, there are also great differences. For example, heirs are no longer limited

to sons, and the status of women is greatly different from that documented by Baker

(1979). Perhaps if we consider the fact that the agrarian Chinese have been under a

Communist political regime for an extended period of time and have had limited access

to external influence, while the overseas Chinese on the other hand, have had many

external cultural influences through their host environment or as a western colony, this

would appear to be logical.

The differences in political and social environments between the agrarian and overseas

Chinese have therefore led to the overseas Chinese's concept of family being different

from the agrarian Chinese's concept of family. This is consistent with the above discussion

on the cultural differences between the two groups. Indeed, one would expect the concept

of family, which has such strong cultural overtones to be affected, if the culture is different

between the two groups.

Thus, the issues raised above and extracted from Baker (1979) on the agrarian Chinese
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family, while interesting in providing some insight, do not seem to consider the fact that

the Chinese family has evolved through substantial periods of time in very different

environments. With the inclusion of their experiences with other cultures, or as a minority

ethnic group within a majority culture, the issues raised by Baker (1979) cannot be used

beyond a commencing point in studying overseas Chinese families.

The important point to extract from the literature on overseas Chinese families for the

purpose of defining the term overseas Chinese family business, is that the overseas

Chinese values the family and its extension. Their stress on the concept of family is to the

extent that the basic unit of society appears to be the family rather than the individual.

Therefore, if western definitions define family businesses in terms of the entrepreneur

introducing family into the business hence turning it into a family business, the overseas

Chinese definition may well differ from this perspective, since the emphasis is no longer

on the individual, but on the family.

[1.5-4] Defining the Overseas Chinese Family Business

The overseas Chinese culture, with its emphasis on familism, respect for authority,

conservatism and clear vertical order, together with other factors and the Pacific Rim's

unique political climate have contributed much towards the success of the overseas

Chinese through promoting certain attitudes and behaviours in overseas Chinese societies

(Redding 1993). While there are a number of studies into these businesses and their

successes and short-comings, there has been no clear attempt at defining the term overseas

Chinese family business. In fact, much like attempts made in defining western family

businesses, it is often more difficult to find one definition that is agreeable to all
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Therefore, in order to obtain a definition that is clear and workable for the purpose of this

research, I will present here the findings from my research, which relate to this question.

All those interviewed for this research were asked to define what they perceive to be an

overseas Chinese family business. By taking this approach, we can obtain a workable

definition of the term for this research, and we can also be sure that there are no

differences in definition of the term between the researcher and the interviewed sample.

From interviews conducted on 21 Hong Kong overseas Chinese families or 50 Hong Kong

overseas Chinese individuals involved in family businesses in 1996 and 1997, I found from

the results that the overseas Chinese define and perceive the term family business quite

differently to what we have found in western literature.

'It is a family 's way of accumulating assets' said one founder of a family business

(Fl P1)1.

'I think afamily busine3s is just a family that owns and runs the business', said a recent

successor of an overseas Chinese family business (F21UIVII).

'In my view, a family business is something like a family house. It is an asset to the

family.' commented another overseas Chinese family business CEO (F2P1).

The importance of the family can clearly be identified within these statements, and we can

'Fl = Family Number; P1 Parent Number; UM1 = Unaccompanied Minor Number
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also note that there were no mention of individual interests in these definitions. The focus

on the family is further exaggerated by an overseas Chinese CEO (F8P1) who runs an

empire stretching from wigs to leatherware.

'It (a family business) is a family, making money together in an organisation......, the

family should also be involved on a mental level......, they (the family) should be aware

of the fanuly business, and may express their thoughts over family dinners or meetings.'

(F8P 1)

From this CEO's definition, we can see that not only is the family an important influence

on their family businesses, it could be argued to be the basic unit at which the overseas

Chinese community operates. It is also clear from these definitions, that there was no

mention of the individual, but only the family. Thus, the importance of the family appeared

to be paramount, and seemed to be the smallest denomination within the overseas Chinese

society.

The definition for an overseas Chinese family business for the purpose of my research, is

therefore an overseas Chinese family who owns majority ownership in and has control

over managerial decisions in the business.

The emphasis is on the family, and the business is an extension of the family. This is

different from the western perspective, where the business comes first, and then comes the

family involvement (See diagram 1 2 below). While it is possible for an individual to start

a business and not involve the family, hence resulting in a non-family business, for the
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overseas Chinese, this is not possible. If an overseas Chinese family member starts a

business, it is automatically considered a family business, as any asset owned by a family

member is considered to be owned by the family, or the core family at least. This is

important because currently there are no definitions of family businesses, overseas Chinese

or otherwise, that use this perspective.

In discussing the workings of overseas Chinese businesses, Weidenbaum (1996) pointed

out a parallel issue to the definition. 'The resultant level of specialization is low, with few

routine work procedures and rarely any described in a formal company manual. When the

two forces conflict, personal relationships take precedence over organizational efficiency'

(p. 150). The priority of personal relationships over organizational efficiency is an

indication that the family is the emphasis in these family businesses, a sharp contrast to

their western counterparts. Lee (1996) also found in his studies of Singaporean Chinese

firms that 'many Chinese organizations are family-run businesses; family relationships are

inevitably brought into the organizations, and organizations are run like a family' (p.64).

Family Member— Family Member = Overseas Chinese Family
starts business	 business

Diagram 1.2: Overseas Chinese Family Business Definition Simplified

As the CEO of a third generation overseas Chinese family business (F4P 1) points out,

although the family as a generic term is understood, there may still be some form of

hierarchy within the family structure with regards to the family business

44



'A family business is run by brothers, but also involves other family members in its

operations. The busine.ss is owned by the family......, but the family business can only

include one side of the family. The wife 's side is not included, otherwise there is a

dihition of ownership.' (F4P 1)

The hierarchy is clearly implicated, first comes the immediate family such as brothers,

parents or sisters, then comes the more distant relatives, but in-laws are avoided, due to

fear of loss of control and ownership to those not of the same surname of lineage. This

finding explains why in East Asia, the overseas Chinese businesses are primarily family

businesses, and often with employees of the same surname working in the business, for

example, the Li family of Bank of East Asia and the Ma family of Sincere Group.

A small but similar sample (4 families) of overseas Chinese, from other South East Asian

countries (Thailand, Singapore, Malaysia and Taiwan), who have family businesses were

also interviewed in this research as a form of comparison. What is interesting is that these

overseas Chinese define the term family business as a family extension too.

'A family business is a business which operates in the best interest of the family.' said the

director of a Singaporean family business (FI5PI).

'A family business exists when family members form an enterprise together. It becomes

the means by which the family generates an income, and also becomes an asset which

can be passed down the generations. It also forms a way to reinforce the family 's image

within the society.' explained the CEO of one of Taiwan's largest family businesses
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(F I 4P 1)

These definitions are similar to definitions given by Hong Kong families, for example, 'It

(the family business) is a family involved in the same business......, it is an extension f

the family fyou like. Well, the family is the family, and the business is what the family

do for a living together.' explained the director of a handbag factory in Hong Kong

(F8P2).

The family always appeared before the business, and is always the focal point. The

business is like a professional appearance for the family.

'Much like a doctor having his own practice. A family can have their own business.' said

a young director of a Hong Kong multinational garment manufacturer (F2UTvI1).

With this perspective, the family business is no longer just a source of income. It is also

the welfare support and social support for the family.

'It (the family business) is a vehicle for making money as afamily......, Family include

al/those related to you.' explained the Managing Director of a cosmetics wholesaler in

Hong Kong (Fl 1UM1)

The business is an extension of the family and also the family members' collective

appearance in the business world. This view appears to be shared by overseas Chinese

from most of the Pacific Rim region.
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Western	 O%erseas Chinese

Business has priority — Family Business outlook— Family has priority

Diagram 1.3: Contrasts in Priorities between Western Family Businesses and
Overseas Chinese Family Businesses

Diagram 1.3 summarises the differences in outlook between western family businesses as

found in the literature, and the outlook discovered by this research for the overseas

Chinese family business. The different priorities, perhaps influenced by the different

culture, form the main contrast in the way the overseas Chinese define their family

business when compared with the west.

The different definition of family businesses also affect the way the businesses are run, and

how employees feel about the businesses. According to Kets de Vries' study on dynamics

of family firms, 'the family spirit will very much determine the prevailing attitudes, norms,

and values in the company. The values family members express create a common purpose

for employees and help to establish a sense of identification and commitment. In well-run

family firms, the employees feel like part of the family. Access to senior management

comes easier. There is often less bureaucracy and thus quicker, more effective decision

making' (Kets de Vries 1993, p. 62).

Kets de Vries' description of a well-run family firm is very similar to how overseas

Chinese family businesses are structured as described by leading researchers in the field

such as Redding (1993) and Wong (1979). With a paternalistic management style

implemented by the owner-manager, and with the business highly centralised on the

owner-manager, access to senior management is easy, since it is usually the owner-
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manager. Also, the strong family emphasis in the Chinese culture, will have strong

implications over how the business is run.

11.5-51 The Problems faced by the Overseas Chinese Family Business

As Fenn (1994) pointed out, we are probably witnessing what family-business consultants

call a succession crisis. Companies started after World War II now have ageing founders

at the helm. Many of these businesses have no plans for succession, and are now faced

with either closing up, selling out or passing it on to heirs who may not be well-prepared.

Although Fenn's research was based on data from the United States, the same is true for

the overseas Chinese. Clifford (1994 Far Eastern Economic Review 17/11/94, pp.78-79)

wrote, 'Probably at no point in history have so many families accumulated so much wealth

in a single generation.' He went on, 'Yet, however bright the overall prospects are for

Asia's family-run business groups, most are likely to be tested as never before in the

coming years. The test will come from the passing of the founding father'.

Traditionally, due to the ingrained respect for authority, the succession process for

Chinese family businesses has been less problematic than for their western counterparts

(Clifford 1994). However, with the increased western influence through sending their

children abroad to study, the overseas Chinese family businesses may begin to show

similar problems to those of western family businesses, such as successors' refusal to

return and disputes among and within generations

In the past, such problems existed in Chinese family businesses, but it is often believed that
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the scale is not as big as in their western counterparts. The Chinese folklore saying that

Chinese family businesses seldom last for more than three generations is a good example

Even with three generations, we are looking at a business life span of at least 50 years, and

the business would have survived at least one succession. a much better record than

western family businesses. With the new generation of overseas Chinese successors, many

of whom are educated in the West, attitudes are changing, due to their extended exposure

to western ideas and western environment. This will be discussed in more detail later on,

but suffice to say, this increased influence of the west may indeed complicate the

succession process further for the overseas Chinese family businesses.

Succession is perhaps one of the most studied area in the family business field of research.

Much research has been done on western family businesses. However, having found that

different cultures may have different definitions and characteristics among the family

businesses, it is possible that different cultures handle succession and the related problems

in different ways. We shall therefore proceed by looking at western research and literature

on succession in family businesses, and by considering the research on overseas Chinese

culture, identify the key similarities and differences.

11.61 Complexities of Succession

While an organisation may appear to be immortal, it does have a beginning. The first

succession in leadership is critical because 'it can determine whether the organization will

continue to exist beyond the life of its founders. The replacement of business leaders can

change the organizational characteristics considerably, and can produce organizational

change (Schwartz and Menon 1985). The problems involved in succession are inherent
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in all forms of organizations, whether religious groups, educational institutions, and even

nation-states' (Davies 1968, Vol.13, No 3, p 403). 'The universality of succession in

formal organizations and the tendency of the process to promote instability combine to

make this phenomenon of crucial importance to organization theory' (Grusky 1960,

p115).

Successions in organisations have always attracted a lot of research interest, due to the

complexities and possible crippling problems the process can create for organisations.

'Succession is a complex phenomenon with multiple effects depending on timing, the

choice of inside or outside successors, and the abilities of successors' (Pfeffer and Davis-

Blake 1986, p. 81). The fact is that different types of organisations are likely to encounter

different succession experiences. For business organisations, the CEO succession process

in large publicly-owned companies is quite different from small family-owned firms. This

is mainly because for family-owned firms, there is a large overlap in family and business

interests (Lansberg 1988).

11.6-11 Complexities of Family Business Successions

Theoretically, large non-family owned corporations should have less problems in dealing

with succession than family firms, because according to Gorden and Rosen (1981), in

large non-family owned corporations, the date at which the CEO is replaced is usually

agreed in advance, and is usually controlled by the board of directors. The frequency of

succession also tends to be greater the larger the firm (Gorden and Rosen, 1981) due to

their size. Further, the need for more delegation of authority, leads to more training, and

as a result, produce a larger number of possible successors.
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In contrast, for family firms, there is unlikely to be any consensus on when succession

takes place, and the board may not have much authority to enforce the succession.

Further, since succession for family businesses tend to occur rarely - once for each

generation - it is unlikely that there will be people around in either the family or the

business who will have experience at dealing with the issue (Fox, Nilakant and Hamilton,

1997).

To add to all this, for family businesses, the successors could be members of the family,

which implies the involvement of emotional issues. For example, a family business can be

viewed as two conflicting systems: a sentient system (the family), which consists of group

members who have close emotional ties and strong loyalties, and the task system (the

business) (Miller and Rice 1967). The leader of the family business is both the leader of

the sentient system and the task system, and in this role, the leader is required to respond

to the needs of the task, while balancing family loyalty commitments which may be in

conflict.

Succession is one of these strategic decisions which can cause such a conflict. For non-

family businesses, the problem is less severe, as the system could be perceived to be more

fair. However, a successor perceived not to be the best candidate may also create conflict

and lower morale among employees. 'Thus, whereas large company succession is usually

accomplished as a adaptive process, the parallel transition within the family firm has

considerable potential to be disruptive' (Fox, Nilakant and Hamilton 1997, p.1 6) So, in

theory at least, large non-family owned businesses should find it easier to manage

succession
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Therefore, it is possible to hypothesise that while all businesses face problems during

successions family owned businesses successions involve more complex issues, due to the

interaction and overlap between the family and the business.

11.6-21 Using Non-Family Business Successions as a Framework

If succession itself is a complex issue to study, and that family business succession is

deemed more complex than non-family business succession, it may be helpful to use some

of the relevant existing research on non-family business succession as a starting point, to

provide a framework to build a research model for family business research.

11.6-2-11 Non-Family Business Successions: A Multi-Stage Process

Succession can be viewed as a process that proceeds through stages. Gordon and Rosen

(1981) divided the succession process into two stages 'First, there is a set of events that

occur prior to the actual arrival and entrance of the successor to the group. Second, there

is a set of events that occur once the successor has taken over the position and begins to

act' (p.241).

The prearrival factors include for example, the successor's characteristics, the group of

individuals involved, and their experience with succession; the successor selection

procedure; and the new leader's mandate. The postarrival factors include factors such as,

the mutual observation process between the successor and those around him/her; the

successor's actions and reactions to the expectations of those around him/her; and the

power and influence of the new leader.
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Each research on succession can therefore be viewed in terms of a number of stages,

which are identified by events within the process. 'Although the succession from one

manager to another may be clearly marked, the separation of function and person does not

occur at any official or specific time. In traditional business enterprises, it is particularly

significant during the first transfer of leadership, and the process may take several years,

if not a decade or more' (Davis 1968, p. 403). Gouldner (1962) stated that managerial

succession involves a number of stages and analyses of succession should utilize the

concept of stages. 'Everything does not occur at once: the successor is appointed, he is

briefed by his sponsoring superiors, initial reactions are made by his subordinates, the

successor attempts to implement his policies, etc.' (p.55).

Insider or Outsider

Handover toRealisation	 Selection	 3 new Managementof CEO	 of Successor

1'

Successor
Attnbute

Events Prior to Succession 	 Events After Succession

Succession

Diagram 1.4: Basic Model of Non-Family Business Succession

We can see from Diagram 1.4 that non-family business successions can be viewed from

a variety of perspectives. For example, Gorden and Rosen (1981) divided the process into
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two phases: events prior and after succession. Kets de Vries (1988) identified the need for

the CEO to realise the need for succession, and hence the selection of a successor, while

Westphal (1996) identified the insider outsider approach, whereby the stakeholders both

inside and outside the business are considered. Westphal (1996) also stressed the

importance of the attributes of successors.

All these stages allow us to visualise the succession process clearly, and study the various

stages of the succession process independently as elements of the process, and also

combine them to understand how the various stages interact. The following sections

analyse in more detail, each of the stages

[1.6-2-lal The First Stage: Realisation of the Need for Succession

From the above model, we can see that the first point at which the CEO and the board

should be alert to possible trouble from succession is when the 'CEO approaches

retirement age, and for the first time, must acknowledge that someday his or her

association with the company will end. To accept this truth gracefully, the CEO must

overcome some hidden fears that plague us all' (Kets de Vries 1988, Vol.63, No.6, p.57).

Kets de Vries (1988) pointed out that the CEO's denial of death, and hence the refusal to

realise that one must eventually give up power is one of two factors that could surface at

this point in the organisation's life. The refusal to let go of control does little good for the

business, as succession will eventually have to take place, and as a result of the CEO's

living in denial, it will take place with little or no planning
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Another factor that could occur is when 'some CEOs change their minds about stepping

down and launch a campaign against a chosen successor' (Kets de Vries 1988, p.57).

'Working with an officially designated successor can be too difficult a task for some

CEOs The deep loss the successor represents may be much too painful to bear' (p. 58).

In these cases, the CEO recognises the need to hand over control, but cannot handle being

out of control. The idea of having somebody else running the business that is so close to

the CEO is too much to handle emotionally, and the result is that there may be power

struggles as the CEO tries to regain his control. These conflicts are clearly not beneficial

for any organisation, business or otherwise, and can be very detrimental to the succession

process.

11.6-2-tb] The Second Stage: Choosing a Successor

In general, the choices of a successor available are either an insider or an outsider to the

business. However, Westphal (1996) stressed the importance of the abilities and attributes

of successors over the insider-outsider approach. He argued that researchers tend to

associate outside successors with differences from the status quo, but there is no specific

reason as to why someone recruited from outside the business should be considerably

different from someone from within the firm, given the many possible dimensions one can

differentiate among individuals

While Westphal's argument may be true, and does provide us with reasons to seek specific

attributes associated with good successors, the insider-outsider framework, as we shall

see later on, does provide a clear and concise way of studying succession However, if we
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take into account corporate and possibly national cultures in businesses, then Westphal's

approach seems incomplete, since insiders would have a better knowledge of corporate

andlor national cultures in the businesses which would smoothen the process. However,

using these two perspectives together does indicate that while the insider-outsider

framework is a good starting point for studying succession, one must also seek out

attributes of successors, since it is possible that there are more dimensions to a successor

than being an insider or outsider.

[1.6-2-lcJ The Third Stage: Introduction of New Management

The last step to the process is the succession itself The new management steps in,

initiating a period of change. Employees need to adapt to the change, and there may be

structural changes as well as readjustment of reporting relationships.

The successor too faces a series of potential problems that he/she alone must deal with.

For example, one of the major challenges faced by the successor is the tendency for people

to idealise the past. As Kets de Vries (1988) explained, 'Wary of the new, we cling to the

familiar. We would "rather bear those ills we have than fly to others that we know not of"

(p.59). For a business, therefore, 'corporate executives and board members may block out

the excesses of the old regime and maintain that things were much better than before'

(p.59). The successor needs to combat this illusion, usually with the help of the board of

directors. Thus the struggle for the successor is to overcome the resistance to change

inherent to any change of personnel, but usually more apparent, in the replacement of a

CEO.
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As a result, for non-family businesses, choosing a successor is by no means an easy task.

For example, by preparing an internal successor it may be seen as blatent favouritism,

which could destroy morale or team work. Alternatively, by appointing an outside

successor, it can cause disruption to the business as outside successors are more likely to

build a whole new executive team (Kets de Vries 1988 p.59), hence causing further

uncertainty to an already difficult change. Further, the outside successor may not fit in

with the existing corporate culture, thereby causing a rift or conflicts between the new

management and the employees.

From the above accounts, it seems that the consensus view is that succession occurs over

a period of time, and key events can be identified to divide the process into stages. By

doing so, researchers can look at each group of events and/or consequences relating to

each of the stages, and gain a much clearer view on the dynamics involved in the

succession process.

[1.6-2-2] Family Business Successions: A Longer Multi-Stage Approach

From the knowledge that we have on non-family business successions, we can attempt to

build a model based on this knowledge for family business successions. It is possible that

family business successions go through a number of stages too But it is likely that the

entrepreneur's lingering thoughts for the business, in addition to the time needed for

succession to take place in stages, would result in the time scale involved in a family

business successions to be quite long.

According to Longenecker and Schoen's (1978) reasoning, everything in succession does
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not occur in one time, and that family business successions do tend to take much longer

than non-family business successions 'Throughout childhood, adolescence, and adult

years, successors are prepared in many ways, both formally and informally, to accept the

mantle of leadership at some time in the fIiture. Some of these influences are subtle; while

others are more direct. Conditioning for future leadership includes specific training

assignments prior to taking over the business, but it also includes much more. The process

is apparently far more complex than would be indicated by a picture of transition based

on a succession agreement between parent and child, followed by a brief orientation for

the successor' (p.87). Therefore, key variables in studying succession are possibly

activated at different points in time, throughout the life of the successor, and hence the

time taken by family businesses tend to be much longer.

The implications of this longer time scale are significant, especially among family members

who are possible successors to the business. Kets de Vries (1993) found that because of

the long time scale involved with succession, even extended family members have

extensive expertise in family businesses, since they have been involved with the business

from early childhood. 'Breakfasts, dinners, walks, family gatherings, and summer jobs

create opportunities to learn more about the business' (p. 63).

Ket de Vries (1993) went on to say that it was perhaps this kind of knowledge gained

through interaction with family businesses and with other family members in the

businesses that 'may give family members a head start, compared with executives entering

the business later on' (p 63). Kets de Vries (1993) argued that the early training and

appointment to senior positions provides a 'rejuvenation of an aterioscierotic group of top
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executives' (p 63), Thus, family business successions tend to be a long learning process

both for those involved and those studying it.

While a longer time scale for succession may provide better preparation for the successor

and those involved in the family business, it does cause some problems too, especially for

researchers of family business successions. The long time scale of the succession process

stages spans beyond most academic research time frames, and therefore, there has been

a tendency for researchers to simplifj by omitting the multi-staged nature of the

succession process.

As Gouldner (1962) found, the limited time span and focus of inquiry found in the bulk

of the succession research has resulted in the over simplification of managerial succession

as a single event rather than as a long-term step-by-step process. Morris et at (1997)

attempted in their research to provide a more longitudinal analyses of their data through

the use of regression analysis In this research, as will be shown later, we will overcome

this through the collection of data from a sample which provides a more longitudinal

perspective on these family businesses.

Now that we have decided to apply the multi-stage approach in studying family

businesses, it would be sensible to look at the stages applicable for family businesses.

Clearly with the longer time span, they may well be different from the stages of a non-

family business succession. So, in order to develop a family business succession model

that reflects its stage by stage process, we will have to amalgamate existing family
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business succession research into the non-family business succession framework (Diagram

1 4).

11.6-3] Stages in Family Business Succession

Research on family business succession have 'tended to be conceptual and/or case based,

and highly normative, with little in the way of systematic attempts at comprehensively

specifying or classifying the factors associated with effective transitions' (Morris, Williams

and Nel 1996, Vol.2, No.3, p.70). Literature in this field have tended to work backwards

from a situation of smooth transitions, and identifying a possible list of factors which

appear to be responsible for the succession experience.

These factors can be organized into three general categories: (1) Preparation level of heirs

(formal education, training, work experience (outside firm), entry-level position, year

working within firm (and/or industry), motivation to join firm and self-perception of

preparation); (2) Relationships among family and business members (communication,

trust, commitment, loyalty, family turmoil, sibling rivalry, jealousy/resentment, conflict,

shared values and traditions); (3) Planning and control activities (succession planning, tax

planning, use of outside board, use of family business consultants/advisors and creation

of a family council) (pp. 70-7 1). These three general categories can assist in locating the

precise area where any given research is focussing.

The first category - usually categorised as, the training and control - has received much

of the attention in the literature (Danco 1982, Kets de Vries, 1993; Ward, 1987; Ward and

Aronoff, 1991(I); Morris, Williams and Ne!, 1996). These activities include the entry-level
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position of the successor, the years working both within the business, and within the

industry, the motivation of the successor to join the business, and the self-perception of

the preparation to become the successor (Morris, Williams and Net, 1996). Using these

results, the literature goes on to discuss how these factors can be used to plan for the

succession process.

The category's focus is therefore on events prior or leading up to a succession; these

events both planned and unplanned, will have effects on the succession process when it

takes place. The underlying assumption of this literature is that by planning the entry of

a successor, and by preparing the successor through analysis of the successor's

background and motivation, and by structuring the business to cope with exogenous

factors such as taxation, the transition from the incumbent CEO to the new successor will

be smoother. This approach while being logical, fails to address the other factors that may

affect succession:- for example the relations between the successor and the employee or

perhaps more importantly, the relations between the incumbent CEO and the new

successor. This is covered in the second category.

The second category looks at succession from the perspective of human interrelations,

from within the family, between the families, and between family and non-family

employees. Here the issues of effective communication, trust, commitment, loyalty, family

turmoil, sibling rivalry, jealousy, conflicts and shared values or traditions are usually dealt

with

Within this category, much of the research focuses on trust and communication among
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family members (e g. Barnes and Hershon 1976; Brockaw, 1992; Kepner, 1983; Kets de

Vries, 1993; Levinson, 1971; Ward and Aronoff, 199 1(11); Morris, Williams and Nel,

1996). Other issues highlighted include the dysftinctional outcomes of sibling rivalries

(Barnes and Hershon, 1976; Kaslow, 1993; Kepner, 1983; Kets de Vries, 1993), the

problems related to the incumbent managers' refusals to let go (Handier, 1990; Kepner

1983, Morris, Williams and Ne! 1996).

This category therefore focuses on events and relations that occur during and after the

succession process, and therefore takes the other extreme to the first category. It focuses

solely on how those involved in the business handles the change and their relations with

each other. It looks in much detail on emotional issues such as jealousy, trust and

commitment, but fails to address other issues such as planning and preparation of the

successors, which is covered in the final category.

The final category studies the planning activities. The main research topic here is

succession planning, which receives most of the attention (Danco 1982, Kets de Vries

1993, Ward 1987, Ward and Aronoff 1991(I)). The topics covered usually include

structure and review of succession plans, who should participate in succession planning,

and when succession planning should take place. Tax planning and avoidance are also

covered under this category, along with discussions on potential roles of family business

consultants, boards of directors, and the family councils (Beckhard and Dyer 1983;

Morris, Williams and Nell 1996)

These three categories show the key variables affecting family business successions at
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various stages of the succession process, and how it affects the succession experience. Of

course there are external variables affecting the succession process too, for example,

market conditions, government policies, etc. (Morris, Williams and Nell 1996)

Nevertheless, from these categories, we can now adapt Diagram 1.4 to create a

framework for looking at family business successions. Diagram 1.5 below is the family

business adapted version of Diagram 1.4.

CEO Realise Need -*Preparation and-'Planmng and Control-Appointment of-Handover
of
for Succession	 Training Heirs	 Successor	 Control

Events Prior to Succession 	 Events after Succession

Diagram 1.5 Basic Model of Family Business Succession

11.6-41 Family Relationships in Family Business Successions

While the emphasis on family business succession literature tended to focus on succession

planning and successor preparation, 'the dominant variable in successful business

transitions appears to be family relationships' (Morris, Williams, Allen and Avila 1997,

Vol 12,No.5, p.398).

From earlier family business research (Morris, Williams and Nell 1996), it was identified

that successful successions possessed a number of key characteristics. First, the successors

tend to be reasonably well-prepared, both in formal education and in experience Second,

relationships within the family tend to be positive, with low levels of conflict, rivalry or

hostility, and high levels of trust and shared values. Finally, there tends to be only informal

attempts to plan and control activities, with much emphasis on tax planning and little
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emphasis on succession planning

This was confirmed in a 1997 research by Morris, Williams, Allen and Avila (1997) on

success in family business transitions. They concluded that the first priority of a family

business leader should be 'building trust, encouraging open communication, and fostering

shared values among the family members' (p.398). Their research found that trust and

affability are the two most critical issues in the family relationships which in turn affect

succession in the family business.

In the research, trust is defined as 'openness and honesty among family members, as well

as confidence in a family member's reliability and integrity' (Morris, Williams, Allen and

Avila 1997, p.398), while affability is defined as the 'mutual respect between the family

business head and heirs, on the one hand, and with the minimization of rivalry, bickering,

hostility, and tension, on the other hand' (p.398).

Simply put, Morris, Williams, Allen and Avila (1997) felt that more attention should be

given to the "human element", especially among family members, when studying family

business successions. Indeed this makes sense, since as we have already pointed out, in

family businesses, the family and the business overlap, thereby causing many potential

conflicts among those involved with the family or business, or both. An increased level of

understanding through increased level of trust, better communication, and shared values

would help in reducing conflict and smooth succession. Diagram 1.6 shows the 'human

elements' and its direct link to family business members' relations
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The human elements contribute both positively and negatively to the quality of succession.

In the next section, we shall look at the problems arising from the human elements and

how they affect the relationships of members of the family and the family business

Relations Between & Among Family & Business Members

1'

Communication	 Trust	 Affabihly

Human Element

Diagram 1.6: The Human Element in Family Businesses

11.6-4-11 Family Problems in Family Business Successions

Levinson (1971) pointed out that most difficulties occurring in family businesses begin

from the founder. The founder, being an entrepreneur, has strong feelings for the business

created, and the business has at least three meanings to him or her.

[1] The entrepreneur usually has unresolved conflicts with his or her father. Therefore,

there is discomfort when he or she is being supervised, and a tendency to start his or her

own business both to outdo the father and to escape the authority and rivalry of more

powerful figures.

[2] To the entrepreneur, the business is also both his "baby" and his "mistress", and

employees are characteristically instruments in the process of shaping the organization.
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If the entrepreneur perceives that an employee aspires to anything other than to be a

device for the entrepreneur, the employee will be isolated.

[3] Finally, Levinson found that the business is so close to the entrepreneur, that it is

practically an extension of the entrepreneur, and 'a medium for his personal gratification

and achievement above all' (Levinson 1971, p. 91). The entrepreneur's concern of what

happens to the business after he or she is gone, usually takes the form of some kind of

monument he or she can leave behind (Levinson 1971, p. 91).

[1.6-4-21 Resistance to Change

Assuming the incumbent CEO of a family business realises the need for succession, and

even in the event that he/she handles the passing on of control satisfactorily, there are still

many problems associated with family business successions, since family businesses

interact with many other people who may have strong emotional ties to the business: for

example, long term employees or other family members.

Generally, family businesses are relatively stable as long as the founder is in place and in

control of the business However, there are events that could destabilise the situation, such

as appointing family members to key positions within the business, or the replacement of

the founder by a successor: i.e. succession. 'Ambiguity, confusion, and conflict result both

for family members and professionals in the firm, and all affected parties can be expected

to seek as much control over their own destinies as possible. Succession suggests a major

change both for the business and within the business, and those involved, family or

otherwise, facing these changes would seek to minimise the effects the succession will
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have on them. The subsequent adaptation process is frequently ill-managed' (Morris,

Williams, Allen and Avila, 1997, Vol 12, No.5, p.389), since the most effective way to

minimise change would be to avoid it altogether, which in this case, would be to resist the

succession

Barnes and Hershon (1976), in studying life-cycle transitions that occur between major

growth stages within a business found that family management transitions (e g., the entry

of children into the business, or succession), are usually smoother when they occur at the

same time as business transitions (e.g., a change in the corporate structure). In other

words, in order to reduce the resistance to family management change, the business must

also be going through its own change, thereby allowing those involved (e.g. executives

or family members) to adjust to the business transitions, which in turn would have been

designed to fit in with the family transitions. To summarise, Barnes and Hershon's (1976)

study suggests that successions will work smoother if there is a mutual adjustment process

between the family and the business.

Kepner (1983) who studied family cycles specifically, on the other hand, found that when

family life cycle transitions coincide with transitions in the life cycle of the business,

problems will occur because both the family and the business systems, while attempting

to cope with their own system's transition, have to deal with the transition in the other

system, thereby compounding the stress to the systems. The result is that there will be an

increased likelihood of dysfunctional symptoms arising in the relations between the family

and the business.
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For Barnes and Hershon's (1976) argument, the family relations work to assist the

succession process. Hence it makes it easier to manage the other changes in the business.

While for Kepner's (1983) argument, the family relations do not work which makes it

harder to manage the change process in the business. This implies a need to examine how

and why family relationships influence the succession process.

[1.6-4-31 Roles in Family Business Successions

Handler (1990) in her study on family business successions from the perspective of

mutually adjusting roles between entrepreneurs and the family business successor,

approached the subject from a 'micro' perspective, by studying the roles filled by family

members during the succession process, rather than adopting the 'macro' perspective of

looking at transition cycles.

Handler (1990) argued that the roles played by family members change over the stages of

the transition. Further, she posited that a successffil transition requires a process of mutual

role adjustment. In other words, the current generation or incumbent head of the business

may have to move from a "sole-operator" to a "monarch" to an "overseer delegator" to

a "consultant", various roles of interaction with others involved with the business that an

incumbent might play, while the successor may move from "no role" to a "helper", to a

"manager" to the "leader of the business". The roles played by the two individuals would

affect each other and the succession

In addition, Handler (1990) also argued that the roles played by the successor tended to

determine the role played by the predecessor. For example, if the successor is playing the
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role of the helper, the incumbent head of the business is most likely to play the role of the

monarch and so on Handler's research also confirms the importance of looking at the

interaction and communication between family members when studying family business

successions.

Davies (1968) identified three patterns that were found to occur during family business

successions. These patterns again show different roles played by the parent and the child

successor.

The first pattern was the "strong father and weak son" pattern, where the father is 'the

pioneer man of the business who fought his way to the top. His case is a paradigm of all

the cliches: sheer drive, stamina, judgment, risk, courage, and luck. He is typically proud

of where he has "gotten" and is well aware of his importance, both in his family, his firm,

and perhaps even in his community and society' (p. 408). This type of parent would run

the family business with an iron hand, and his staff would probably have been in the

business for a long time, with tremendous loyalty.

The problem arises because the father cannot pass on his strengths to the successor. In

fact, the opposite is usually true: 'In terms of power, if the father rules like a tyrant, his

son is often incapable of making and enforcing his own decisions. In terms of prestige, if

the father considers social standing and refinement irrelevant to running a business, then

his son is likely to emphasize prestige and gracious living to the exclusion of a concern

with running the family business Or in less extreme cases, the father may consider such

factors necessary but not sufficient qualifications for administering the family's interests,
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whereas his son will rely on their sufficiency Finally, in terms of wealth, where the father

wants to make money, the son wants to spend it; he is the first family playboy' (pp. 408-

409), or what Ward and Aronoff (1 994V) termed "silver-spoon syndrome".

The second pattern is the "conservative father and progressive son". Here, 'the differences

in personality between father and son, and their consequences for the organization are

more a function of age' (p. 410) The father would tend to be a 'hard-driving man who

began with nothing and gradually built up a solid and successful business' (p. 410). He

would have weathered many market fluctuations, and would seek a more peaceful life.

The successor on the other hand, has received formal education in a western society, and

returns to the family business with energy and ideas. However, the successor is not given

the autonomy to pursue these ideas. 'The father here, is willing to give more control to

his son, but he still serves as an overseer to all major decisions. He is very reluctant to

make the major decisions that the son would like to make' (p.410), and is generally

resistant to changes of any kind. The consequence is usually conflict.

Finally, the third pattern identified was the "branches of the family" pattern, where

conflicts occur between various branches of a family. For this to happen, usually the family

firm would still have the first and second generation present. Depending on how

responsibilities have been divided initially with earlier generations, different branches of

the family will probably manage different tasks within the family business. Conflicts may

arise when tension builds between two branches of a family, for example, over a conflict

between the branch of the family managing the technical tasks versus the other branch of

the family managing the administrative tasks (p.413)
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While these three patterns are shown to lead to conflicts, conflicts do not necessarily

result in the complete destruction of the family business. To varying degrees, family

businesses going through different patterns, are able to survive these conflicts, with some

failing on the way. Nevertheless, we see from these patterns and Handler's (1990)

research that the roles taken by those involved in the succession can cause conflicts and

problems for the succession process if the roles played are not compatible with each other.

One method of avoiding these role conflicts in family businesses would be to take the

families out of the businesses altogether. Many observers and commentators on family

businesses believe that the sooner the family management is replaced by professional

management, the better. It has even been suggested by Levinson (1971) that family

members should form a trust, and the business should take all the relatives out of its

operations, thus enabling the family members to face the same objectives as stakeholders

in the trust, and act together as a family.

The argument for professional management moves the business away from mixing

personal lives with business practices, and it helps to avoid problems such as incompetent

family successor or nepotism. However, most of these businesses are more dependent on

the family and personal psychology than on business logic (Barnes and Hershon 1976).

'It is apparent that families do stay in their businesses, and the businesses stay in the

family. Thus there is something more deeply rooted in transfers of power than impersonal

business interests.

The human tradition of passing on heritage, possessions, and name from one generation
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to the next leads both parents and children to seek continuity in the family business'

(Barnes and Hershon 1976, p. 107). Therefore, while professionalism may appear to be

a solution to some of the problems faced by family businesses, it may not be the most

practical solution, as in reality families will not be willing to implement such a solution.

Professionalism may work, but it is clearly not acceptable in the eyes of these families.

Therefore, to seek a solution, one would need to look at how to put all the different

perspectives from different stakeholders together under the family business with the

minimum level of conflict. We must not only balance the needs of the family and the

business as two systems, we must also ensure that those involved must play compatible

roles within the respective systems during successions, so as to minimise dysftmnctional

symptoms from occurring

Barnes and Hershon (1976) came up with a framework illustrating the pressures and

interests of those involved with family businesses. This framework, as replicated in Table

1.3 shows four different perspectives of different stakeholders involved in and with family

businesses.

The first is the view of the "family managers" (i.e. inside the family and inside the

business) as seen by both generations. These "family managers, 'when they forget or

ignore the other three perspectives, they can easily get boxed into their own concerns'

(p.107). This usually involves the lack of ability to let go of control by the older

generation, and hence the younger generation's lack of control over the business
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The second perspective is the view of "the employees," including older and younger

employees who work inside the business but are outside the family. 'Understandably, they

face different pressures and concerns from those of the family managers, even though

many are treated as part of the larger corporate family. The older employees want rewards

for loyalty, sharing of equity, and security, and they want to please the boss. Younger

employees generally want professionalism, opportunities for growth, equity, and reasons

for staying. Both age groups worry about bridging the family transition' (Barnes and

Hershon 1976, pp. 107-108).

The third perspective is the view of "the relatives". These are the family members who are

not involved with the business in terms of management. For the more aged relatives, the

main concerns are their incomes, possible family conflicts, and possible career in the

business for their children. For the younger relatives, they may feel an obligation to join

the family business. This group has significant stake in the family business and its well-

being through succession.

Finally, the fourth perspective is the view of "the outsiders". These include competitors,

creditors, clients, government regulators, and all other external individuals or

organisations that have contact with the business. Their interests in the business can vary

from constructive to destructive in intention and effect (Barnes and Hershon 1976)

Barnes and Hershon (1976) also pointed out that the more "Outside" the perspective is

on the family front, the more it is accepted as a "real" management problem. More efforts

are spent in the research on the outside-the-family problems than on the inside-the-family
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problems which are in many senses more important and certainly much more time

consuming. The most important point here is that there are many people involved in family

businesses, and their perspectives and hence the role played differ, especially when the

business is going through its succession.

Table 1.3

Pressures and Interests in	 Inside the family	 Outside the family
a family business

Inside the business	 The family managers. 	 Rewards for loyalty.
Hanging onto or getting	 Sharing of equity, growth,
hold of company control.	 and successes.
Selection of family members 	 Professionalism.
as managers.	 Bridging family transitions.
Continuity of family	 Stake in the company
investment and involvement.
Building a dynasty.
Rivalry.

Outside the business	 The relatives.	 The outsiders.
Income and Inheritance.	 Market, product, supply and
Family conflicts and	 technology influences.
alliances.	 Tax laws.
Degree of involvement in the	 Regulatory agencies.
business.	 Trends in management practices.

Barnes and Hershon 1976, Harvard Business Review, Vol 54, p.1 10

This framework provided by Barnes and Hershon (1976) covers both the macro

perspective: the interaction between the family and business systems, and the micro

perspective: the needs of the stakeholders of the family and the business It provides a

comprehensive way of viewing any family business going through succession, as we can

list requirements and problems clearly in the relevant boxes in the diagram

Now that we have discussed the issues prior to the succession, and the human relationship

issues during the handover of leadership, we must now look at the tactical decision of
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when to allow the successor entry into the family business

[1.6-5] Introducing the Successor

One of the most important issues of the succession process is perhaps the method by

which the successor enters the family business. The dilemma is in deciding whether to

allow entry into the family business via summer or low-level jobs, or after some work

experience elsewhere. On the one hand, to allow a low-level entry is hardly ideal in

projecting an image of a competent leader, while on the other hand, 'by entering the family

firm through summer jobs and low-level employment, credibility can be achieved in the

eyes of those important to the success of the new entrant. This manner of entry can also

provide the successor with knowledge of the firm's operations which helps generate a

feeling of confidence and respect' (Barach, Gantisky, Carson and Doochin 1988, Vol.26,

No.2, p.53). Also, by allowing early exposure to the business, as pointed out earlier, it can

provide the successor with an advantage (Kets de Vries 1993).

The result found in the research conducted by Barach et al. (1988) was that most

successors join their family businesses immediately after completing their education, and

one viable method is entering through summer and low-level jobs. The argument was that

'the successor with experience from summer and low-level jobs has had the opportunity

to become familiar with the business and its workers, and to build a central network within

the on-going organization' (p.55). This decision clearly has implications on the roles

played by those involved in family businesses during their succession.
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11.6-61 Other Factors affecting Family Business Successions

As mentioned bnefly above, there are exogenous factors that could affect family business

successions. For example, the state of the economy or a specific industry could affect the

succession process. Alternatively, government policies either through taxation or

otherwise, could affect how the succession process is carried out. Finally, if we recall how

family business definitions are culture specific, and that how it is important for an

incumbent CEO and successor to have a similar outlook on the family business, then this

is another important factor which can influence family business successions.

Culture which represents the family members' perceptions, and hence affects their

definitions of and outlook toward the family businesses, would play an important role in

determining how events in family business successions would take place, and hence the

quality of succession experienced.

Diagram 1.7 sumrnarises everything we have covered so far on family business

successions. As we can see, the framework of non-family business successions exist as a

backbone from the realisation of the need of succession by the CEO, till the handover of

control of leadership.

We can also see how the human elements affect the relationships between family members

and hence affect how they behave in successions, which brings us to the roles played by

the parents and the successors. The roles of other stakeholders, such as relatives of the

family, also feature in the succession process.
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Diagram 1.7 while providing an overview of family business successions, are based on

western literature, and does not include elements specific to the overseas Chinese family

businesses If we are to study overseas Chinese family business successions, then factors

such as overseas Chinese culture and western influences in overseas Chinese cultures,

must feature in the model. To achieve this, we must use existing overseas Chinese family

business literature to extract the differing or extra factors affecting the succession process,

and adapt Diagram 1.7 accordingly.
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[1.7J Overseas Chinese Family Business Successions

While there has been research done on western family businesses and their succession

process, our understanding of the succession practices in family businesses of East Asian

societies is embryonic (Chau 1991). Family businesses in general are more secretive, and

tend not to divulge as much information as publicly held corporations (Kets de Vries

1993).

For the overseas Chinese family businesses, the secrecy is even more emphasized, because

in many parts of East Asia where they live and build their business empires, the host

governments have implemented hostile policies to restrict overseas Chinese control over

the economy, and at worst, there have been times in history when the Chinese as an ethnic

group were publicly denounced, abused and discriminated or even deported. A good

recent example would be the looting of homes, rape and murder of overseas Chinese in

Indonesia after the Asia economic crisis of 1998. Such events have made the overseas

Chinese very wary, and they have tried to blend into their local environment and society

with as little attention drawn to themselves and their families. This is one of the main

reasons why there has been so little research done not only on succession practices, but

on any aspect of these businesses.

This secrecy make research in the overseas Chinese family businesses very difficult, as

much of the information and data required are held closely within the family. Nevertheless,

it is still possible to study these businesses. This is because, family businesses around the

world share many similar problems when it comes to succession, as Pant and

Rajadhyaksha pointed out in their study of Asian family businesses 'Indeed some
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peculiarities of family firms, such as their poor record at managing succession are the same

all over the world' (1996, p.8 I2). We can therefore draw upon the literature on western

family businesses to assist in our study and understanding of the overseas Chinese family

businesses.
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Chapter 2: Unaccompanied Minors

Overseas Chinese family businesses face very different circumstances compared with their

western counterparts, but in essence they are still family businesses. While it would not

be wise to assume that the research derived from family businesses in the west applies to

their overseas Chinese counterpart, western research on family businesses do provide a

some foundation to the understanding of family businesses worldwide, and provided that

due care is given to the cultural differences, it would be most logical to use existing

western family business research and what little overseas Chinese family business research

there is, as a starting point in studying succession in these businesses.

With more overseas Chinese sending their children abroad to study, the need to

understand how western societies perceive family businesses, seems almost vital in

understanding what the future holds for these overseas Chinese family businesses. Indeed

Weidenbaum (1996) identified this as one of two related forces 'pressing the traditional

Chinese family to change in fundamental ways' (p.152). He described the succession

scenario faced by these businesses, 'to utilize the talents and skills of the sons, and

increasingly the daughters, who have been educated in the West and often have gained

some "alien" work experience there before returning home' (p.153), but took an

optimistic view. 'At times, the combination of the Confucian work ethic and the Western

training has turned out well. The transition from the entrepreneurial family firm to the

modern, professionally managed corporation, although not universal, can be successful'

(p 153).
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While Weidenbaum (1996) identified clearly this new area of interest for the overseas

Chinese family businesses, he failed to identif,' the potential problems, and perhaps under-

estimated the magnitude of the latent problems of the clash between Confucianism and

Western ideas.

Lee (1996) in studying business organisations in Singapore pointed out that the challenge

of integrating Western management styles with the traditional can pose problems. 'The

dilemma between traditional and Western management styles is manifested in the different

perspectives held by the two generations on how organizations should be managed - the

older generation being more traditional and the younger one being more Westernized'

(p.65).

The Table below shows the different perspectives of the two generations as identified by

Lee (1996). Lee (1996) was able to identiIj that generation perspectives differ, but did not

go into depth to find the reasons for such differences. However, it was identified that the

younger generation who are usually western educated, are the main "carriers" of Western

management styles into the system.

The different perspectives between the two generations imply that the two generations'

expectations of how the successions should take place may differ. It is the similarity or

difference in expectations that is the key to the quality of the succession experienced.
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Older Generation	 Young Generation

Claim that they have more experiences 	 Claim that they have more education

Perceive that their role is to intervene for the Perceive that their role is to hire competent
workers and help them	 workers and expect them to perform

Believe that it is the boss's responsibility to 	 Believe that it is the individual's
solve problems	 responsibility to solve problems

Stress that a boss has the obligation to take	 Stress that workers have responsibility to
care of the workers	 perform the job well

Emphasize that individuals should conform	 Emphasize that individuals should maximize
to majority	 his/her talents and potentials

Believe that work cannot be divided clearly	 Believe that a boss should mind his own
and like to be involved in everything 	 work and leave the workers to do their job

Perceive that work is more important than	 Perceive that designation and organizational
designation and organizational structure 	 structure are important in order to get the

work done

Believe that managers should help the	 Believe that managers should set objectives
workers to solve their problems	 and achieve them

Complain that the younger generation likes	 Complain that the old generation does things
to use complicated management methods 	 on ad hoc basis

Perceive that the young generation likes to 	 Perceive that the old generation is static and
change and expects immediate results 	 resistant to change

Worry that the young generation is not	 Frustrated that the old generation still holds
experienced in running the business	 on strongly to their power

Emphasize that ethics are important in 	 Emphasize that strategy is important in
business	 business

Anticipate that the young generation is 	 Frustrated that the old generation does not
going to have many difficulties if they adopt let them test out their concepts of
Western concepts of management 	 management

Believe that one's ability is limited and one	 Believe that there are a lot of opportunities
should be contented with what one has 	 for achievement and growth

Table 2.1: Different Perspectives of the Old and Young Generations,
from Lee (1996) p.65

12.11 Unaccompanied Minors and Overseas Chinese Family Businesses

The introduction of western influence into the overseas Chinese businesses is mainly
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through their current generation of successors, many of whom have been educated in the

west (Economist 19961, Lee 1996) This group of people are known as unaccompanied

minors. This is what distinguishes overseas Chinese family businesses from family

businesses from other parts of the world, at least at present.

The values and cultural makeup of this new generation are likely to be significantly

different from that of their parents. It is also the reason why looking at western family

business literature can provide us with insight into how this new generation of successor

will think, since they would have been, to some extent westernised. This new generation,

known as unaccompanied minors (Ng 1995), with their more western cultural makeup,

introduces a set of circumstances unique to the current time frame, that affect the current

successions of overseas Chinese family businesses.

The existence of unaccompanied minors is historically a relatively recent phenomenon.

These unaccompanied minors are the children of the those born during or shortly after the

Second World War, often referred to as baby-boomers. For the overseas Chinese, their

existence is partly due to the falling standards of education in parts of Asia, which in turn

features as a possible reason for the scramble for western qualifications.

One of Confucianism's influence on the overseas Chinese, is their emphasis on their

children's education. In the past, as pointed out by The Economist's business survey on

Asia (9/3/1996), the economic climate has favoured the opportunistic and the dashing. It

is increasingly becoming the case that in the future, there will be a greater need for

organisational and management skills. Thus, many overseas Chinese have been and are still
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sending their children abroad, some as early as the age of 6, but on average at the age of

14, hoping that they will one day return to the family business with a western MBA While

the drive and energy of an entrepreneur applied for the overseas Chinese of the baby-

boomers era, their children live in much different times, where the needs of society and

skills required for success are much different.

[2.2] The Unaccompanied Minors' Experiences

Unaccompanied minors are termed by psychologists as marginal people, who by

definition, are individuals who live at the juncture between two cultures and can lay claim

to belong to both cultures (Stonequist 1935). As a result, they have certain psychological

properties, depending on how they cope with their experiences of being in more than one

cultural setting.

Usually, these individuals will at some stage experience some form of crisis or confusion,

upon which 'a new self-consciousness develops to mirror the newly realized situation.'

(Stonequist 1935, p.11) For these marginal people, 'it is as if he regarded himself through

two looking-glasses presenting clashing images' (Stonequist 1935, p 1). As these

individuals attempt to live between two or more cultures, their personalities and careers

are interwoven and linked with both systems. They thus mirror in their own personalities,

aspects of both cultures (Stonequist 1935, p.3).

Unaccompanied minors leave home to study in a different culture for extended periods of

time, but they still stay in constant touch with their families back home This makes them

marginal people, and perhaps the effects of being marginal people are more exaggerated
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than marginal people from other age groups This is because, unaccompanied minors as

defined, are at the age where their self identities are unclear. 'The role of the family in

shaping the perceptions of children is generally recognized' (Alcorn 1982, p. 72), and for

unaccompanied minors, their exposure to the family is shorter than for a normal childhood

and adolescence.

For example, a study of Chinese-American adolescents by Chen and Yang (1986), pointed

out that there are a number of Chinese-American personality styles that have developed

ranging from the individual who rejects 'all aspects of being Chinese in an anxiety to

appear completely American (the so-called "banana" type - yellow on the outside but

white on the inside), to a radical individual who may espouse a new "Asian" consciousness

while rejecting the traditional values of both traditional Chinese and American culture'

(Sue and Sue, 1971, Chen and Yang 1986, p.20). In the middle of this continuum, are the

biculturally competent: those who can develop a cultural competence in both cultures,

where a culturally competent person is 'presumed to be one who knows, appreciates, and

internalizes the basic beliefs of a given culture. This would require an acceptance of a

particular culture's basic woridview and the ability to act within the constraints of that

worldview when interacting with members of that culture' (LaFromboise, Coleman and

Gerton 1993, p.403) [See Diagram 1.7a]

The identity crisis suffered by the unaccompanied minors is a direct result of the cultural

conflicts between the Chinese culture, which is one of the world's oldest dating back some

four thousand years, and the American culture, which is one of the world's most recent,

with barely four hundred years of history. As Ng (199511) found, many unaccompanied
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minors feel that 'they become too "Westernized" for their home country, while being too

"Oriental" to be fully accepted into the American society' (Ng 1995, p.9 of Introduction).

These findings were based on individuals who were either immigrants to a western culture

and therefore exposed for the first time to western culture, or in the unaccompanied

minors case, those who were from the Chinese culture, exposed to the western culture

while studying abroad. The effects of which are usually most obvious when they are in

contact with their original culture again.

The problem arises in succession of family businesses because, as pointed out by Kets de

Vries (1993, p. 65), 'With time and geographical distance, residual childhood irritants and

resentments are less likely to flare up. However, joining the family firm breaks this pattern.

Parents may use emotional blackmail to induce their children to go into the business.

Consequently, in one way or another, family members may be stuck with one another.

They may feel trapped' (Kets de Vries, 1993, p.65).

The problem is even more exaggerated for unaccompanied minors, because there may be

the element of a cultural difference. Having spent substantial periods of time alone abroad

in a western individualistic society, the unaccompanied minor will return to a more

collectivist society (Bond and Hofstede 1988), where he or she has to live very closely

with family members who have become unfamiliar to them The frustration is frirther

exaggerated within a family business.

Lee (1996) identified the problem in studying Singaporean organisations. 'Many Chinese

managers, especially of the younger generation, may find Chinese management to be a
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Western Culture

Banana'
Personality Type7

very illogical, unscientific, and paternalistic practice. They may not like certain facets of

the culture and may consequently set out to implement change. However, they may not

realize that they cannot produce such change simply by adopting the management style

of another culture' (p. 66).

As a young tearful unaccompanied minor successor of my sample once told her father, 'At

home, you are dad the head of the family, and at work, you are the boss, the head of the

business. Ifeel helpless and trapped. I never get a say!' (F 11 1.JM2).

Bicultural
Childhood Experience .......>

	
Unaccompanied	 3 Competence

Minors

Overseas Chinese Culture	 Radical
lndMdual

Diagram 2.1: Unaccompanied Minors Personality Types

[2.3] The Five Models on Second-Culture Acquisition

In order to fully understand the actions of the unaccompanied minors in the family

business context, we must first gain a better understanding of the unaccompanied minors.

To do this, we must look back on their experiences abroad, and how they dealt with these

expenences.

LaFromboise, Coleman and Gerton (1993) developed five models to study the way

unaccompanied minors adapt to an alien culture to their original base culture. According
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to LaFromboise, Coleman and Gerton (1993), 'in order to be culturally competent, an

individual would have to (a) possess a strong personal identity, (b) have knowledge of and

facility with the beliefs and values of the culture, (c) display sensitivity to the affective

processes of the culture, (d) communicate clearly in the language of the given cultural

group, (e) perform socially sanctioned behavior, (f) maintain active social relations within

the cultural group, and (g) negotiate the institutional structures of that culture'(p. 396).

The process of change of individuals when encountering a second-culture has been

described by the use of five models: assimilation, acculturation, alternation, multiculturism

and fusion (LaFromboise, Coleman and Gerton 1993).

Assimilation is 'the process by which an individual develops a new cultural identity.

Acquiring this new identity, however, involves some loss of awareness and loyalty to

one's culture of origin. Three major dangers are associated with assimilation. The first is

the possibility of being rejected by members of the majority culture. The second is the

likelihood of being rejected by members of the culture of origin. The third is the likelihood

of experiencing excessive stress as one attempts to learn the new behaviors associated

with the assimilative culture and to shed the inoperable behaviors associated with the

culture of origin' (LaFromboise, Coleman and Gerton 1993, p.397).

The acculturation model is similar to the assimilation model in that they both focus on the

'acquisition of the majority group's culture by members of the minority group'

(LaFromboise, Coleman and Gerton 1993, p. 397). This implies a unidirectional

relationship between the two cultures Also, it assumes a 'hierarchical relationship

between the two cultures' (p. 397). It is different in that while the assimilation model
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assumes that the individuals will eventually become full members of the majority group

and lose identification with their culture of origin, the acculturation model implies that

the individual, while becoming a competent participant in the majority culture, will always

be identified as a member of the minority culture' (p. 397).

The alternation model assumes that it is possible for a person to 'know and understand

two different cultures. It also supposes that an individual can alter his or her behavior to

fit a particular social context' (LaFromboise, Coleman and Gerton 1993, p. 399). The

main theme is that the alternation model suggests the possibility for an individual to

maintain positive relationships with both cultures without having to choose between them.

The multiculturalism model addresses 'the feasibility of cultures maintaining distinct

identities while individuals from one culture work with those of other cultures to serve

common national or economic needs' (LaFromboise, Coleman and Gerton 1993, p.401).

An individual who would be described as a participant of the multiculturalism model,

would have high contact with his or her culture of origin.

Usually, there will also be a high level of loyalty to the culture of origin, and strong

involvement with the culture of origin. This tends to lead to a high acceptance by members

of his or her culture of origin. The contact between the individual and the second or

majority culture would only be moderate, and the individual would feel a low affiliation

with the second culture. There is also a tendency for a low acceptance by members of the

second culture (LaFromboise, Coleman and Gerton 1993, pp. 401-402)
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The emphasis is therefore away from the individual's cultural makeup, and focusing on

the cultures themselves. As this research is primarily looking at the cultural makeup of the

individuals, this model is deemed irrelevant for the purpose of my research, and no further

discussion of this model is considered.

Finally, the fusion model assumes that there is no cultural superiority between the cultures.

It suggests that 'cultures sharing an economic, political, or geographical space will fuse

together until they are indistinguishable to form a new culture' (LaFromboise, Coleman

and Gerton 1993 p. 401). Each culture will bring to the new culture, 'strengths and

weaknesses that take on new forms through the interaction of cultures as equal partners'

(p. 401), and once fused, the individual's psychological reality would be the same as

members of the majority group. The model is the least observed in research, and 'the

psychological impact of this model is unclear because there are few successful examples

of such a new culture' (p. 401). Table 2.2 below shows the variables associated with

models of second-culture acquisition.

Model	 1	 2	 3	 4	 5	 6	 7

Assimilation	 Low	 Low	 Low	 Low	 High	 High	 High

Acculturation	 Low	 Low	 Low	 High	 Low	 Low	 Low

Alternation	 High	 High	 High	 High	 High	 High	 High

Multicultural
	

High	 High	 High	 High Moderate Low	 Low

Fusion	 Low	 Low	 Low	 Low	 High	 High	 High

Note. 1 = Contact with culture of origin; 2 loyalty to culture of origin; 3
involvement with culture of origin; 4 = acceptance by members of culture of origin; 5 =
contact with the second culture; 6 = affiliation with the second culture; 7 = acceptance
by members of the second culture.

Table 2.2: Extent of Attention on Select Process Variables Associated with
Models of Second Culture Acquisition

(extracted from LaFromboise, Coleman and Gerton 1993, p. 402).
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From the five models, we can see that different adaptation models chosen by the

unaccompanied minors imply different behaviours For example, an unaccompanied minor

who uses the alternation model by definition, will fit in with both cultures by altering his

or her individual behaviour, while an assimilated unaccompanied minor after losing

awareness of one's culture of origin during the assimilation, will find it difficult coping

with two cultures.

In fact, we could see that the models of adaptation developed by LaFromboise, Coleman

and Gerton (1993), complements Chen and Yang's (1986) personality findings as

discussed above. For example, unaccompanied minors who are bicultural are likely to have

used the alternation model, while the 'banana' personality types are likely to have

experienced the assimilation or acculturation models. While the models and the

personalities described in the literature are based on research on individuals in different

times and slightly different circumstances to the overseas Chinese, it does provide us with

a foundation understanding of unaccompanied minors, and also identifies the existence of

different personality types for unaccompanied minors.

12.4] The Culture Shock of Going Home

Similar findings to that found among accompanied minors have been found in Adler's

(1997) account of expatriate executives' experiences. She found that many of the most

effective global managers suffer from severe culture shock: a positive symptom indicating

that the manager is becoming 'deeply involved in the new culture instead of remaining

isolated in an expatriate ghetto' (Adler 1997, p. 238).

92



Culture shock implies that the expatriate is letting go of the home culture and is beginning

to interact and blend with the new culture. This adaptation is beneficial to the manager in

terms of effectiveness, but does cause stress which needs to be managed (Adler 1997).

Adler (1997) also described the reentry experiences of the expatriots, when they return

to their countries of origin. 'Reentry experiences frequently surprise returnees. When

transferring abroad, people generally expect new and unfamiliar situations, whereas they

do not expect anything unfamiliar when returning home.

Most returnees expect neither reentry shock nor trauma; they expect to slip easily back

into their previous organization, job, and lifestyle' (p. 243). However, in reality, expatriots

often 'come back neither to the world they left nor to the world they are expecting' (p.

243). This arises because 'while abroad, the expatriate changes, the organization changes,

and the country changes. Moreover, during the culture shock phase of adjusting to

another country, expatriates often idealize their home country, remembering only the good

aspects of home - in essence, creating something to hold on to and to dream about (p.

243).

One can see from Adler's study, similarities of the expatriate experiences with those of the

unaccompanied minors. Both unaccompanied minors and expatriot managers find that

when returning home, they face real changes, and a gap has developed between the way

it was as they remembered it, and the way it is. This difference between their feelings and

reality is often found to be even more difficult than their initial entry to a foreign culture

(Adler 1997, Ng 1995).
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In Adler's study of expatriots, returnees can fit into certain categories in their reentry to

their home country. For example, Resocialized Returnees do not recognize that they have

learnt skills that would be useful at home, and in general, they are neither aware of

changes in themselves nor in their environment. Overall, they tend to remove themselves

from their international experiences, and reject the foreign culture when abroad, a striking

resemblance to the new Asian consciousness of the unaccompanied minors.

Proactive Returnees attempt to integrate their international and their home country

experiences. Being highly aware of changes both in themselves and in their environment,

they aim to effectively integrate their home and foreign culture, and their approach is to

attempt to adapt to living abroad- a somewhat similar description to biculturally

competent unaccompanied minors.

Finally, Alienated Returnees often dissociate themselves from the home culture and home

organization. They reject their home culture, and while abroad, they try to go native, and

become assimiliated into the foreign culture. Again, we see the strong similarities to the

'banana' personality trait described in psychology literature.

It is worth noting that Alienated Returnees are perceived to be the least effective

managers both by themselves and by their superiors (Adler 1997). We can see similarities

arising between the research on expatriot executives returnees, and the categories

described in literature on unaccompanied minors. However, there has been no research

done on family business successors in these situations and the effects different types of

unaccompanied minors might have on the succession process.

94



Therefore with the above information, we can now create a model for the overseas

Chinese family business succession. Clearly the unknown factor here are the

unaccompanied minors, since there has been no prior research done on them in the context

of their family business successions. The result we are seeking is still the quality of

succession experienced. Diagram 1 .7a is a supplement version of Diagram 1 '7(p.78), and

it shows the full model based on all the literature reviewed in this thesis.
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Diagram 1.7a: Overseas Chinese Family Business Succession andUnaccompanied Minors
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12.51 Purpose of Research

For the overseas Chinese, there has been little research conducted on their family

businesses, and with the relatively new phenomenon of unaccompanied minors, the entire

issue of succession in overseas Chinese family business is still unknown. With the

unaccompanied minors phenomenon, the same intergeneration stress found in western

successions may exist among overseas Chinese family businesses, and in addition to that,

there will also be the need for both the parents and the successors to cope with the issues

posed by unaccompanied minors being educated in a different culture. How they cope and

how they adapt and react and act out their roles, within their unique circumstances will

have direct implications on how the business succession will take place.

With this in mind, the issue of unaccompanied minors in succession becomes very

interesting. The possible cultural differences between the unaccompanied minors and their

parents contribute to the possibility of differences in expectations of how the successions

should take place.

The purpose of this research is therefore to study how this generation of unaccompanied

minors affect the overseas Chinese family business successions, and to make a

contribution by explaining why there might be problems in the succession of overseas

Chinese family businesses, arising as a result of having unaccompanied minors educated

in different cultures. The research therefore aims to provide suggestions as to how future

generations can avoid the similar problems faced by these families.

By using Diagram 1 .7a, we are amalgamating the established western family business
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succession literature and overseas Chinese family business succession literature. The new

element added to the model are the unaccompanied minors, and we seek to answer the

research question, why some unaccompanied minors have more positive succession

experiences in their family businesses than others?

The research, while answering the key research question, will also provide the West with

a better understanding behind the thinking of overseas Chinese family businesses. Perhaps

most importantly, the research will show, first hand, the interaction of western and

Chinese culture both in the social and emotional setting of a family and in the business

setting.
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Chapter 3: Methodology

The methodology used was strongly influenced by the research conducted. While there

has been much research done on western family businesses, systematic studies on family

business successions are few in numbers (Lansberg 1986, Stempler 1988). Furthermore,

as explained in the previous chapter, while there is much research on western family

businesses, there has been comparatively less empirical work done on overseas Chinese

family businesses. In addition, we also have the unaccompanied minors, a new concept yet

to be studied in the family business succession context.

For these reasons, the research is exploratory and descriptive in nature, and much of the

data is qualitative. The aim is to generate findings that show in-depth knowledge of the

unaccompanied minors' impact on the overseas Chinese family businesses' succession,

while providing breadth and scope in terms of areas and implications for future research.

In this chapter, the elements of the methodology used are discussed. The theoretical

rationale for the methodology is presented first, followed by detailed study of the research

sample, the data collection process, and finally the data analyses. This order of

presentation was influenced by the theoretical assumptions of the research and the

constraints imposed by the data collected.

13.11 Qualitative and Quantitative Methods

In general, quantitative research is associated and taken to be characterized by the social

survey and by experimental investigations, while qualitative research tends to be
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associated with participant observations and unstructured interviews (Bryman 1988). The

arguments for quantitative and qualitative methodologies go beyond the debates relating

to the techniques involved for each method, and their strengths and weaknesses in relation

to the topic of research. The philosophies behind these two methodologies have much

influence on the appropriate methods to be applied to the topic of research conducted,

especially when we look at qualitative styles of inquiry (Bryman 1988) in section [3.1-11.

The awareness of the differences between qualitative and quantitative research has led to

various attempts to compare and contrast the pros and cons of participant observation

(qualitative) and survey methods (quantitative) (e.g. Vidich and Shapiro 1955, Becker and

Geer 1957). In the 1970's, the debate progressed by focussing more on the 'systematic

and self-conscious intrusion of broader philosophical issues into discussions about

methods of research' (Bryman 1988, p.2). This shift of focus is a move forward because

it looks at the appropriateness of the natural science model to social sciences.

While earlier literature may have assumed the desirability of following natural science

procedures for social science research, the supporters of qualitative research argued that

natural science was inappropriate for studying people. 'Much of the argument levelled

against the orthodoxy of quantitative research derived from the growing awareness and

influence of phenomenological ideas which gained a considerable following in the 1960's.

It was argued that the application of a 'scientific' approach - in the form of surveys and

experiments - fails to take into account the differences between people and the objects of

the natural sciences. Research methods were required which reflected and capitalized

upon the special character of people as objects of inquiry. A qualitative research strategy,
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in which participant observation and unstructured interviewing were seen as the central

data gathering planks, was proposed since its practitioners would be able to get closer to

the people they were investigating and be less inclined to impose inappropriate conceptual

frameworks on them' (Bryman 1988, p 3).

As far as this research is concerned, as we will be exploring an area where we are

measuring the experiences and emotions of individuals within families, much of the data

is qualitative in nature. The aim of the study is to build a framework to interpret the

phenomenon of unaccompanied minors in succession. Therefore, the use of qualitative

research methods, with its relative interpretive strength and exploratory nature, would be

more appropriate than hypotheses testing and quantitative comparisons.

As the data we are seeking to collect are related to people's thinking and psychological

outlook on a phenomenon, it would also make sense for us to draw upon some

methodologies from the psychology discipline, as these methodologies are designed to

measure and collect such data.

[3.1-1] Using Qualitative Methods

In the past few years, there has been a growing interest and popularity in qualitative

methods, particularly within the psychology discipline (Bannister et al., 1994; Miles and

Huberman, 1994, Richardson, 1996; Smith et al., 1995; Symon and Cassell 1998). As

Henwood and Pidgeon (1995, p.116) pointed out, there are two issues within psychology

that enhanced use of the 'qualitative paradigm' can address. Firstly, there is an

overemphasis on theory testing, typical of traditional approaches used in psychology. This

100



results in an underemphasis on the systematic generation of new theory The generation

of theory traditionally grounded in data, is one of the key principles of qualitative

research. Therefore, using qualitative methods can correct this imbalance between theory

testing and theory generation.

Further, the appropriateness of any survey and data collection technique is its ability to

gather relevant data. The survey methods used in quantitative methods while appropriate

for testing hypotheses, are not effective when applied to studying personal issues where

access to data is restricted, and for exploratory research, where it would be difficult to

categorise or forecast the type of data to be expected from the survey. Secondly,

qualitative methods, with their emphasis on exploring the research participants' own

experiences, counters the critique that much of the existing research neglects the richness

and significance of the individual, while favouring over-generalised reductionist

explanations.

As this research is exploratory in nature, the qualitative methods appear to be more

appropriate since it allows the researcher to obtain richness in the data which is quite

essential, in order to make sense of the complex emotions embedded in the data of this

research. In this research, we are looking at succession in family businesses, but we

question the applicability of our existing knowledge in this field, due to the culture implicit

in overseas Chinese family businesses and the issue of unaccompanied minors.

The qualitative approach will allow for data collection techniques which will be effective

in both gaining in-depth access to and effective collection of data for this exploratory
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research Quantitative methods may be used, perhaps in future research to test hypotheses

and theories, once these theories have been formulated.

13.2] Methodology Description

In qualitative research, the distinction of data collection and data analysis is not clear.

Researchers often have to create, test and modify their analytic categories much like an

iterative process (Symon and Cassell 1998). For my research, I had similar experiences,

as initially, I was not sure the extent of access I could obtain within the overseas Chinese

family. After some initial pilot interviews and some data analyses, I redesigned my

interview guides (see Appendix B) as I realised that my access was greater than I

previously anticipated. I became aware of the extent of the richness of data obtainable.

Much like the iterative process described by Symon and Cassell (1998), I was constantly

moving between the data collection and analyses, in order to collect the most

comprehensive data that I could obtain for the purpose of this research. The process of

developing the interview structures will be discussed in the sampling section below.

13.2-11 Sampling and Data Collection

Referring back to diagram 1.7a (p.95), we can see that the apparent source of data for this

research are the parents and the unaccompanied minors As the research is looking at the

family business succession, and we are particularly interested in the quality of succession

as perceived by these two groups, both the parents' and the unaccompanied minors'

opinions and experiences must be sampled, if we are to gain a better understanding of the

overseas Chinese family business successions that they are going through Further, with

102



the overseas Chinese's cultural emphasis on familism, it is only common sense that we

study the family's perspective, and not Just the parents' or the children's

From the day I started my research, I have always known that getting a sample would be

a difficult task, especially as my unit of analyses and my research required me to talk to

both parents and children As recorded in literature, the overseas Chinese are very

secretive, especially when it comes to matters concerning the family business (Redding

1993).

Spradley's (1979) suggestion for developing rapport through the four stages of

apprehension, exploration, cooperation, and participation was helpful, but initially, I found

that I never really got past the apprehension stage with the parents. With the

unaccompanied minors, it was an easier task, as there was already a level of rapport built-

in from the fact that I myself was an unaccompanied minor, and I found that they were

very happy to cooperate, and in many cases, volunteered more information than was

asked.

The problem with the parents was one of lack of trust. To them, I was perceived as a

friend of their children, and therefore they were uneasy about telling me anything to do

with their children as successors. In essence, they doubted my integrity as a researcher to

keep information given to me as confidential. Added to that, was the fact that I was not

family, but an outsider, therefore, matters of the family, the family business and especially

emotions involved were far too personal for them to discuss with me. The solution to this

came in a rather funny twist of events
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It was during my first few interviews with the parents that I felt that they were very

reluctant to talk to me and provide me with any information at all, about their businesses

and their successions. Questions like 'Do you feel that your children are good

successors?' produced answers like 'He(/she) is a good kid, you know ' and would stop

there. If probed further, it was most likely that the topic was changed altogether, and

some took it quite offensively. For example, one father I interviewed in my pilot

interviews said, 'This is personal between myself and my son, and I can't tell you that. It

is family matter, which is not for the public to know. You cannot ask me questions like

that.'

I contemplated not interviewing the parents, as I was not getting any information beyond

'yes' or 'no' answers from whatever questions I posed. However, I realised the

importance of getting the parents' perspective in succession. After all, succession involves

the two generations, and for the purposes of establishing validity for the construct of the

research, it was vital that we obtained the parents' perspective. Otherwise, the research

would not be complete.

It was during one of these early frustrating days in Hong Kong, that during dinner, I

mentioned my worries to my mother. Her reaction was one of surprise She told me that

many of her friends actually told her of their feelings about their children and the problems

they were having with the family dynamics involved in the succession of their family

businesses. Clearly, my mother had access to the parents who were refusing to talk

sincerely with me. My mother said that she would talk to her friends about the problem

I was facing with my research, but I did not hold my hopes very high.
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About a week later, my mother arranged for me to interview one of the parents who was

resistant to my interviews. She told me that a number of the parents actually wanted to

talk to me about the succession issues, and how they felt about sending their children

abroad to study and so on. I was most puzzled, and asked my mother how she did it. After

all, it is part of the methodology involved in the research, and would definitely contribute

to any ftirther research done in this field with regards to access to data.

The underlying reason for their original reluctance was one of lack of trust, as I had

originally suspected. While the unaccompanied minors could relate to me as someone who

shared their experiences and also as someone of their generation, the parents did not view

me similarly. They did not believe me when I told them that the information given would

be strictly confidential. They were concerned that because I have established such a good

level of rapport with their children that whatever the parents told me would go back to

the unaccompanied minors. Of course, that would not make me very professional as a

researcher, and ftirthermore, it would introduce bias and distortion to my data, which is

clearly not in my interest

My mother, by sharing her experiences as a parent of unaccompanied minors, and also

coming from a family business, managed to build up their confidence in me, and actually

develop an interest in my research, which I believe to have been the key to their eventual

willingness to be interviewed by me. The parents' views went from one of scepticism to

one where they believed that I could be the person who could provide a solution to their

worries and problems with regards to their family business succession. My research results

would eventually benefit them
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In essence, gaining access is the key to the research. Without the level of access gained,

this research would not have been possible. My access to unaccompanied minors' data

arose from my background as an unaccompanied minor, therefore the sampling was aimed

at providing me with the level of access needed for the depth of data required.

With regards to the parental data, the access obtained required a level of understanding

to be built between myself as a researcher and the parents. My mother was a parent with

similar experiences to the sampled unaccompanied minors' parents, and most of them have

known each other for a period of time. The parents identified with my mother as someone

with similar experiences, and was therefore more understanding, when my mother

explained to them my research objective. My mother bridged the gap between myself and

the parents, by sharing her own experiences, and assisting the parents in understanding the

aim of the research as being beneficial to them, rather than seeking blame for any

shortcomings in their family businesses.

The access to the sample collected is therefore not random, and cannot be random for a

number of reasons. In essence this is similar to Glaser and Strauss' (1967) theoretical

sampling 'Theoretical sampling is the process of data collection for generating theory,

whereby the analyst collects, codes and analyses his data and decides what data to collect

next and where to find them, in order to develop his theory as it emerges' (p. 45). My

experiences in gaining access to the sample is therefore based on collecting data from the

unaccompanied minors, then identifjing the need to gain the perspective of the parents.

Through the assistance of my mother, I gained access to the parental data, and obtained

data which proved vital for conducting the analyses, as we shall see later on
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The research is with respect to a specific phenomenon: the succession experience of

unaccompanied minors and their parents, with the unit of data being the family. Therefore,

the sample must also satisfy certain categories in order to be sampled.

The problem of access discussed above, implies that these families are likely to know me,

and that a certain level of rapport exists At the very least, the unaccompanied minors

must identify with me, and their parents must have a certain level of trust in me, built up

through their acquaintance with my parents, especially my mother.

As for the categories required to be in the sample, for a start, the family in question will

have at least one unaccompanied minor. In other words, the parents have sent their

children abroad to study. This in itself is not a problem, especially for Hong Kong, where

I have decided to conduct my research due to ease of access.

Due to the social status attached with sending children abroad to study, virtually all

families if they can afford it, send their children abroad to study. For my sample, the

families must also own a business or be involved in a business to which they identify as a

family business.

Finally, the family business must be in the process of or have already gone through

succession. This point is more or less a non-category in the sense that many of the

overseas Chinese family businesses, especially Hong Kong, are creations of the post-

Second World War. Therefore, they are likely to be reaching the stage where the founding

entrepreneurs are approaching their retirements So, we could see that the phenomenon
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of unaccompanied minors entering succession in the overseas Chinese family businesses,

is a unique event occurring in a specific window in time, due to a set of circumstances that

created many of these families and their businesses some 30 years ago.

The final point raised is also interesting for the purpose of understanding succession as a

process, because it is virtually impossible to determine when the process of succession

begins and indeed when it ends. Even when confronted with a direct question on the issue,

often both parents and unaccompanied minors find it difficult to pin-point a specific event

of moment in time where they could define as the beginning of succession or the end of

succession.

'Succession takes place all the time. It is not something that has a clear start and ending.'

said one parent (F5P1). 'I really can't say when succession started for me. I mean,

technically, it is when I joined the business, but mentally, probably when I was about five.'

responded an unaccompanied minor who has joined the family business for 2 years

(Fl UM 1).

Similar responses could be found when asked when succession will or did end. A parent

(F2P1) who was interviewed has had her son (F2UM1) working in the business for eight

years, and the son has taken over as Managing Director. She said, 'I am the Consultant

in the business. I am in the office for haIfa day everyday, to make sure everything is going

OK. Succession I suppose has taken place, but I am still very much involved in the

decision making' Another unaccompanied minor (F2UIM2) reported 'Succession doesn't

really have an ending. There is the handing over of tasks, but control is still in their (the
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parents) hands Unless you start your own business, you will never become in charge until

they die or when they are so old that they can't operate'

The fact that none of the sample could pin-point a specific event or moment in time when

succession starts and ends is a key finding for the research, as it makes implications on the

entire concept of succession and how it is perceived in the overseas Chinese's minds:

something previously unexplored in research. We shall study this in more detail in the

analyses of the results.

13.2-21 Sample Characteristics

Since the subjects were unable to determine when succession actually started and ended,

I was unable to collect as part of my data, how long the succession has been going on.

Instead, I have compiled the data for how long the children/successor has been working

full-time in the business. Since there is no way to determine when succession actually

starts, one can only benchmark on some fixed point between the families, and this point

must be common to all in order to be able to compare the families.

The return of the successor to the family business which usually coincides with when the

successor first joins the business is the most logical point, as this is where the actual

interaction phase of the succession takes place within the business and is a clear stage

within the succession process. Further, this phase marks the commencement of what could

be termed the 'meat' of succession, and is where much of the literature has focussed their

research (Barach, Gantisky, Carson and Doochin 1988; Barnes and Hershon 1976, 1989;

Beckhard and Dyer 1983; Chau 1991; Clifford 1994; Fox, Nilakant and Hamilton 1997;

109



Frishkoff 1994, Goldberg 1991; Haid 1994, Handler and Kram 1988; Handler 1989, Kets

de Vries 1988, 1993, Kimhi 1997, Lansberg 1988, Longenecker and Schoen 1978,

Morris, Williams and Nel 1996, Osborne 1991; SchiffEstess 199611; Stemplar 1988,

Worchel, Jenner and Hebi 1998) This specific event is the time when problems of

succession begin to emerge. For the purpose of analysis based on time, as will be shown

in the analysis chapter, this provides a time framework within which the families can be

compared.

The sample collected was designed to maximise the richness of data collectable rather than

seeking representativeness for generalisations. This was partly due to the accessibility of

the sample. As mentioned earlier, the overseas Chinese have been and are secretive on

matters regarding their businesses. Also my own experiences with the parents showed the

constraints I would face if I were to approach my sampling randomly and disregard

accessibility. The fact is that this research, and indeed the accessibility to rich data for the

purposes of this research, hinges on access.

Given these constraints and limit on access to data, I decided to conduct my research in

Hong Kong. There were a number of family businesses also interviewed, who were not

from Hong Kong. These family businesses were not included in the main analyses of this

research, but they provide insight into further research. This will be discussed at the end

of this dissertation in Chapter 8. A full table of the sample is given in Appendix A, and

a summarised table is shown below.
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Place of	 Industry	 Age of U Ms	 Join
Origin	 Business Interviewed Years

and Gender

Hong Kong	 Garments Import and Export 	 32	 1 out of 2	 1
Property Investments	 Female

Male

Hong Kong	 Garments Manufacture	 35	 1 out of 4	 8
Garments Retailing	 Male

Female
Female
Male

Hong Kong	 Restaurants	 21	 1 out of 2	 1
Commodities Trading	 Male

Female

Hong Kong	 Stationary Wholesale/Retail	 99	 2 out of 4	 2
Stock Brokerage	 Male, Male,
Property Investments 	 Female,

Male

Hong Kong	 Toys Manufacture	 35	 1 out of 2	 3
Handbag Manufacture 	 Female,
Garments Manufacture	 Male

Hong Kong	 Stationary Manufacture	 30	 1 out of 2	 1
Stationary Export 	 Female,

Female

Hong Kong	 Own Brand Jeans Manufacture 33 	 1 out of 2	 1
Own Brand Garments export 	 Male, Male
Own Brand Garments wholesale

Hong Kong	 Wigs Manufacture and	 42	 2 out of 2	 1
Wholesale	 Male, Male
Handbag Manufacture and

__________ Export	 _______ _________ _____

Hong Kong	 Garments Manufacture and	 28	 1 out of 2	 1
Export	 Male,

Female

Hong Kong	 Garments Manufacture and	 25	 1 out of 2	 2
_____________ Export 	 ________ Male, Male
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Place of	 Industiy	 Age of U.Ms	 Join
Origin	 Business Interviewed Years

and Gender

Hong Kong	 Cosmetics Wholesale 	 39	 2 out of 3	 8
Cosmetics Retail	 Male,
Beauty Salons	 Female,

Female

Hong Kong	 Garments Import and Export	 60	 3 out of 3	 2
Cookies Manufacture and Retail	 Female,
Garments Manufacture 	 Female,

Male

Hong Kong	 Garments Manufacture and	 28	 1 out of 2	 2
Export	 Female

Male

Taiwan	 Insurance	 55	 1 out of 1	 6
Soft Drinks Can Manufacture	 Male

Singapore	 Stock Brokerage	 18	 1 out of 1	 1
Male

Hong Kong	 Garments Manufacture 	 22	 2 out of 2	 3
_____________ ____________________________ ________ Male, Male

Hong Kong	 Construction	 55	 2 out of 2	 3
______________ _____________________________ _________ Male, Male

Hong Kong	 Garments Manufacture 	 22	 1 out of 2	 3
Fashion Retail 	 Male, Male

Hong Kong	 Condiments and Food	 40	 1 out of 2	 1
Manufacture	 Female

Male

Hong Kong	 Garments Retail	 15	 1 out of 2	 1
Interior Decorating Service	 Female,
Equity Investments	 Male
Property Investments

Hong Kong	 Garments Manufacture and 	 26	 1 out of 3	 5

Export	 Male, Male,
Male

Hong Kong	 Shipping	 33	 1 out of 2	 1
Female,
Male
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Place of	 Industry	 Age of U Ms	 Join
Origin	 Business Interviewed Years

and Gender

Hong Kong	 Construction	 21	 1 out of 2	 3
Male,
Female

Thailand	 Paper Manufacture	 34	 1 out of 2	 1
Female,
Male

Malaysia	 Financial Consultants	 32	 1 out of 2	 4
Stock Brokerage	 Female,

Female

Table 3.1: Summarised Table of Sample Collected
(NB. Bold in table denote the Unaccompanied Minor interviewed.)

(The Gender is listed in order of age, with oldest child coming first and youngest last)

13.2-3] Life History Method

The PhD is awarded in the UK, according to Phillips and Pugh (1994, p.27) for 'original

contribution to knowledge'. It is the purpose of this research to explore the events and

consequences of the phenomenon of unaccompanied minors on the succession of overseas

Chinese family businesses

The research is therefore exploratory, and the data contains primarily human behaviour

and belief systems. These cannot be understood without reference to the meanings and

purposes attached by humans to these activities, and it is asserted by Guba and Lincoln

(1994, p. 106) that qualitative data provides such insight into human behaviour.

In essence, the research studies a phenomenon the unaccompanied minors in succession

among the overseas Chinese family businesses. Both the unaccompanied minors' and the
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parents' behaviours are the independent variables of this research. These behaviours will

in turn affect the succession in the family business, which is the dependent variable. We

seek to understand the reasons behind their responses to our inquiry and more precisely,

the reasons behind their behaviours in the succession process, and how these correlate

with positive and non-positive successions experiences

This is clearly a simplification of the research, and there will of course be other variables

involved and studied, but the key is that we are trying to determine the relationship

between the cultural effect introduced by unaccompanied minors into the family business

system, and the event of succession in these overseas Chinese family businesses.

'Life history methodology focuses on the ways in which individuals account for and

theorize about their actions in the social world over time. The subjective interpretation of

the situation in which people find themselves, past or present, is its cornerstone' (Musson

in Symon and Cassell 1998 ed., plO).

The fundamental assumption is that if people view these situations as real, they are real

in their consequences (Thomas 1966, p.300). The method therefore prioritizes individual

explanations and interpretations of actions and events, 'viewing them as lenses through

which to access the meaning which human beings attribute to their experience' (Musson

1998, p.1 0). The framework of the methodology is therefore interpretive, and more

specifically, 'in the symbolic interactionist paradigm' (p.10). This means that human

beings are considered to be living in a world of 'meaningful objects - not in an

environment of stimuli or self-constituted entities This world is socially produced in that
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the meanings are fabricated through the process of social interaction' (Blumer 1969,

p.540; Musson 1998 p 10)

The processes of symbolic interaction results in different groups creating and maintaining

different worlds. These worlds are dynamic, and overlap or contradict each other,

continuously creating and recreating themselves according to the objects that they are

made of changes in meaning (Musson 1998). Therefore, 'the reflexivity of human beings

is central to this perspective and it is this process of reflexivity, (which determines) how

human beings theorize and explain their past, present and future, which the life history

methodology seeks to capture' (p.10).

The above captures reasoning behind the use of life history method in this research. We

are studying the effects of unaccompanied minors on the overseas Chinese family

businesses. In particular, we are trying to gain an in-depth understanding of how the

various factors introduced by the circumstances and the subjects studied affect the

succession process in these organizations.

According to Morgan (1986), the life history method would benefit in-depth studies of

organisation functions and the way in which individuals comprehend, act and react to their

organisational worlds. The argument was that organizations do not exist outside of the

people who occupy them. Rather, organisational worlds are created by people Hence it

is important to understand how people theorise and explain events, if we were to study

the organizations or events occuring within organizations.
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In the context of this research, the organizations in question are the overseas Chinese

families and the overseas Chinese family businesses, and we are studying how the

unaccompanied minors and the parents perceive, act and react within these organizations,

and hence the effects it has on succession As we have seen in the literature on overseas

Chinese, both the overseas Chinese family and their businesses put priorities of members

of the family (people) and the family itself, before the organisational priorities, so the life

history method, with its belief that organisations do not exist outside of the people who

occupy them, and that organisational worlds are created by people are consistent with the

cultural outlook of the overseas Chinese, and therefore arguably quite appropriate for this

research.

[3.2-4] Using Interviews for Data Collection

For the life history method, data is usually collected via semi-structured or unstructured

interviewing (Musson 1998). Interviews would suit the nature of the sample, as it is only

through personal contact between myself (with a little help from my mother), and the

subjects, could I get the sort of access needed to collect the in-depth data required for this

research As King (1994; edited by Cassell and Symon, p.14) wrote, 'it [The qualitative

research interview] is capable of producing data of great depth'.

The qualitative research interview is defined as 'an interview, whose purpose is to gather

descriptions of the life-world of the interviewee with respect to interpretation of the

meaning of the described phenomena' (Kvale 1983, p 174). The goal is 'to see the

research topic from the perspective of the interviewee, and to understand how and why

he or she comes to have this particular perspective' (King 1994, pH). In order to achieve
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this goal, it was found that qualitative research interviews would tend to have little

structure imposed by the interviewer; a tendency to use open questions (King 1994, p 15),

and a focus on 'specific situations and action sequences in the world of the interviewee'

(Kvale 1983, p.176).

King (1994) identified three types of research interviews. The first he called qualitative

research interiew, where 'the qualitative researcher believes that there can be no such

thing as a "relation-free" interview. Indeed the relationship is part of the research process,

not a distraction from it. The interviewee is seen as a "participant"in the research, actively

shaping the course of the interview rather than passively responding to the interviewer's

pre-set questions' (p.15).

In contrast the second type, which he termed the structured interview 'uses a detailed

schedule with questions asked in a specific order' (p.1 5). This means that the researcher

aims to minimise bias responses from different interviewees, by attempting to ask the

questions in a uniform manner to all. There is a tendency to standardise the recording of

the data collected by using numerical scales, tick-boxes, etc., and therefore a tendency to

obtain quantifiable information.

The final type of research interview identified was the structured open-response

interviews. These interviews 'tend to focus on factual information, and general evaluative

comments' (p. 16). It lies somewhere between the structured interview and the qualitative

research interview in terms of its characteristics. As such, 'it shares assumptions of both

positivist and more humanistic approaches' (p.16).
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The type of interview chosen depends on the nature of the research question(s) asked. For

this research, for my pilot interviews I used the structured open-response interview

approach, because based on King's (1994) arguments, it seems most appropriate

Where a quick, descriptive account of a topic is required, without formal

hypothesis-testing.

2. Where factual information is to be collected, but there is uncertainty about what

and how much information participants will be able to provide.

3. Where the nature and range of participants' likely opinions about the research

topic are not well known in advance, and cannot easily be quantified' (p.17).

At this stage, I needed more information about overseas Chinese family businesses and

their perspectives on succession. However, I was not sure how much information these

unaccompanied minors and parents were able and willing to provide.

Also, since there has been no research and limited literature in the area of unaccompanied

minors in overseas Chinese family business successions, it is logical to use structured

open-response interviews to obtain the range of responses and the type of data that would

be presented. After conducting a number of pilot interviews, I began to understand the

type of data responses I would be dealing with, and the depth of the data I could obtain.

This called for a revision in the type of interviews conducted

The structured open-response interviews approach has its weaknesses, when it comes to

analysis. Its lack of structure means that it is not suitable for quantitative analyses, and its

lack of flexibility means that qualitative approaches may not be suitable either (King

1994) With that in mind, and having gained a better understanding of both the data and
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the research area through my pilot interviews, I decided that the qualitative research

interview would be more appropriate for the purpose of this research.

According to King (1994), the qualitative research interview is appropriate:

1. Where a study focuses on the meaning of particular phenomena to the participants.

2. Where individual perceptions of processes within a social unit - such as a work-

group, department or whole organization - are to be studied prospectively, using

a series of interviews.

3. Where individual historical accounts are required of how a particular phenomenon

developed - for instance, a new shift system.

4. Where exploratory work is required before a quantitative study can be carried out'

(p.16).

Referring back to this research, the qualitative research interview technique seems most

appropriate, since we are studying the succession (a phenomena) of the unaccompanied

minors in overseas Chinese family businesses (with the family members as participants).

We are particularly interested in the individual perceptions (the parents' and the

unaccompanied minors') of the (succession) process within the social unit (the family

business). Finally, this research is exploratory in nature, due to the lack of existing

literature and research.

Initially, for the pilot interviews, I utilised the literature on family business, succession and

overseas Chinese to generate three main areas for the interview guide. I divided the entire

family business succession into the three main periods of, (1) before joining the family

business, (2) Entering the family business and (3) After joining the family business.
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The aim was to identify a gap in the literature and research, and to determine the existence

of a phenomenon for research. In other words, according to literature, there may be

problems in overseas Chinese family businesses, but do the respondents perceive the

existence of any problems?

Further, it is through these pilot interviews that I tested the level of access I could acquire.

Both parents and unaccompanied minors were interviewed on issues regarding family

business successions, as discussed in the literature. The topics included, succession

planning, family business definitions, expectations within succession and succession

experiences. The information gathered tended to be factual, and it was at this point that

I realised the access problems I had with the parents, which had to be dealt with.

With the information generated from the pilot interviews, a more comprehensive interview

guide was created, which consisted of a series of questions which were to be covered in

the interviews (See Appendix B). The order in which the questions and topics were

covered varied between interviewees, as it was my deliberate intention to use an

unstructured approach, in order to maximise the richness of data, to be collected from the

interviewees

13.2-51 Conducting Interviews

According to King (1994) 'There are three sources for topics to be included in an

interview guide the research literature; the interviewer's own personal knowledge and

experience of the area; and informal preliminary work such as unstructured discussions

with people who have personal experience of the research area' (p.19).
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My interview guide comprises all three of these sources, and was developed and

constantly changed after the initial interviews, in order to maximise its effectiveness in

collecting the maximum depth of data acquirable. (See Diagram 3 1 below)

Other Unaccompanied
Minors Account

Succession
Experiences

Parents
	 within an	 Unaccompanied

Account
	

Overseas
	 Minors Account

Family
Business

Other Parenf s
Account

Diagram 3.1: Sources of Data in Creating Interview Guide and Triangulation of
Data

This is also common practice as King (1994) wrote, 'The development of the interview

guide does not end at the start of the first interview. It may be modified through use

adding probes or even whole topics which had originally not been included, but have

emerged spontaneously in interviews, dropping or reformulating those which are

incomprehensible to participants or consistently fail to elicit responses in any way relevant

to the research question(s)' (p 19)
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From the very beginning, and even at the stage of my very first pilot interviews, all

participants in my research (both unaccompanied minors and parents), refused to allow

me to tape record the interviews. Regardless of how hard I tried to convince them of

anonymity and confidentiality, most of them were unconvinced that what they say on tape

will never be heard by other members of their family. In fact, many of them wanted

reassurances that what they said, would never be repeated to others and should never be

identified back to them.

Their concerns were explained to me as a matter of self-effacement. Admitting to having

problems within the family or family business is an embarrassment to them, and as an old

Chinese coloquialism says, 'They don't like to show their stomachs to everyone.' This

meant that this resultant dissertation may not be read by participants of the research.

However, I did request that participants read transcripts of their own interviews to ensure

that I have not omitted anything, and that there were no mis-quotes or misuse of the

words they used.

Since I was not able to record the interviews on tapes, I took notes during the interviews,

putting down key adjectives, nouns and key phrases. While I am not proficient in short-

hand, I am a fast writer, and I did not find much problem in recording and conducting the

interviews simultaneously.

Further, many interviewees were slow in their responses, as they needed to recall

memories or think about their emotional feelings Having said that, there were a number

of interviewees who were very quick in their responses. All in all, the interviewees were
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comfortable with the interviews, and were happy to provide and volunteer information

relevant to the topics discussed.

All interviews were conducted in complete privacy, with only the interviewee and I

present. During the first encounter, the interviewee would be briefed about the area of the

research, and the purpose of the research. At all stages, the interviewee could ask

questions regarding both the research area, or any ambiguity in my questioning

The interviews usually lasted between 1 to 2 hours. No recording devices were used

except for my notepad. The ambiance was one of amicable enquiry, rather than formal

questioning. Most subjects were interviewed at least twice during the course of the data

collection process, and after each interview, the entire interview would be transcribed

within 24 hours, and a copy sent back to the interviewee for correction of any mis-quotes

In most cases, the interviewees would 'warm-up' after I asked them to define some

terminology, and they would volunteer much personal information and experiences. For

example, many unaccompanied minors gave clear descriptions of their experiences and

feelings of their time spent away from home, and how they feel the experiences have

affected them, especially with respect to their relationships with their parents. Often these

descriptions would include personal familial issues and problems, such as family financial

transactions, latent conflicts between family members, and so on.

The parents tended to be more reluctant at first, but after the initial apprehension, tended

to provide even more information than the unaccompanied minors, particularly the second
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time round.

(3.3 1 Reliability and Validity

'Quantitative researchers are concerned that the measures they use will produce the same

results when applied to the same subjects by different researchers' (King 1994, p.30) For

the researcher to influence the subject's responses in a structured interview would be the

cause of bias in the data. For qualitative research, it would not be possible for such

objectivity to exist, since 'the interviewer's sensitivity to "subjective" aspects of his or her

relationship with the interviewee is an essential part of the research process' (King 1994,

p. 31).

In studying the overseas Chinese family businesses and their successions, it would be

impossible to conduct the research using the quantitative research's approach in obtaining

reliability. It was due to the fact that I am from an overseas Chinese family business and

an unaccompanied minor that I was able to gain access to data, and indeed became aware

of the area of research in the first place. That is not to say that it is impossible for me to

introduce bias into the research. Indeed that was my main concern, and I took the

following measures to prevent it from happening:

[1] My personal assumptions and presuppositions with regards to unaccompanied minors

and the overseas Chinese family business succession were recognized and consciously set

aside. This was particularly important during the analysis phase.

[2] All results and data collected were analysed systematically to avoid bias. This will

become clearer in the next chapter where we conduct the analyses on the data.

[3] As the sample was drawn from family businesses that I am acquainted with, all
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transcripts were randomly coded into numbers, to avoid any personal bias introduced

when I was sorting the data prior to the analysis

In quantitative research, a valid instrument is one which measures what it claims to

measure. Similarly, in qualitative research, a study is valid if it truly examines the topic

which it claims to have examined' (King 1994, p.31). The difference is that while

quantitative research is concerned with the methods' validity, for example, the validity of

rating scales in a survey, qualitative research is concerned with the validity of the

interpretations (King 1994). 'whether a researcher's conclusion that x is the main theme

to emerge from an interview is valid' (p.32). In order to ensure validity in this research,

the following measures were taken:

[1] Interviews were conducted with at least one parent and at least one child

(unaccompanied minor) from each family. This enables us to verify the data collected for

any misinterpretation (see Diagram 2.1). Also, it allows us to get all the perspectives, and

therefore 'complete the picture'.

[2] Interviewees were interviewed at least twice, in some cases more. After each

interview, the transcripts of the interview would be returned to the interviewee to ensure

that the data collected is valid.

[3 1 Interviewees would be asked for further interpretations of phrases or words, from

previous transcripts of interviews. These may take place at any stage of the research, but

mainly during analysis. This avoids the possibility of misinterpretation of terminology used

by interviewees.

[4] In the event of contradiction of data either between interviews of the same individuals

or different accounts of the same event within a family, further interviews were conducted
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to clarify the situation. It may of course be possible that different accounts of the same

event within a family was in itself a significant finding

[5] During analysis (see next chapter), similar cases, for example those who report a

positive succession experience, would be compared to seek any similarities and triangulate

findings within subgroups of data The opposite (comparing different experience cases)

was also done.

13.41 Analyses for Life History Method

The main discussions on the analysis with relation to the results are discussed in the next

chapter. Here, we shall be discussing the role and implications on the analysis as a result

of the methodology used.

According to Musson (1998), there are two main analytical problems for the researcher

using the life history approach. The first involves the sheer mass of data, and the second

is the problem surrounding the taken-for-granted assumptions. 'Basic assumptions are

notoriously inaccessible in that they exist at a level whereby people are commonly unable

to articulate them, even though their behaviour is in accordance with the rules which they

embody' (p.17; Garfinkel, 1967; Schein, 1985).

The approach suggested by Jones (1983) to overcome these problems, requires the

researcher to set up 'a series of oppositions, at the same time as developing concepts

which best "fit" the data by exposing the themes and orientation, whilst preserving the

internal logic of the material. The process involves setting up oppositions. first, within

members' accounts; second, between members' accounts, and third, between members'
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accounts and the researcher's constructions of the situation' (Musson 1998, p 17)

This is an iterative process, and the researcher will expose the theoretical framework, by

developing constructs and concepts, while simultaneously using the theoretical framework

being developed. As Musson (1998) says, 'The object is to retain the integrity of the data

whilst seeking to confront its internal logic and thus explain the relationship to taken-for-

granted assumptions' (p.17). This is most effective when the researcher works closely

with the subjects of the research.

In essence, this is precisely how the analyses has been done in this research. From the

subjects interviewed, analyses were conducted within their own accounts by comparing

responses from a number of interviews, and in some cases, questions would be used to

confirm findings. Oppositions were embedded within interview questions both within a

single interview, and also in multiple interviews. For example, a subject asked about the

possibility of the existence of a generation gap within the family business would at some

stage (either within a single interview or in multiple interviews) be also asked whether

he/she felt that there were differences within the family due to different generational

outlook or perspective.

The accounts from different subjects were compared, both within the family, and within

the same group (unaccompanied minors or parents), and from themes drawn from the

interviews, new topics would be raised in later interviews Further, oppositions were set

up so that responses from different groups would be compared (unaccompanied minors

vs parents, positive succession experience families vs negative succession experience
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families, etc)

The theoretical framework is constantly being revised and supplemented, and by doing so,

we gain in-depth knowledge of the areas of research, without neglecting any taken-for-

granted assumptions. In grounded theory, this process is called constant comparison,

where the aim is to achieve theoretical saturation or where any further analysis would not

produce anything new to contribute about a category (Glaser and Strauss 1967).

Parents

Unaccompanied
Minors

Parents

ents

Unaccompanied
Mnors

Unaccompanied
Minors

Positive
Succession
Experience
Family Businesses Neutral

Succession
Experience
Family Businesses

Negatwe
Succession
Experience
Family Businesses

Diagram 3.2: Comparisons Between and Among Sample of Family Businesses

Diagram 3.2 shows a simplilied diagram of the comparisons and oppositions made for the

purpose of analysis. What is not indicated in the diagram is that within each group, for
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example, unaccompanied minors from negative succession experience family businesses,

oppositions are also embedded within the interview questions, so as to confirm the validity

of the data provided by the subjects interviewed

This analysis method not only satisfies our concerns for validity and reliability, it also

provides us with a way to study in great depth, the data collected. By using this iterative

approach in analysis, we can explore the area of research without the worry of any

preconceptions or false assumptions which may cause biased results.

13.51 Levels of Analyses

As with most interviews, there is an overwhelming amount of information generated from

the transcripts. In order to be able to analyse and extract the findings, various analyses

have to be done by dividing the data collected into sub-groups, for example, parents and

child or positive successions and negative successions, and then analysing within or

between groups. Diagram 3.2 shows the various comparisons made between and among

the various groups of individuals interviewed. It also shows the comparison of data

collected among the different successions experienced. Therefore each family would fall

into one of the three columns of Diagram 3.2, which implies that we have two levels of

analyses: the family (between the columns) and the individual (within the column).

[3.5-1] Analysis of The Family and The Individual

According to existing literature on overseas Chinese (Redding 1993, Chau 1991, Chen

1995, Limlingan 1986, Silverman 1994, Weidenbaum and Hughes 1996, Wong S.L. 1979,

Wong S. 1987), the importance of the family is very much reflected in their culture due
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to the Confucian roots of the overseas Chinese Analyses conducted with regards to the

family as a group would therefore be informative and indeed consistent with the 'emphasis

on family' culture of the subjects interviewed, in determining what factors within the

family structure are responsible for successions which are described to be positive, and

what factors are responsible for negative ones

Analyses conducted on an individual level, allow for a more 'micro' analysis of the data.

One could look at the response from the parent and the unaccompanied minor within

families, and look at unaccompanied minors' responses and compare it with the parents'

response. This gives us extra dimensions to interpret and analyse the data collected, and

search for any individual traits which may explain why some people are better at being

good successors or good incumbents and so on. Also, it allows for analyses to be done

within each family unit, and identify possible factors which could have implications for

why the business succession has been successful or not, as the case may be.

These factors drawn together among the families, can then provide information on any

overall patterns or indicators of what causes a succession to go smoothly, and what causes

problems in successions, in these family businesses. Also, by setting up such oppositions

for comparisons between and among groups, it serves as a way to ensure validity of the

data, and avoid omitting any taken-for-granted assumptions in the data.

The distinction between the two levels of analyses can be clarified because, the family and

individual analyses are not distinct groups of analyses. After all, the family is the group of

individuals we are studying. In sum, the family level of analysis seeks patterns and
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information among families, while the individual level of analysis provides deep insight

into the dynamics of the issues arising in succession, and hence seeks patterns and

information both within families, and contrasts between families. It is in the combination

of the two levels of analyses, that we can find general patterns that occur in these family

businesses (family level), while pointing out distinctive characteristics or patterns which

might occur among those involved, or to the businesses, and how different factors affect

the succession of these family businesses (individual level).

While it could be argued that individual level of analysis would not be compatible with a

collective society such as the overseas Chinese societies, the overseas Chinese culture

does possess some individualistic traits, albeit in a more subtle manner when compared

to the west. 'Although the focus of Chinese culture and society has traditionally been the

family, one cannot overlook the evidence of individualistic characteristics within

Buddhism and Daoism which have contributed greatly to the makeup of Chinese life.

Despite a historical deference to the collective, these elements have surfaced time and

again in response to challenging social issues' (McEwen 1994, p.58). Therefore, the term

collectivism used to describe overseas Chinese culture is relative to Western (Anglosaxon)

cultures.

13.5-21 Analyses over Time

By putting the responses into a time perspective, we can gain valuable insight into any

differences in responses between families at different stages of succession. A family with

a successor who has just entered the business will face different succession issues to

another family where the successor has been in the business for say five years.
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Further, successions that took place say, fifteen years earlier than another would be faced

with very different circumstances. In particular, there may be generational differences

Parents and children from such a family business would be from different generations,

when compared to their counterparts. This would mean that their experiences cannot be

compared objectively, since we are no longer looking at a sample that is comparable In

this research, in the sample collection stage, care has been taken to ensure that all the

family businesses interviewed are of the same generation.
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Chapter 4: Positive and Negative Succession Experiences

In the previous chapter, we have discussed the methodology used in conducting the

research, and the philosophies and reasoning behind conducting analyses. Now, we will

focus our attention on the analyses conducted and the findings of this research.

Table 4.1-1 shows the results collected, categorised and labelled according to the response

of the family members opinion as to whether their family business succession experience

have been positive, neutral or negative. The table also include the age of the business and

the length of time the successors have joined the businesses, which help to ensure that all

the data collected and analyse are from the same generation of overseas Chinese family

businesses.

Due to the large number of findings, the analyses and findings have been divided into two

chapters. In this chapter, we will analyse the positive and negative succession experience

family businesses, and in the next chapter, we will look at the neutral succession

experience family businesses, and the other factors, found to have an influence on the

results and data collected
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14.11 Results and Discussion

Place	 Family	 UM.	 Sibling Sibling Parent	 Parent2	 Overall Age of Join
1	 2	 rating	 business yrs

HKG I	 OK	 nla	 n/a	 OK	 n/a	 OK	 32	 1

HKG 2	 +iye	 na	 n/a	 +jye	 n/a	 +jve	 35	 8

HKG 3	 +ive	 na	 n/a	 OK	 n/a	 OK	 21	 1

HKG	 4	 -ive	 OK	 n/a	 -ive	 n/a	 -ive	 2

HIKG	 5	 +ive	 n/a	 n/a	 +ive	 n/a	 +ive	 35	 3

1{KG	 6	 -ive	 n/a	 n/a	 -ive	 n/a	 -ive	 30	 1

HKG 7	 Ok	 n/a	 n/a	 OK	 n7a	 OK	 33	 1

HKG	 8	 -ive	 OK	 n/a	 -ive	 -ive	 -ive	 -2	 I

HKG 9	 OK	 na	 n/a	 OK	 na	 OK	 28	 1

HKG	 10	 OK	 n a	 n'a	 +jve	 n/a	 OK	 25	 2

1-1KG	 11	 +jve	 +ive	 n/a	 +jve	 n/a	 +jve	 39	 8

1-1KG	 12	 +ive	 OK	 OK	 +ive	 ala	 OK	 60	 2

1-1KG 13	 OK	 n/a	 n/a	 OK	 n/a	 OK	 28	 2

TAI	 14	 +ive	 na	 ala	 +ive	 nla	 +ive	 55	 6

SIN	 15	 OK	 n a	 n/a	 -ive	 n/a	 -ive	 I 8	 1

1-1KG	 16	 -ive	 OK	 n/a	 OK	 n/a	 -ive	 22	 3

1-1KG	 17	 +ive	 OK	 n/a	 +ive	 ala	 OK	 55	 3

1-1KG	 18	 -ive	 n a	 n/a	 OK	 n/a	 -ive	 22	 3

HKG	 19	 +ive	 n a	 n/a	 +ive	 n/a	 +jve	 40	 1

HKG 20	 +ive	 na	 n/a	 OK	 n/a	 OK	 15	 1

HKG 21	 +ive	 na	 n/a	 OK	 n/a	 OK	 26	 5

1-1KG 22	 OK	 n a	 n/a	 OK	 n/a	 OK	 33	 1

HKG 23	 -ive	 ii a	 n/a	 OK	 n/a	 -ive	 2 1	 3

THAI 24	 OK	 n/a	 n/a	 OK	 a/a	 OK	 34	 1

MAL 25	 OK	 n/a	 n/a	 +jve	 n/a	 OK	 32	 4

Table 4.1-1: Succession Experiences of Overseas Chinese Families Members
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14.1-11 The Families

Out of the twenty five families interviewed, twenty one families are based in Hong Kong,

as the focus of this research is on Hong Kong. The data from the other countries will be

used towards the end of the chapter, as a brief comparison to seek possible scope for

further research.

Within each family, the unaccompanied minor, the parent(s), and siblings who are in all

cases also unaccompanied minors(where available for interviews), were asked privately

and separately about how they would rate his or her succession experience: positive,

negative and mixed (denoted OK in Table 4.1-1). A positive experience would be one

where he or she is happy with the succession, a negative experience would be one where

he or she is unhappy with the succession, and a mixed response would imply that the

subject is neither happy nor unhappy with the succession. The succession is defined here

as their experiences after the unaccompanied minor(s) has/have joined the business and

up till the moment of the interview, and it will include any emotions and feelings the

subject (parent or child) might have on the events and issues involved.

In order to obtain a result as to whether the family views the succession experience as

positive, negative or mixed, I devised a system to rate the succession experience of each

family. The system I have adopted rates the overall rating only as high as the lowest rating

given by a family member This is based on the argument and assumption that if one

member of the family is unhappy, no matter how slightly about a succession, the overall

experience for the family will be affected, and the overall experience for all in the family

will also reflect some degree of problems arising from the person's discontent with the
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situation through his or her actions to others in the family or to the business.

Out of the twenty one families, four families termed their succession experiences as

positive, 6 families termed their succession experiences as negative, and the rest (11

families) were mixed about their succession experiences.

The rating for each family was shown to the family members interviewed, and in all the

positive cases, the subjects agreed. In all the mixed cases, the subjects also agreed. As for

the negative cases, 3 out of the 6 families disagreed with my negative rating, and preferred

a mixed rating. The three families were family 16, 18 and 23. In all three cases, it was the

parent interviewed who protested against my ratings, and insisted that their succession

was not a negative experience. It is worth noting that the family members only see my

overall rating, and are aware of only their own rating. They are not aware of other family

member's ratings of the experience.

As the parent of family 18 told me when I showed him my rating of his family business'

succession experience, 'I don 't know what you base this on, but it is clearly wrong. My

son and I do great together, and I am sure he gave a positive rating. Besides he has only

joinedfor 3 years, you need to give it time to see what happens' (F 1 8P 1).

This is the same parent who complained about his children to me in his interview, 'I think

that my children have it (ihat it takes to be a good successor), but they are too arrogant.

They think they know everything. Sometimes, I need to tell them off They should listen

to me, I am the father. I would not let my older son have more responsibilities, until he
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learns to do things the way I want it done.' (Fl 8P 1)

The son agreed fully with my overall rating. 'I agree with you. So far, the succession

experience has been pretty negative for both myself and my dad. He keeps dismissing my

ideas as "not practical" and tells me I lack experience. I need to learn how to do things,

but what he really means is that I should be a robot and do things his way. It is so

frustrating. '(Fl SUM I). In family 23, I got similar responses to my overall rating of the

family's succession experience.

Family 16 was a little more unusual, in that the unaccompanied minor was the younger

brother, and the sibling interviewed was the older brother. The situation was that the older

brother was involved in a traffic accident in the United States in his final year at university,

and was comatosed for 3 months. When he awoke, he suffered minor brain damage, which

posed some mobility problems for him, but other than that, he was deemed mentally fit

Nevertheless, the parents now feel that the older son is less capable and somewhat more

handicapped, and therefore can no longer be the only successor. They insisted that their

younger son, who is trained as a clinical chemist, return to the garment manufacturing

family business.

This has created problems for the younger son, as he is torn between his obligation to his

brother and his family, and his desire to fulfill his career objectives as a chemist. In the

interview with the parents, there was no mention of the younger child, except that he was

asked to return to the family business afier his graduation, while there were more than

several mentions about the older child who suffered the traffic accident. The reason behind
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this neglect could probably be explained by the parents' guilt for what has happened to

their older son.

The father (F 1 6P 1) told me in his interview, 'I try to make an effort to spend time with

both of them (the children), but especially now, with my older son. I feel that in some

way, I was spoiling him so much by buying him the car that resulted in his accident.'

Family 16 is an unusual case, but even with all this, the parent interviewed (the father),

refused to agree with my rating of the succession experience; 'I don 't think that the

succession is negative. OK, it is not what I would have wanted, but we are trying our best

to make things work out. I won 't call the situation a success, but I refuse to admit that

it is negative, not just yet.

The older son (F16UM1) realises the problem, 'I think my younger brother has a bad

deal. My parents want him in (the family business), to help me out. It is hard for him. He

doesn 't want to be there. I don 't mind either way. I think my brother is great, and I can

surely do with his help, but the situation is far from ideal for him.'

The younger son's (F16UM2) perspective was a feeling of lack of control, and the sense

of being torn between his own ambitions and family obligations. 'They (the parents) want

me to join the business eventually so that I can work and take care of my brother. I want

to do my own thing, at least for a while. I don 'I know. I can 't let my brother do it on his

own. It will be very tough for him. It seems that this whole succession thing was done by

my parents. My involvement in the process is important, but apparently it was done

without me. No one seems to care what I want, and appreciate my dilemma.'
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While the circumstances are unusual for family 16, it does provide more information as

to how overseas family businesses deal with succession, and in particular, how succession

can take place when the nominated successor is not the oldest child. In that sense, family

16 is no different from other families in the sample, since many families in the sample do

have successors who are not the oldest child in the family. It is for these reasons that I

have decided to include family 16 in my sample, and pay special care in analysing the data

provided, so as to prevent bias and distortion to the data.

The main themes that emerged from the interviews of these overseas Chinese family

businesses include, the existence of generation and culture gaps between the parents and

the unaccompanied minors, the need for and ability to let go of control over the business

by the parents, and the ability to two-way communicate between the parents and the

unaccompanied minors.

14.1-21 Positive Succession Experience Families

14.1-2-11 Definitions of Positive Succession Experiences

There were four Hong Kong families who were rated to have had positive succession

experiences. These four families represent nine individuals, or four parents and their

children, with one family having reports from two children. Table 4.1-2 below shows

statements used by these individuals to define and describe, what they believe to be a

positive succession experience in a family business succession.

139



Definitions of a Positive Succession Experience
	

Fiquenv

Positive succession experience is a succession conducted smoothly and involves 	 6
the gradual handing over of management

A positive succession experience requires a competent successor 	 3

A positive succession experience is when the parent-child relationship becomes	 3
closer after the succession

A positive succession experience is one with minimal parent/child conflict 	 3

A positive succession experience is gradual and subtle to the extent that no one notices	 2
until it is done

A positive succession experience is when the parent-child relationship becomes one of
friendship as a result of the succession

A positive succession experience is one that causes minimal disruption to the business 	 1

Table 4.1-2: Definitions of a positive succession experience used by the 4 Hong Kong
families rated to have had positive succession experiences in their family businesses'

successions

Six out of the nine of these individuals defined a positive succession experience as one

where the succession was conducted smoothly, and involved gradual handing over of the

management.

'It [a positive succession experienceJ should happen smoothly, you know, like gradually

handing over of management and control and so on. It cannot happen overnight. The

successor needs training, and everybody else needs to adapt to the new boss. It should

be natural, so that everyone is happy with the new situation' explained a sibling

(Fl 1UIM2) to the successor of a cosmetics wholesale family business in Hong Kong.

'A good successor is important,' a father (F19P1) and CEO of a food condiments
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manufacture business told me, 'and the handover should be gradual and smooth. You

must first learn how to walk before you can run, and the process will take lime'. Another

parent (F5P 1) and family business founder told me, 'It [a positive succession experience]

takes place smoothly, with few problems caused to the family and to the business.

Hopefully, the business grows after the succession'.

The emphasis on a 'smooth' transition by these individuals reflects their concerns for

possible problems which may arise in the succession process, and their need to minimise

the likelihood of such events happening. This smooth transition perspective is consistent

with Worchel, Jenner and Hebi's (1998) view that a succession that 'necessitates the least

disruption in the group will have the most positive impact on the group' (p. 437).

All nine individuals in these four families agreed that the succession process takes a long

time to take place, and must be carried out over a period of time. However, none of them

could put a time scale on events.

Two individuals out of the nine, defined a positive succession experience as one that takes

place gradually, and in a subtle manner, to the extent that no-one notices the succession

taking place until it is done. 'I think that if it is really successful as a process, it should

probably take place without people knowing that it is happening, or it has happened'

explained the daughter (F5UM1) and Vice President of a diversified family business.

'In many ways, it is a time when many things can go wrong. I think that it should be done

gradually, and secretly, and subtly, so that the business is not vulnerable' said a semi-

141



retired (acting as consultant) parent (F2P 1) and co-founder of a garments manufacturing

firm.

Finally, the remaining individual defined a positive succession experience as a succession

where there is mimmal disruption to the business. 'It [a positive succession experience]

should be one where there is as little disruption as possible caused on the business. There

is bound to be disruptions, but f ills a good succession, then there should be less

disruptions. Those involved in the succession should adapt to the changes without

causing problems to the business' explained a successor (Fl 1UM1), and son of the

founder of a highly successful cosmetics wholesale and retail business.

There were other issues raised from the discussion of their definitions. But perhaps the

description from one of the most harmonious successions I came across sums it up best:

'I think that/or a succession to be a good, the relationship between the parent and child

must change,... urn, actually evolve, gradually to one offriendshi and colleague-ship

from one of parent and child. Otherwise, the parent-child relationship will be too

difficult for the child to ta/ce charge. It makes life easier, .f the parent is willing to accept

the child as an adult, and afriend. Viewing the child as a child, will not work, but it is

natural/or pare/its to do that. it is perhaps the hardest thing I had to,..., to accept and

adapt to' explained the parent (F2P 1) and consultant of the garments manufacturing and

retailing multinational company. She went on, 'I think that if that can be achieved, the

relationship between the parent and child actually becomes closer. That was my

experience, andl see many of my friends succeed or fail, because of this. It is important.'
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14.1-2-21 Good Successors

Directly related to the definition of a positive succession experience, is the definition by

parents, of a good successor. From these four families, the traits related to a good

successor were humility, patience, ability to work hard, and good interpersonal skills

The concept of patience is consistent with the emphasis of a gradual and smooth process

for succession. 'It is natural for young people to be impatient. But patience is veiy

important in business. If you rush into things, disasters can happen. The pace of

business is fast, but you must be patient and thiuk before acting. I think that must be the

most important characteristic of a good successor. It shows maturity.' said one parent

(F5P1).

Another parent (F2P 1) explained the importance of humility, 'These days, the children

have a good education, and many of them return thinking they know how everything

should be done. Luckily my children are not like that. There is always someone better,

and experience cannot be understated. They may have more education, which is good,

and do give them a head start, but they must not be arrogant. Humility is very important.

Arrogant successors usually run the businesses into bankruptcy. I have seen so many. It

is also good to be humble. Ifyou are good, you don 't need to show it off People know

anyway'.

On the issue of the ability to work hard, one parent (Fl 1PI) said, 'I think that no matter

what, the successor must be completely devoted to the business and work hard.

Regardless of ability, fyou work hard, you are doing your best, and that is good. That
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is the best thing for a successor to possess. With youth, energy, ideas, education and hard

work, nothing is impossible'.

While another parent (Fl 9P 1) stressed the importance of interpersonal skills, 'I think that

my son is a good successor because he is energetic, bright, and hard working. But most

importantly, I think that he is very good with people. It is one of those things. People he

meets admire him. He is charming. People trusts him naturally. But he must also be

care/it! ofpeople who are nice to him. I keep reminding him that. ills good that everyone

likes you, but you must be sure that they are being genuine'.

Three out of four parents reported that the competence of the successor influences the

experience of the succession. The competence, according to them, is reflected in the

academic ability, common sense, and social skills of the successor. All of the four parents

believe that their children were competent, and possess the skills necessarily to be a good

successor, in the long-run.

14.1-2-31 Generation and Culture Gaps

Perhaps the most important findings arise from the admittance by both parents and

unaccompanied minors that there are possible problems that might arise in successions,

and more importantly, that they may view things differently, be it due to generational

differences in perceptions or cultural differences. Table 4 1-3 below shows the

responses given by members of these family businesses on these two topics, with regard

to their succession experiences.
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Statements on generation gaps and culture gaps in positive succession experience families flq

Unaccompanied minors admit having culture gaps with parents 	 5

Parents admit having culture gaps with their children 	 4

Parents admit having generation gap with their children 	 4

Unaccompanied minors admit having generation gaps with parents 	 3

Successor admits to being westernised in his/her cultural makeup 	 3

Table 4.1-3: Responses on Generation and Cultural Differences from the 4 Positive
Succession Experiences Family Businesses in Hong Kong.

All the parents in this group of four families admitted that there are cultural differences

with their children, because of their long exposure to western cultures while studying

abroad. 'I think that they [the children] differ fin their cultural makeup]. My older

daughter and son are both very westernised. They do not like to come back any more,

because they cannot relate to Hong Kong society. That is quite sadfor me. My younger

son and daughter have a good balance. They extract the best of both worlds. They are

not as Chinese as me, and we do have differences, but they are aware of how the Chinese

work and think, but have a western perspective on issues as well. I think that it is good.

You learn what is best from the west, and combine it with what is good in the Chinese

culture' said a mother (F2P 1) of four children

Another parent (Fl 1P1) explained, 'I think that although my children are more

westernised than me and my wfe, in many ways they are still quite similar. All my kids

understand Chinese traditions, morals, family values, and general social behaviour of

the ('hinese. Of course they are more westernised with the time spent abroad, but I think

that it is a good thing to learn other cultures, as long as you do not lose your owii.'
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The children (including the unaccompanied minors and one sibling) all admitted that their

cultural makeups are more westernised, and that there are differences in their cultural

makeups, when compared to their parents'. In some cases, although admitting that they

were culturally more westemised than their parents, the unaccompanied minor insists that

there is no 'gap' in the culture, and that there is still substantial cultural overlap. The

cultural makeup is different, but not to the extent that there is a gap.

As this 30 year old son and successor (Fl 1UM1) points out, 'Jam more westernised than

my parents. But I never really had a culture gap with them. I have always been Chinese,

and even with some western influence, that doesn 't change me to the extent of resulting

in a culture gap'.

My parents are more traditional in their thinking' says a daughter (F5UM1) and

successor in a toys manufacturing business. 'They are more consen'ative, less modern,

still embrace some older traditions of the Chinese. I am more western. There are

obviously differences, but I understand how they think. I might not always agree, but we

never have arguments because of this. We [my parents and I] know that we do things

differently, and we accept that. If we dffer in opinions, we also accept that. That is the

whole point of having different views and strategies on issues'.

The awareness and acceptance of the possibilities of differences in culture allow both the

parents and children to prepare for instances when their opinions and wishes differ. There

are no expectations on whose opinion will always prevail, each situation is dealt with

according to the merits of the arguments put forward by both the parent(s) and the
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child(ren). There is therefore more communication and participation by the children

in the business. This also reflects a change in the relationship between the parents and the

children as described in the previous section.

Traditionally, due to the Confucius teachings, the parents are respected to the extent that

there can be no disagreements with the parents. Although times have changed, and

Confucian's influences on the overseas Chinese are very much diluted, the parents and the

concept of filial piety still have great influences over the children of the overseas Chinese,

and the younger generation still avoid 'upsetting' their parents.

The acceptance by the parents, that their children may disagree with them due to whatever

reason, implies that the traditional relationship between the parents and the children is

changing. It is definitely departing from the traditional relationship where, what the

parents say goes. It was described by a parent as going from a parent-child relationship

to one of friendship. It could also be viewed as a movement towards a more western

parent-child relationship, where parents actually encourage their children to think for

themselves.

All the parents and three out of five of the children from these four families agreed that

there is a generation gap between themselves and their parents. The generation gap are

the differences in their perceptions, due to different life experiences of individuals as a

result of living in different times It does not include any cultural elements, which will

come under culture gap.
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'They are growing up in a different time, much more fortunate time, of course they would

view things from a different point of view. They are generational differences, and it

always exists. If every member of the fannly thinks the same way, then there would be

nothing to talk about' a father (Fl 1P1) told me.

'I have always expected a generation gap. My sisters and I never expected our parents

to see thmgs the way we do. I think that our parents also realise that a generation gap

sometimes exist. We try and keep our parents happy' said the oldest of four children and

successor (Fl 1UM1) to a family business. He explained, 'My parents grew up in an

environent when times were difficult, and they had to work hard to get to where they are

today. We grew up when things are much better. We got good education, and of course

we will see things differently'.

'Of course, there will be generation gaps. Parents will always see things differently, but

it does not have to cause problems if there is understanding. They grew up and lived

through very different times. They witnessed a World War, they witnessed the social

aftermath, they saw communism, they had to become refugees when they were just

children, they experienced poverty, and they had to work very hard to succeed. We were

born into wealth, we had education, and had the chance to travel and study abroad.

Things are very different, and we will see things very differently from them. It does not

mean there is always a clear answer as to whose view is better, it is just that the

circum.stances are different' said another successor (F5UMI).

While a generation gap was agreed to exist by these individuals, they also viewed the
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generation gap as inevitable, and found ways to confront the differences, as the same

unaccompanied minor daughter and successor (F5UMI) explained, 'We may disagree on

things, but that does not mean that there will be problems. We realise that we may

sometimes, see things differently, but as afainily, we are able to talk things through, and

come to an agreement. It does not have to lead to arguments or problems'.

The other 2 children who were from these 4 families, reported that they did not see

significant generation gaps between themselves and their parents. While they agree that

they may differ in opinions with their parents at times, they do not see significant

generation gaps. As one of them (F 1 9UM 1) argued, 'I think that they (the parents) see

things differently to myself I understand that, so that is not really a problem. Besides,

at different stages in life, people become more or less conservative, and handle and see

things differently. That has not much to do with any generation gap, but part of how they

develop in life in general'.

While dismissing the existence of generation gaps, these two unaccompanied minors still

acknowledge and accept that their parents will view things differently from them. It is this

acceptance, and willingness to face the differences, that is perhaps the key to these

families' success in coping with the difference in perspectives or generation gaps.

[4.1-2-41 Unaccompanied Minors' Responses

The unaccompanied minors' experiences abroad is an important factor to analyse, because

unaccompanied minors as mentioned earlier, have certain psychological properties which

are unique (Stonequist 1935). These psychological properties, as argued in psychology
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literature, may result in certain behaviours and personalities (banana types, radical

individual or bicultural competent), which could in turn have an effect on how they cope

with returning to their home cultures, their families (Ng 199511), and their family

businesses. Table 4.1-4 below shows that among the positive succession family businesses,

all unaccompanied minors reported their experiences abroad as a good and pleasant

experience.

Positive Experience Abroad 	 NegativeExperienceAbroad
Unaccompanied	 4	 0
Minors

Table 4.1-4: Unaccompanied Minors' Reported Experiences Abroad from the 4
Positive Succession Experience Family Businesses From Hong Kong.

As Kets de Vries argued, 'With time and geographical distance, residual childhood

irritants and resentments are less likely to flare up. However, joining the family firm breaks

this pattern. Parents may use emotional blackmail to induce their children to go into the

business. Consequently, in one way or another, family members may be stuck with one

another. They may feel trapped' (Kets de Vries 1993, p.65).

I found this is particularly true in my interviews of unaccompanied minors, who have spent

a substantial part of their young adulthood and adolescence a long geographical distance

away from their families, and more significantly, in different cultures, which can have

strong implications on how they have developed culturally and psychologically over the

years.

All unaccompanied minors interviewed from the four family businesses reported to be

positive succession experiences, described their overall experiences as unaccompanied
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minors with good memories, and their hind sight descriptions reflected events that made

them happy However, many still descnbed their initial experiences as traumatic, and often

sad It was the over-coming of the trauma that gave them satisfaction, and the feeling of

accomplishment.

'It (leaving home at an early age to study) was a traumatic experience. I still remember

my first day. It was sad and scaly. I was homesick, I missed my parents. I adapted

quickly, and made friends and got on with lfe. Looking back, that experience was

probably the most educational part. I learnt a lot about myself and about how to handle

people. Those were the fin cays' described one unaccompanied minor (F2UM1) who left

home for a Canadian boarding school at the age of 10. '1 did (feel Irauniatised) in the first

week, because of all the new experiences, but after that, I got used to it. I was a little

homesick, but that was like for 2 days. After that, I made new friends, and I got used to

it' said another unaccompanied minor (F5UM1) who studied in the United Kingdom.

It appears that even though these unaccompanied minors recall their experiences abroad

as positive and satisfying, they still faced the initial trauma of a mixture of leaving

home and culture shock. What seems to have helped them were their abilities to adapt

to the new environment, for example, by building a social network of friends These

unaccompanied minors accept the changes of environment as a challenge, and rather than

fear the change, they alter their lifestyles and behaviours to minimise the trauma and stress

caused by the changes in environment and culture.
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14.1-2-51 Second Culture Acquisition

One trait common to the unaccompanied minors interviewed in these families where the

succession experiences have been positive, as we can see from the above, is their ability

to handle differences. The unaccompanied minors in this group accept that their

perceptions are different to their parents' generation, they accept that their cultural

makeup are of a more western variety. More importantly, they also understand their

parents' generation's perspective, and their cultural makeup, and appear to be able to

communicate effectively, and behave accordingly when there are differences arising during

their social interaction both in the family and in the business setting.

The idea of bicultural competence as a result of living in two cultures developed out of

the alternation model. In other words, the alternation model suggests the possibility of

maintaining 'a positive relationship with both cultures without having to choose between

them' (LaFromboise, Coleman and Gerton 1993, p.399). In the individual's mind, the two

cultures are of equal status. LaFromboise, Coleman and Gerton (1993) argued that

'individuals living in two cultures may find the experience to be more beneficial than living

a monocultural life-style. The key to psychological well-being may well be the ability to

develop and maintain competence in both cultures' (p.402).

As the successor (F2UM 1) from family 2 so clearly stated, 'I have always been strongly

Chinese, and never changedfrom that really. I mean, I learnt to blend into a western

environment too. That doesii 't mean that my culture has changed. ii is possible to keep,

I mean, to retain my culture while living in another. Ifyou know what I mean'.
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Another unaccompanied minor successor (Fl 1UM2) agreed 'I mean we (the

unaccompanied mmors,) are more we.sternised (than our parents), and we can quite

happily live in say, Australia, while I think my parents would be quite resistant to the

idea. They are just too used to living in Hong Kong. However, just because we can adapt

to western llfesG'les and environments, doesn 't mean that we can 't live in Hong Kong,

our place of origin. We have not forgotten the way Hong Kong do things. We know the

expectations and how people think, and we know the expectations from our family. We

might not agree with all of it, but we understand and are aware of it.'

From these accounts, we can see that the unaccompanied minors are aware of a possible

altering of their own behaviour in order to fit into their immediate cultural environment.

It is an interesting finding that the unaccompanied minors found in the four families with

positive succession experiences suit the descriptions and definitions of bicultural

competent individuals. While adapting to the western environment when abroad, they still

have an attachment to their original cultural identity, and can, with ease alter his or her

behaviour in order to fit in to the immediate cultural environment, in order to avoid

conflict or cultural misunderstandings.

Later on, we shall return to these five models of second culture acquisition, and study the

links between the other models (assimilation, acculturation, multiculturalism and fusion),

in relation to the scenarios found in my data.

14.1-2-61 Two-Way Communication

Although only three out of the nine individuals interviewed mentioned that two-way
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communication was vital for their succession, others implied that communication must

exist. For example, in our findings, it was the understanding of possible generational and

cultural differences between the generations by both parents and unaccompanied minors,

that implies the need to reconcile these differences. In all cases, the parent or

unaccompanied minor mentioned the need to express their own perceptions or opinions

while taking into consideration the other side's arguments.

As one unaccompanied minor (F 1 9UM 1) so graphically puts it, 'It does,, 't matter f we

disagree. As long as we come to a solution. It all boils down to diplomacy. You could say

that his (the father's) idea is damn stupid in many ways. Ifyou say that you may have a

better idea, it sounds a lot better than your idea is shit!'

It is important here to stress that it is two-way communication that is desirable. Two-way

communication is taken here as both sides talking and listening to each other. Here, we

find that unaccompanied minors have less problems than their parents.

Parents often find it harder to both express their feelings and listen to their children.

However, this is less severe for these four families where the successions have been

positive experiences. The parents in these four families expressed their understanding of

the need for both themselves and their children to communicate, but still find

communication often confusing and difficult to deal with, as one parent (F11P1)

described, 'I try very hard to be open about things. We have family meetings, which is

kind of uinisually formal for Chinese families. During the meeting, the children can say

what they waizi with no later repercussions. Usually, they tell us what they want, and tell
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us what they disagree with us, and we discuss things. 1 thought that by doiiig so, we won 't

have problems, but still, one day, my daughter came into my office to discuss some

business, and I told her that I wanted something done. Suddenly she burst into tears...'

He went on, 'I had no intention of upsetting her. But, clearly, this communication is

delicate, and sometimes it builds up inside. I sat her down, and we discussed things. It

was really confusing, but I think that it was healthy for her to burst out like that. There

is no poiiit holding it inside. We are family, there is nothing that we can 't talk about'.

[4.1-2-7J Willingness to Return

Another factor found among these four families is that three out of the four

unaccompanied minors volunteered to return to the business, while one was asked to

return, and did not originally plan to return to the business. All the successors reported

that their succession experiences were very positive, and they were happy.

The successor (F19UM1) who was asked to return to the family business told me, 'My

father told me that I will be the one who will take over the family business. I wanted to

stay in London, but I had little choice. I like business, but I did not plan to go into the

business. I am glad I did, I am really enjoying it. I still miss London, but I think things

turned out weilfor me'. Only one parent (F5P1) told me that it was important to have a

successor who volunteers to join the business.

There is no clear indication showing that the willingness to return to the family business

will lead to positive succession experienced, but we can only come to a conclusive finding

after we have studied the responses of mixed and negative succession experience family
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businesses.

14.1-2-81 Ability to Adapt to Changes

The desire for, and ability to adapt to changes in the immediate environment by both the

parents and the children (unaccompanied minors and siblings) were discussed in the

interviews. The change could be any differences made to the usual milieu, which may

include the character, behaviour and culture of the individuals around a person, or physical

changes to objects, and so on. This definition was confirmed with the interviewees.

Here the views were that if the members of the family were open to change, succession

would happen with less problems. What is interesting is that two unaccompanied minors

mentioned this in their interviews, and expressed that they find their parents more resistant

to change, because they fear losing control.

'A tfirst, it was difficult. My dad disagreed with me a lot, because I wanted to introduce

different things, do things dfferently. That was dfficult for him, so we took things

slower, andl explained to him what I was thinking. After a while, he got used to it, and

did not resist for the sake offearing change' said an unaccompanied minor successor

(H 1UMI). While the ability and desire for change may be a valid factor which could

affect the succession experienced, none of the interviewees in this group identified it as

important in their minds.

14.1-2-91 Succession Planning and Training

Succession planning, defined here as making any form of mental or physical plan for the
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succession in the family business, were not seen to exist. 'Succession planning did,, 't

really take place, succession just happened, and the training was on the job' one

unaccompanied minor successor (F2UM1) told me

Even when asked to return to the business, the interviewees still deny the existence of

succession planning. 'I don 't think that there was any actual planning. We talked about

it, and things kind of happened. I wanted to be involved, and my dad was kind of

welcoming to my suggestions. It all went from there' explained the unaccompanied minor

(F5UM1) who was asked to return to her family business.

Successor training was again not perceived to exist by the unaccompanied minors. Parents

made no mention that it existed, but described training through mentoring their

child/successor. Unaccompanied minors did not view the mentoring as training, as it was

conducted by their father/mother, and therefore was perceived as learning from their

parents rather than formal job training. As one successor (F19UM1) illustrates, 'There

was no training. I just learnt from my dad, it is the fastest and best way. You learn the

tricks of the trade'.

Only one parent (F2P1) mentioned that outside work experience as a desirable

prerequesite for the successor. 'I have always wanted them (my children) to work outside

the business first to get some experience, that is goodfor them. But things did not work

out that way. In the end, it turned out OK, but I think for their personal development of

their career, it would have been better for them to have gained some experience outside

the business. In any case, eveiything is stilifine'.
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[4.1-3] Negative Succession Experience Families

14.1-3-11 Definitions of Positive Succession Experiences

There were six families who were rated to have had negative succession experiences in

their family businesses. These families represent sixteen individuals, six unaccompanied

minors, three siblings and seven parents (one family with both parents interviewed).

In defining what constitutes a positive succession experience, there were similar responses

found in the interviews with negative succession experience families when compared to

the responses of positive succession experiences. However, there are more variations, and

seldom do I find individuals, especially within the same family, giving the same responses.

Table 4. 1-5 below shows the definitions of a positive succession experience by these

family businesses' members.

Definitions of a Positive Succession Experience	 Frequaxy

Positive succession experience is one where there is minimal disruption to the business 	 6

A succession where everything goes as planned
	

2

A good succession should be a transfer of power taking place in a reasonable period 	 2
of time, probably over 5 years

A smooth handover of the management to a hard-working, wise successor when I die 	 2

A positive succession is when the successor obeys the decisions of the parents, and the 	 2
family shares the same opinions on the business

A handover of the control that has gone with no problems to the business	 2

Table 4.1-5: Definitions of a positive succession experience used by the 6 Hong Kong
families rated to have had negative succession experiences in their family businesses'

successions
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'Ii is a succession where eveiythmg goes as planned' said a successor (F4UM2). 'A good

succession should be a transfer of power taking place in a reasonable period of time,

probably over 5 years' said his brother (F4UM1), a successor to another branch of the

family business. Their father (F4P1) defined a positive succession as, 'a smooth handover

of the management to a hard-working, wise successor when I die'

Clearly, from these definitions, there are bound to be conflicts within this family business.

One of the siblings mentioned 'a reasonable period of time' for the father to hand over the

business. That is in direct conflict with the father's definition, where he intends to

handover when he dies, which is an undefinable time period, which could be tomorrow,

10 years, 15 or even 20 years or more, given that the father was 65 when interviewed.

This uncertainty, has caused much frustration for the successor seeking succession to take

place within 5 years.

The other successor seeks planning in the succession, but there was no mention of

planning by the father, and in fact, the father (F4P1) dismissed succession planning. 'What

is succession planning anyway? Something that western business consultants invent to

make money. I don '1 even consider retirement. Things always work itself out' argued the

father.

In another family, both children (F8UM1, FSUM2) agreed that a positive succession

experience is one when, 'It is a succession that has gone well, with a smooth transition

from one generation to the next'. However, the parents see it quite differently. 'A positive

succession experience is when the successor obeys the decisions of the parents, and the
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family shares the same opinions oti the business', said the mother (F8P2) and Co-director

of the family business.

Here, the children are seeking to have a smooth transition, the parents appear to be

exerting a need for control over the successor(s) This led to the children expressing

strong feelings against their parents. 'I have no interest in the family business now, and

in business in general. I think that business people are so slimy and dishonest, and

manipulative. Frankly, I don 't give a shit what my parents want anymore. They always

try to make us do things. I am not going to let them run my l f!' complained the older

son (F8UM1) who left the family business to work as an architect in the U.S.A. for a

fraction of the salary he was paid in the family business.

The above are just two examples, similar situations appear in the other families. The

perception of a positive succession experience for the family business differs among the

members of the families interviewed.

Also among the families rated to have negative succession experiences, there was much

less detail in their definitions of what they would consider a positive succession

experience. 'It is a succession where everything goes as planned' said one successor

(F4UM2). Yet none of those interviewed in his family, nor did he himself, mention

succession planning when talking about the family business' succession Often, in contrast

to the families who experienced positive succession experiences, where relations in the

family were mentioned in both describing and defining positive succession experience, the

negative succession experience families tend to talk of positive succession experience in
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vague terms, with little mention of family relations and emotions involved

'(A positive succession experience) It would be a succession that has gone smoothly, and

there was little disruption to the business' defined an unaccompanied minor (F 1 8UM 1).

'it is a handover of the control that has gone with no problems for the business'

explained his father (F 1 8P 1). This is just one of many examples, but as we can see, there

is no mention of the emotional issues involved, or any mention of the possible familial

issues involved in a family business succession.

In some cases, the way a positive succession experience was defined, may reflect the very

reason why their succession has not been a positive experience at all. Referring back to

the definition given by the mother (F8P2) and CEO of a handbag factory, 'A positive

succession experience is when the successor obeys the decisions of the parents, and the

family shares the same opinions on the business'. The latter part of her definition could

be the source of potential problems.

To have the family sharing the same opinions on the business is clearly a difficult if not

impossible task, and in itself could cause frustration for the children. The parents will have

the final say usually, and therefore, the children may feel intimidated and frustrated as their

ideas will be rejected for no logical and comprehensible reason to them This is reflected

in the interview of her older son (F8UM1). 'They (My parents) expect me to do what they

say no matter how old I am, and then they come out with stories about how they were

working and surviving in the "real world" when they were my age. They are hypocrites!'
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The most common theme among the interviews of these families is that most members

consider a succession as a positive succession experience if there is minimal disruption

caused to the business. Little consideration is taken for any effects on the family. The

focus of attention is on the business aspect of the family business. The business comes

first, yet their definitions of a family business as we will recall, is quite the opposite: a

focus on the family.

What is even more intriguing, is that among the six individuals who found themselves

talking about positive succession experiences in terms of minimal disruption to the

businesses, four of them were unaccompanied minors. This is particularly significant, as

we may recall, the western definitions of family businesses tend to focus on the business

with the family involved, while the overseas Chinese definition focuses on the family with

the business as an extension.

These unaccompanied minors' experiences abroad seem to have made some impact as to

their perception of what constitutes a positive succession experience. Their definitions of

a positive succession experience, appears to be closer to what we would expect from

western family businesses, as their perspectives tend to focus on the business rather than

the family. The cultural identities of these unaccompanied minors will be studied in more

detail in a later section.

[4.1-3-2] Good Successors

In the parents' description of what they expect of good successors, the responses were

not found to be significantly different from the responses given by parents from the family
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businesses rated to have had positive succession experiences Factors such as hard

working, humility patience and competence appeared in the interviews.

'I think that a good successor should be a smart person, an opportunist, willing and able

to spot opportunities, and also willing to work hard' said a father (F23P 1) and director

of a property development firm. 'A good successor is intelligent, hard-working, ambitious

yet humble' said another father (FI6PI) and CEO of a garments factory.

While the definitions of a good successor may not vary much from the previous group,

the parents' accounts of how their children match up to their expectations of a good

successor do differ dramatically. Most of the parents are relatively mixed about their

relationships with their children, and mixed as to whether their children make good

successors, but there is usually sharp criticism about the children's behaviour, character

or ability in these comments.

'I think that a good successor should be intelligent, organised and hardworking, who

takes only calculated risks, and who is willing to listen to people around him... I think

that my children are organised, intelligent, but could be more hardworking. They take

too much risks in their work, and they never listen to us. That is bad' complained one

mother (F8P2) and owner of a factory.

'I think that my children have it (what it takes to be a good successor), but they are too

arrogant. They think they know eveiything. Sonietinies, I need to tell them off They

should listen to me, I am the father. I would not let my older son have more
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responsibilities, until he learns to do things the way I want it done.' said a father (F23P 1)

and CEO of a construction firm

Only in one family did the father have severely strong criticisms about his children. 'My

sons are all lazy and useless. They have big ideas, which have not been thoroughly

thought through. They want to run the business, or start their own business, but they have

absolutely no idea. I'd rather pour money into the sea than let them invest or use it to

start a business' a father (F4P1) and CEO of a multibillion dollar conglomerate told me.

When the topic of good successors arise, it appears that the parents from family businesses

rated as negative succession experiences find that their expectations are not met by their

successors. The parents' expectations of a good successor are not significantly different

from the parents from positive succession experience family businesses, although they tend

to focus more on abilities, rather than the emotional and social abilities of their

children/successors.

If their expectations are not significantly different, then it must be the case that either the

successors are less able to meet the expectations, or the parents from positive succession

experience family businesses are more flexible with their expectations. In other words, the

parents from positive succession experience family businesses, while having expectations

about what constitutes a good successor, do not react as much, or react in a different

manner, when these expectations are not met.

Perhaps this becomes clearer if we look at some quotes from parents of family businesses
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rated in the positive succession experience families 'To be honest, I was worried (when

my son took over). He was young, and not experienced enough to deal with some people.

That is why I stayed on to mentor him as a consultant. He resisted because he walits to

prove himse'f I realised that I had to give him space to do things, but I also want to

make sure that he does not do aiything too wrong' said one parent (F2P1). She went on,

'In the eyes of the mother, he is always a child. I suppose it (the succession) was tough

for both of us. The mother-son relationship had to be changed to a less hierarchical

structure. We had a lot to talk about'.

We can see here that the mother, when confronted with resistance from the son when she

attempted to guide him as the successor, realised the successor's wish for more

managerial independence Further, she is aware of the two sets of relationships: the

mentor and successor, and the mother and child relationships, which in certain

circumstances may not be compatible. Perhaps most importantly, the mother realised the

need to communicate with the son and listen to the son as she realised the magnitude of

the problems that needed resolving during the succession.

Another parent (F5P1) from a family business rated as a positive succession experience

describes his experiences. 'I believe or rather I'd like to believe that most people, if they

want to, can become good successors. For my children, sometimes they find it hard to

take criticisms. It happens to everyone'. He went on to talk about his daughter who is his

chosen successor. 'Succession cannot take place just like that. My daughter has been and

still is learning and being trained, which is in effect a process in succession. She is not

perfect, but she will be a good successor. Even her brother and sisters think so. Things
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cannot take place overnight. You need the experience to take over a business'.

The comments made here are optimistic, and while realising there are short-comings to

the successor, the parent sees it as a point for improvement rather than a weak point that

can never change. Contrast these two examples with the quotes extracted from family

businesses rated as negative succession experiences, and we see a sharp contrast. There

is an understanding between the parents and the children, and there is, as a result, more

open channels of communication in the positive succession experience families when

compared with the negative succession experience families.

[4.1-3-31 Generation and Culture Gaps

The most marked difference is the denial of the existence of any form of culture gap with

the parents, by the unaccompanied minors and their siblings. Seven out of nine of the

children interviewed in the families rated as negative succession experiences denied the

existence of a culture gap. Also three out of the seven parents interviewed denied the

existence of a culture gap with their children.

While unaccompanied minors and successors of positive succession experience family

businesses admit and confront the possibility of culture gaps, the negative succession

experience family businesses did not find that there is such a gap. For the parents, there

seems to be a split as to whether there are culture gaps with their children or not.

'We don 't really have a culture gap. We are of the same culture right? Why should there

be a culture gap? Okay, we may have dfferent experiences, and see things differently
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because of that, but that doesiz 't mean that we have different cultural make ups right?'

a successor (F4UM2) told me. This successor's father (F4P1) told me 'No, I don't think

there is a culture gap, because I am aware of their (the children 's ,.) cultural makeup.

Besides, I don '1 think that they are that westernised'.

Another successor (F 1 8UM 1) explained, 'I don 't think that there is a culture gap. Our

cultural differences are not identical, but I would 1101 call it a gap. After all, I don '1 think

you will find many people having identical outlooks on lfe and identical cultural

niakeups'. His father (F18PI) disagrees, 'Yes (1 think there is a culture gap with my

children). My children see things very differently. There are times when they see things

from a western point of view. For example, my older son looks at the business from a

very narrow view. He only sees figures and diagrams offunny pictures of strategies, like

western businesses. Not very practical at all, especially for doing business in Asia. He

does not consider more important things like guanxi (personal networks or connections,),

and making good contact with the right people, and using the family as a support system

for information, skills and money'.

Even in the few instances (two out of nine) where the successors do agree that there is a

culture gap between themselves and their parents, they tended to view the situation as

unchangeable, rather than a problem that should be worked on by themselves and their

parents. 'Yes, I think that there is a culture gap. I am more modern and westernised. I am

independent, and more open to new ideas. I like new things, and freedom. I don 't like

other people making decisions for me. I want to go out there and do what I want to do.

My parents expects the children to obey all their wishes. They expect us to be perpetual

167



servants to the parents. I appreciate filial p/ely, but that cannot dominate our lives. We

have to live too. There are many ways to take care of the parents, but 1 cannot be

physically there for them everyday. There is no way for them to comprehend this'

complained an unaccompanied minor (F8UM1)

While not recognising the existence of culture gaps in many cases, all successors of the

family businesses rated as negative succession experiences described the existence of

generation gaps between themselves and their parents.

'Of course (there is a generation gap). Because they (the parents,) grew up in a dfferent

time, their views on things are different. It is natural' said one successor (F6UM 1).

'Certainly, there is (a generation gap). Especially with my father. You see, my mother

will actually try and understand my opinion, while my father just dismisses it, for no

reason other than that I am younger, therefore f my opinion dffer from his, Jam wrong.

I appreciate that they were brought up in different times, and see things differently. But

they cannot dismiss modern views. After all, it is through modern views that we get

progress' complained another successor (F23UM1).

For the parents, one out of seven parents described the existence of a generation gap as

a factor affecting succession. The statistic (one out of seven) for the parents require

fi.irther explanation. While all parents interviewed acknowledge that they are of a different

generation, and hence will in some way have some form of generation gap with their

children, only one parent out of the seven in this group described the generation gap as

an influence on the succession experienced
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'We (the parents,) grew up in less fortunate lime than our children, of course as a

different generation, with such different life experiences, there is bound to be generation

gaps. But I think that because we are all aware of it, it does not affect us that much. I

don 't think that it affected the succession in the business. After all, bridging the

generations is what succession is all about. It works on the assumption that there is a

generation gap in the first place, and go from there. It does not affect the succession

experience, which is based on how the parent and child behaves' explained one parent

(F6P1).

'I think that most disagreements both in the family and the business is because of

generation gaps. Young people will see things differently, they take more risks, and want

to have more fun. That is what being young is about, but unfortunately, that can cause

problems, because running a business requires consistency, conservative measures, and

a unitedfront for the business' argued the parent (F8P 1) who described the existence of

generation gaps with his children, which had an (negative) effect on his family business'

succession.

The fundamental differences here are that if we compare the responses of positive

succession experience family businesses with that of the responses obtained here of

negative succession experience family businesses, we find that for positive succession

experience family businesses, both the parents and the successors acknowledge the

existence of culture gaps between the parents and the children. While for negative

succession experience family businesses, seven out of nine of the successors did not

recognise the existence of a culture gap between themselves and the parents, while three

169



out of seven parents did not recognise the existence of a culture gap between themselves

and the parents

With regards to generation gaps, for positive succession experience family businesses, all

the parents admit that there is a generation gap with their children, and three out of five

of the successors admit to having generation gaps with their parents.

For negative succession experience family businesses, while all parents agree that they

were from a different generation to their children, and hence will have different views on

certain matters, only one out of seven of them agree that this generation gap had an effect

on the succession experience of their family businesses.

In contrast, all parents from positive succession experience family businesses agreed that

the generation gap do exist, and do play a significant part in determining the succession

process and the succession experience. A summary of these findings has been tabulated

below
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Positive succession	 Successors	 Parents
experience famil y businesses

Generation Gaps	 3 out of 5 acLno\\ledge	 All ackno ledge exIstence
existence

Culture Gaps	 :\ll acknowledge different 	 All acknowledge existence
cultural makeup; some
disagree the use of term

Table 4.1-6a: Responses for Positive Succession Experience Family Businesses on
the Existence of Generation and Culture Gaps

Negative succession	 Successors	 Parents
experience famil y businesses

Generation Gaps	 All iekIiu\\ iede existence	 All acknowledge that they
were from different
generation; 1 out of 7
acknowledge generation gap
as a factor in succession

Culture Gaps	 7 out of) did not recognise	 3 out of 7 did not recognise
the existence of culture gaps the existence of culture gaps

Table 4.1-6b: Responses for Negative Succession Experience Family Businesses
on the Existence of Generation and Culture Gaps

Looking at Tables 4 1-6a and 4.1-6b above, it is important to note that while there are

overlaps in certain areas, for example, in both groups, there are successors who

acknowledge the existence of generation gaps, there are still clear differences in their

responses

For positive succession experience family businesses, the successors responded with a

more positive outlook as to the existence of the generation gap as a challenge in the

succession process, while for negative succession experience family businesses, the

successors usually respond by giving example of bad experiences, or complaints about the
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parents This exists in all the 4 boxes of responses on the four tables above. When

confronted with generation gaps or culture gaps, positive succession experience family

members, no matter what their responses, tend to view the situation in a more positive and

optimistic view, while negative succession experience family members tend to respond

with a view that the situation is a constant, that cannot be changed, and usually give a

response in terms of complaints of the parents or successors respectively. This is perhaps

the most important finding from this area of the research.

The positive attitude of members of positive succession experience family businesses is

responsible for these families overcoming succession problems, common to negative

succession experience family businesses. For these negative succession experience

families, members take a more pessimistic view, in that the situation is given and cannot

be changed. This is clearly reflected in the following statements extracted from two

members of different families in the sample, one from a positive succession experience

family business, and one from a negative succession experience family business.

'Initially, when I first started in the family business, there was a generation gap. My

words were not really taken seriously. It was probably the toughest times of a succession.

There were times that I just wanted to walk away. As time went by, she (the mother)

understood that I was only trying to do things right, and we talked about things, and the

gap was resolved. I think that any young successor entering a business will always face

the same problem. Young people have no credibility, no track-record, and it is dfficult,

because academic degrees mean nothing to those who are experienced. The generation

gap will exist, and how you overcome it will determine the success of the succession'
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explained the successor (F2P1) of a positive succession experience family business

'The older generation trusts nobody. My dad won 't delegate anything. They keep secrets

among themselves. The younger generation are asked to leave board meetings haf way

so that they can discuss matters they do not want us to know. Those remaining are my

father and his brothers, nobody else. We feel that we are at a dead end. We exist in the

compaiy to do remedial tasks. They don '1 trust us, what is the point of us working in the

business? There is nothing we can do, we feel bloody frustrated' complained the

successor (F4UM1) of a negative succession experience family business.

As we can see, we are dealing with the same situation here: the generation gap. While it

is possible for the parents in each case to have behaved differently, and thereby allowing

the situation to be less confrontational, there are still fundamental differences in the way

the two successors view their own particular situation.

For the positive succession experience successor, it was more of a matter of sitting tight,

and spending time on resolving the problem. While the negative succession experience

successor takes a more resigned stance, one of 'what is the point?'. This is just one

example, but these instances occur regularly when comparing between the responses of

members of positive succession experience families and negative succession experience

families.

14.1-3-41 Unaccompanied Minors' Responses

Of the nine unaccompanied minors interviewed from the six family businesses rated as
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negative succession experiences, five of the unaccompanied minors described their

experiences abroad as unpleasant experiences. Often they had problems socialising with

local friends, and found themselves trying hard to be accepted by the new society and

surroundings.

Positive Experience Abroad	 NegativeExperienceAbroad
Unaccompanied Minor 	 3	 3

Table 4.1-7: Unaccompanied Minors' Reported Experiences Abroad from the 6
Negative Succession Experience Family Businesses From Hong Kong.

'I already had many friends there, so coping was not so bad. Still, it was a little uneasy

at first. There was no bullying, but it was dffi cult to mix in socially with the locals, and

that is why most of my friends are the ones I had before I went' one unaccompanied

minor (F23UM1) told me. He went on to describe his experiences, 'In boarding school,

Ifelt left out and hung out with other Ghinese there. Eventually, I adapted. I would not

say that the first year was traumatic, just a little uncomfortable. It happens when you go

to a different place. You have to learn to adapt to the initial culture shock. Put it this

way, overall, I would not like to go through it again'.

The other three unaccompanied minors of this group of nine were of the other extreme.

They embraced their new environments abroad, and were deeply integrated into local

society and social circles. 'I really enjoyed it (being abroad). I did not have any

problems. I found that life was much better than being a Hong Kong student. In Hong

Kong it was all work and no play. There is a balance when you study abroad. I fitted in

very well, almost immediately, and made new friends. Most ofmy friends that I am still
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in touch with now are all from those initial years' said one accompanied minor

(F18UM1). He went on to tell me about his initial feelings when he first left home to a

western environment 'I did not suffer aiy culture shock I knew what western society was

like. I enjoyed it. It was different, but not a shock. It was my decision to go abroad to

study, probably that is why I coped so well' he explained. There was one case where the

unaccompanied minor described his experience abroad as neither positive nor negative.

A comparison and summary of the experiences of unaccompanied minors from positive

and negative succession experiences are shown in Table 4.1-8:

Experience as	 Initial trauma from leaving	 Adaptation
Unaccompanied Minors	 home to study abroad

Positive Succession	 Yes	 Yes. Overcoming trauma
Experience	 generates satisfaction and

skills to be bicultural

Negative Succession 	 Yes	 Unable to adapt initially,
Experience

	

	 struggles but eventually
_________________________ adapts after a period of time.

No	 Not required. Immediate
embrace of new culture and
environment.

Table 4.1-8: Experiences and Adaptations of Unaccompanied Minors from
Positive and Negative Succession Experience Family Businesses

For unaccompanied minors from positive succession experience family businesses,

although they may find the initial experience abroad traumatic, and may suffer from

culture shock, they adapt quickly by learning to alter their behaviour to suit the new

environment, while not losing their original cultural makeup This allows them to become

what psychologists term bicultural, as defined in the literature chapter.
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For unaccompanied minors from negative experience family businesses, we find two

scenarios. The unaccompanied minor may find it very difficult to fit into the new

environment, and usually dislikes the experience due to the sustained period of time trying

unsuccessfully to fit in. Alternatively, they may embrace the new environment.

The understanding behind these two possible routes can be further explained if we return

to the five models developed by LaFromboise, Coleman and Gerton (1993). As we have

discussed earlier, unaccompanied minors from positive succession experience family

businesses appear to adopt the alternation coping model to alter their behaviour

accordingly, so as to fit in to their immediate cultural environment.

For unaccompanied minors from negative succession experience family businesses, there

appear to be two possible behavioural patterns in coping with their experiences. In the

next section, we shall study the remaining four models (assimilation, acculturation,

multiculturalism and fusion), and attempt to examine whether these models can explain

the difference in behaviour of these unaccompanied minors.

14.1-3-51 Second Culture Acquisition

One of the models for explaining the psychological state of a person living within two

cultures assumes an ongoing process of absorption into the culture that is perceived as

dominant or more desirable. The assimilation model assumes that 'a member of one

culture loses his or her original cultural identity as he or she acquires a new identity in a

second culture' (LaFromboise, Coleman and Gerton 1993, p.396).
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The assimilation model is based on the hypothesis that an individual will suffer 'from a

sense of alienation and isolation until he or she has been accepted and perceives that

acceptance within the new culture' (LaFromboise, Coleman and Gerton 1993, p 396;

Johnston 1976; Sung 1985). Assimilation is therefore, the process by which an individual

develops a new cultural identity, while at the same time losing awareness and loyalty to

one's culture of origin.

Similarly, the acculturation model implies that the individual will become a competent

participant in the majority culture, but in contrast, will always be identified as a member

of the minority culture (LaFromboise, Coleman and Gerton, 1993). In other words, how

the members of the majority culture (western in this case), react to the minorities (the

unaccompanied minors), will have an effect on the model used by the minority individual

(the unaccompanied minors) in coping with the new culture. Acculturation is a stressful

experience (LaFromboise, Coleman and Gerton 1993, p.399), and may involve second-

class citizenship and alienation of the individual acclimating to a new culture.

The unaccompanied minors who found the initial trauma of being in a different culture

difficult to overcome, could have adopted the assimilation or acculturation model of

coping with their experiences. The degree to which they manage to integrate themselves

into the western culture would determine the difference between their choice between

assimilation or acculturation. It is also worth noting that acculturation is different from

assimilation, in that acculturation is involuntary by nature (LaFromboise, Coleman and

Gerton 1993, p 400).
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The unaccompanied minors of negative succession experience family businesses often used

terms such as tough, stressful, unpleasant and lonely, to describe their experiences while

abroad, and this is consistent with the stress experienced by those who would have

adopted the acculturation model as documented in psychology literature (e g., Ng 1995!).

These individuals would be the ones who found the initial experiences traumatic, and had

to endure stress and perceived unpleasant experiences before adapting to their new

environments as unaccompanied minors

The unaccompanied minor (F8UM1) from family 8 gave the clearest example of such

accounts. 'When I first went, I went to a military school in Texas. There were many

Hispanic people there, and life was really tough. The people were dirty and rough. It

was kind of like a prison. I really didn 't enjoy it. Then I transferred after 2 years to

another school... 'He went on, 'Yes, it was tough to change schools so often. It took me

time to really settle in'. When asked how he managed to cope with these experiences, he

said, 'It was hard. I tried very hard to keep my mind busy. I always called home to tell

them to transfer me to another school. I lookedforward to any holidays, weekends out,

and I tried to make friends so as not be so lonely.' From his account, we can see that

adapting for this unaccompanied minor was not easy for him, and he tried to be

assimilated into the majority groups around him in order to reduce the stress and trauma

felt

Those who did not find the initial experience traumatic would be those who adopted the

assimilation model, because they voluntarily allow themselves to be assimilated, in an

attempt to adapt to the environment. A good example would be the response given by the
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successor (F I 8UM 1) from family 18. 'Ifltted in well. I made new friends quickly. I never

felt lefi out..., There was no initial shock I wanted to go. I enjoyed the new environment.

It was different at first, but I would not call it a shock. I enjoyed it, it was cool to learn

the American way'. For this unaccompanied minor, the coping experiences were clearly

less traumatic, and he enjoyed and was fully aware of the absorption of a new culture,

perhaps at a cost of disposing of his original culture.

The important point here is that those who adopt the assimilation or acculturation model

would lose some awareness of their own original cultural identity. This is the main interest

here, as this is where the cultural makeup of these unaccompanied minors is altered,

and therefore the source of culture gaps with their parents when they become

successors to the family business.

In both the assimilation and acculturation cases, the unaccompanied minors would fit the

description of the 'banana' (yellow on the outside white on the inside) personality as used

by Chen and Yang (1986, p.20). These unaccompanied minors, find it difficult to alter

their behaviour when returning to their original cultures, and find themselves caught

between two cultures (Ng 199511).

The findings in this section would also explain why some unaccompanied minors reported

difficulty in coping with their original culture and society when they returned to their place

of origin, and family businesses. In these cases, the unaccompanied minors found it

difficult readapting to their original culture, and because they perceived the initial change

of their cultural makeup as a difficult process, they are unwilling to go through the change
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process again, to readapt to, and regain the loss of awareness of their original culture,

thereby causing conflict and confusion in their minds.

14.1-3-61 Two-Way Communication

The main concern regarding communication raised in the interviews of negative

succession experience family businesses, were that successors reported that their parents

refused to listen to them. The communication channels appear to have broken down for

these families. While positive succession experience family businesses talked about the

need to listen and communicate, only one successor (and no parents) from negative

succession experience families mentioned the need for two-way communication. In some

cases, parents actually did not expect two-way communication, when it came to the

succession issue for the family business, and when their expectations were not met, they

complained about their successors being disobedient, or that the successor lacks the

obligation to the family and hence the business.

'W7ien it comes to things about business and the family, the children must agree with the

parents on what they want to do. That has always been the case with my parents, my

grandparents and so on. The parents will know what is best, and of course will listen too,

but somebody has got to decide the best course of action in the end, and that is the

parent 's responsibility. The problem is that my children are disobedient. They don 't

listen to my advice, and they are selfish, wanting only their OWfl happiness. They do not

consider their obligation to the family..., the people who provided for them over these

years. It can be very upsetting for me' argued one parent (F8P1).
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It is perhaps this kind of break down in communication that can lead to complaints such

as 'I think that we see the business in a very d/ferent way to our parents. They want to

just keep things going. They don 't want any risk, and don 't want change. We want to

eqxind the business. They don 't understand that need. If we don 't expand and grow, we

will shrink and the business will suffer' said an angry successor (F4UM1).

[4.1-3-71 Willingness to Return

The unaccompanied minors in the negative succession experience families present

stronger needs for control over their lives and career. 'I think that I was expected to join

the business, but I wanted to work elsewhere. I mean, I don '/ mind working in the family

business, but I want it to be my own choice. You know..., I mean, I am not against it

ommg the family business,), Ijust 14 alit to be able to control my own l?fe. I don 't want

my parents to run my lfe' explained one unaccompanied minor (F18UM1).

'I think that it is important that I take a stand against my parents. They think they can

run everything. They think they always know best. I am not going to let them choose my

career. I appreciate advice, just not emotional bullying' another unaccompanied minor

(F8UM 1) complained.

'I think that often parents do things for their own ego, you know, so they can tell their

friends that their prodigal son or daughter is 14orking for the family business. It is all

face. They don 't consider what the child is thinking. That is what really pisses me off I

want to be in control of my own life, and my parents are not going to tell me what job to

take because it will look good in front of their friends over dinner. I mean, I decided to
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return to the family business, but I expected to work, not to be there for their ego, I want

to be in control of my career by working hard, and not because I am the son of the boss'

said an unaccompanied minor (F23UM1).

From these confrontational statements, we can see that unaccompanied minors can react

strongly against parents expressing their wish for their children to return to the family

business. In fact, by requesting their return, in the eyes of the unaccompanied minors, it

could be perceived as threatening to their need for control of their careers, that they would

eliminate it from the choices of careers available to them. Having said that, there is also

a case for the parents' needs and wishes that the business be passed on to the next

generation.

However, it may be worth noting that only one unaccompanied minor out of the six

families in this group of negative succession experience family businesses, had the scenario

where the unaccompanied minor was forced to return to the family business. In this case,

the unaccompanied minor was threatened with the withdrawal of all financial support by

the parents, and the use of guilt: The parents told the unaccompanied minor how

disappointed they were, and how let down they felt, when they were told of his refusal to

return.

It appears that the willingness of the unaccompanied minor to return to his/her family

business is less significant, compared with the unaccompanied minor's perception of

control over his/her life and career, when the issue of succession is in question with regard

to the family business. There is no apparent correlation between the willingness to return

182



by an unaccompanied minor, and the succession experienced by the negative succession

experience families. However, there seems to be strong resistance from unaccompanied

minors, if they feel that they have lost control over their own lives, and that the parents

are attempting or perceived to be trying to 'tell them what to do'.

In all cases, both positive and negative experiences, the unaccompanied minors said that

it was the withdrawal of financial support that gave them no choice in the matter.

Nevertheless, looking at the responses of the interviews, it may be that forcing the

unaccompanied minor to return to a family business, is not a detrimental factor to the

succession experienced. Certainly, this is an area available for further research.

[4.1-3-8] The Need for Control

While in positive succession experience families, changes to the environment are adapted

to quickly, for negative succession experience families, changes are not so welcomed.

Control appears to be more important: the need for control by the parent(s) over the

business, the need for control by the unaccompanied minors, over their career choices; the

need for control by the parents over the well-being of the family, and so on.

Control has always been an important issue in all the interviews conducted. In particular,

we find in the responses of the negative succession family businesses, that successors

describe their parents as having difficulty delegating duties

'They (my father and uncle) do everything themselves. Anything they don 't do, my mother

or my aunt takes care of it. The business relies on them too much. They don 'I like to
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delegate, not even to me. They want to control everything. You can 't do that when you

get to a certain size of business, audit is really annoying andfrustratingfor me' said one

successor (F8UM2)

This is confirmed by parents themselves who expressed their need to stay in control of the

family business. 'The whole idea of a family business is that you are iiifull control. I need

to know what is happening, because I am responsible for the business, and the business

is the main source of income for the family, therefore 1 must be sure that eve iything is

run properly. If my sons were more capable, then I don '1 have to worry so much, but they

still have a lot to learn. I would not let them make any decision without consulting me.

I mean, even f we go public, 1 would still insist on retaining control of the company' said

one father (F4PI) who has 2 sons in the family businesses.

Even in cases where the parent denies the unease of delegating, and the need for control,

their statements still appear slightly contradictory, as one mother (F8P2) explained, 'I will

appoint my younger son the successor, and he will work in all the departments so that he

can learn everything. Then, eventually 1 will hand over more control, and over time the

handover can be complete, and then I will take on the advisory role'. When asked

whether she would eventually let go of the advisory role, she replied, 'I don't think so. It

is a family business, 1 must be involved in the decision making. Besides, I will always

have more experience than my son, and he shouldfind my advice useful' This parent,

although she appears to have decided how to conduct her succession, failed to address the

final step of completely letting go of the business. This reflects a need for control over the

business, although she may not be aware of it.
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14.1-3-9] Succession Planning and Training

Without good communication, the family business succession is very much flawed.

Successors described a lack of succession planning, but in many interviews, the very

words succession planning just did not make sense to the family members. 'Succession

planning? It doesn 't exist. These things just happen. If you try to plan it, it will never

happen according to plan anyway. What 's the point? It is an ideal, it doesn 'I work in

reality' argued one successor (F18UMI)

Parents also did not acknowledge the existence of any planning in their successions. 'I

haven 't and didji 'tplan anything with succession. We will cross each bridge when we get

there. You can '1 really plan these things. Too many things can happen, the plan will be

too inflexible.' explained one parent (F8P 1)

From the literature, we are aware that children can develop an interest in the family

business from an early age, through exposure within the family (Longenecker and Schoen

1978, Kets de Vries 1993). With bad communication, there will be less influence on the

children from the parents, as the parents communicate less about the business to the

children. This may lead to more cases where the potential successor does not have any

interest in the family business. Indeed in these negative succession experience family

businesses, communication was not a factor that was reported to occur regularly.

Of course, many other factors could have shaped the potential successor's choice of

career, but if Longenecker and Schoen (1978) and Kets de Vries (1993) are correct in

their research, then the lack of communication between parents and children would have
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an impact on the children's development of interests in their family businesses

Of course with no consideration given to succession planning, and low levels of

communication between the parents and unaccompanied minors, it should come as no

surprise that training for the unaccompanied minor to become the successor was never

considered by the negative succession experience families
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Chapter 5: Mixed Succession Experiences and Other Factors

In the previous chapter, we analysed the findings for the positive and negative succession

experience family businesses. While these serve as interesting comparisons, to truly

understand the succession experience of the unaccompanied minors and their family

businesses, we must also analyse the neutral succession experience family businesses.

In this chapter, we will analyse the neutral succession experience family businesses, and

compare the findings with the positive and negative succession experience family

businesses. Then, we will look at two other factors: time since the successors joined the

businesses and the industries of the family businesses, to determine if these factors affect

the successions experienced.

15.1] Mixed Succession Experience Family Businesses

Having looked at the two ends of the spectrum of the results, in order to make a proper

contrast between them, one needs to study those who reported mixed succession

experiences in their family businesses.

15.1-11 Definition of Positive Succession Experience

There were eleven families who were rated to have had mixed succession experiences in

their family businesses. These families represent twenty-five individuals, comprising eleven

unaccompanied minors, three siblings, and eleven parents.

Unlike positive and negative succession experience families, this group provided much

more varied responses, with variation arising both within families and between families.
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Also, responses from within the groups of unaccompanied minors and parents vary, which

increases the complexities in conducting analyses for these family businesses. Table 5 1-1

below shows the definitions of a positive succession experience, given by this group of

family business members.

Definitions of a Positive Succession Experience
	

Fiquencv

A positive succession experience is one where there is maximum benefit to the 	 10
overall well-being to the family and the business after the succession, with minimum
conflict between family members and minimum disruption to the family business
during the succession

A positive succession experience is one where everything goes as planned	 7

A positive succession experience is a gradual handing over of control that goes smoothly 6

A positive succession experience is finding a successor who can run the business up 	 2
to my expectation.

Table 5.1-1: Definitions of a positive succession experience used by the 11 Hong Kong
families rated to have had mixed succession experiences in their family businesses'

successions

In defining what constitutes a positive succession experience, the most popular definition

(five of the fourteen unaccompanied minors, and five of the eleven parents) is that a

positive succession is where there is maximum benefit to the overall well-being to the

family and the business after the succession, with minimum conflict between family

members and minimum disruption to the family business during the succession.

As one unaccompanied minor and successor (FIUM) says, 'You can get a positive

succession experience if it has gone smoothly, you know, there are no major arguments

between family members, and the company becomes revitalised with the energy of the

new successor.'
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Another unaccompanied minor (F3UM) agrees, 'If everything works the same or better,

and nobody is upset after the succession, then I would consider it to be pretty positive

succession'.

Some parents agree, 'Positive succession..., well, it is when the successor produces at

least the same i/not better performance than his or her predecessor. For this to happen,

during the succession, everything must be amicable, and there are no confrontations. I

mean arguments will always happen, but there can be no lingering badfeelings' explains

one parent (F3P1).

Another parent (F7P 1) has similar opinions, 'A positive succession is one where the

handing over is undisputed and smoothly conducted, and the business continues to

prosper.'

There were also opposing views of what constitutes as a positive succession experience

too. As one father (Fl P1) said, 'A positive succession is finding a successor who can run

the business up to my expectation.' This is not a very clear definition at all, as the father's

expectations could vary, and is not clearly defined. This is reflected in the unaccompanied

minor's (F 1 UM) responses. 'My dad and I have fundamental c4fferences in opinions on

most things. We argued a lot, and sometimes we still do. He always used to say that I

know nothing because I have never worked. I had to prove myseiffor every single thing

I do, and I feel like it is a constant challenge and competition. Nothing I do is good

enough for him.'
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Another parent (F I 2P I) also took the same view, 'A positive succession experience would

be when the business has been handed over to the successor without causing upset to the

family and business. The successor after handover must perform up to the expectations

of the retiring parent.' There were four parents among this group of eleven families that

took this view on positive succession experience.

15.1-21 Good Successors

Six of the eleven parents agreed that a good successor must be hard working, humble,

innovative and motivated. 'I think that a good successor is hard working, ambitious, but

humble enough to learn. He must also be smart in dealing with people' one father

(F21P1) told me.

'It is important for a good successor to be well-educated, ambitious, hard working, but

remain humble and listen to others' explained another (F13P1). 'I expect a good

successor to be hard working, willing to listen and learn and therefore humble, be

motivated in his work, and must be smart and may be innovative with ideas for the

business. There must be something distinguishing about him for him to be a good leader

for the business' argued another father (FlOP!).

Most of these parents also believe that their children possess these skills. 'I think that my

children are both well-educated. They are both quite ambitious and motivated. Both of

them are hard-working too. But I think that they need to learn to be a bit more humble.

They are high achievers, they feel that they know everything. They must learn that there

will always be somebody else who knows more, or at least somebody who knows
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something that you don 't. Being humble never hurts' one father (FI3P1) explained.

'I don '1 think it is a matter ofpossessing skills. More ofpossessmg certain behaviour or

attitudes. I believe that my children can be good successors, of course. But I think that

they may not be humble enough' said another father (F 1 7P 1).

Humility seems to be found among these parents as lacking in their successors, even

though they believe that their successors are competent and good. Four of the six parents

who used this definition of a good successor also said that their successor was not humble

enough.

Two of the eleven parents interviewed in this group defined a good successor as smart,

confident and experienced. As one father (F9P 1 )described, 'I think he or she (the

successor) will have to be a good team player, be sinart, confident and good with people,

and will probably have developed his experience from within the company'.

The remaining definitions were all single occurences with various emphases. One father

(Fl P1) wanted a successor who shares his views and principles 'A good successor is

someone who shares my vision'. Another father (F7P1) wishes for a humanistic approach

to management, and shares similar ideas to the father from family 1. 'I hope my successor

will have the same human approach to management as I do. We cannot fire those who

have worked with us since day one. That would be immoral. They stuck by me through

bad times, andl cannot let anyone kick them out no matter what. If they retire then fine.

In terms of ability, I think that both my sons could be good. They are intelligent and well
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educated. They are reasonably self-confIdent, and they listen to me'.

For these two fathers, having control over how the business is run after succession

remains an issue. More importantly, they wish and expect their successors to agree with

them and share the same views. In both cases, this has made the succession experience

more difficult for the unaccompanied minors involved, and conflicts were reported.

Nevertheless, these families still deemed their succession experiences to be mixed.

Since both these families defined a positive succession as one where there is maximum

benefit to the family business and minimum conflict and disruption to the business, it can

be deduced that the conflicts reported by these two families are within their tolerance

levels, if they determined their successions as mixed. The members of these two families

expected a degree of conflict during succession, and appears to have found ways of

dealing with these conflicts, at least to a level that would deem the succession experiences

as mixed.

Finally, there was one parent who felt that a good successor should have interest in the

business and be willing to learn about the business from everyone involved. 'I think that

interest in the business is important. Without interest, no matter how good the successor

is, he or she will not give it his or her best. Obviously the successor must be of a certain

level of competence, which would be proven by both academic achievements and work

performance' explained this parent (F3PI)

192



15.1-31 Generation and Culture Gaps

Eleven of the fourteen unaccompanied minors reported that there is a generation gap with

their parents. 'There will always be a generation gap. But I think that it can be resolved

with good communication......My parents grew up at different times to me. Their outlook

on life is different because of that, and therefore we will always see things dfferently'

explained one unaccompanied minor (F3UM1).

'Definitely (there is a generation gap). I think that this is particularly so with my mother.

She expects girls to just get married and stay home. That is fine by me, but I hate it when

she tries to set me up. That is so embarrassing. My parents are modern, but they still

hold some really silly old ideas. They are a different generation after all. Their times

were different. They grew up with rock 'n roll and stuff like that. We are growing up in

very different times' complained the oldest daughter (F12UM1) of a family business.

Both her sister and her brother of this unaccompanied minor (F 1 2UM 1) also felt that there

was a generation gap between themselves and their parents. As the younger daughter

(F 1 2UM2) confirmed, 'Definitely (there is a generation gap), I mean, for my parents,

they believe that females are still inferior, and shouldjust marry and settle down. There

is no needfor a good education, just an adequate education......They are still stuck with

oldfashioned ideas of their generation, especially my mother'.

The youngest brother (F121JM3) also agreed, but did not feel that the generation gap

caused him as much aggravation as his sisters. 'There is bound to be some generation

gap. That is because the parents and the children are from different generations. But, for
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me, the gap is not a problem. My parents understand that Jam of a different generation,

and Ifind that they are easier on me than on my sisters. They find it nice that I see things

differently to them sometimes. They might not agree with my views all the time, but I

don't think that any of us really expect that they do anyway'.

For these unaccompanied minors, they expected a generation gap with their parents, and

when this generation gap was found to exist, they confronted it. The generation gap was

within their expectation, and therefore did not cause these unaccompanied minors to

perceive the gap as a negative factor within the succession experiences.

There were three unaccompanied minors who denied the existence of a generation gap

with their parents. 'Not really (I don 't think that there is a generation gap), I mean

everyone views things differently. That does not necessarily mean that there is a

generation gap. People from the same generation may have their differences because

some are more conservative or liberal than others. J don 't think that there is a generation

gap between myself and my parents. They are pretty modern parents. My father is more

conservative, but he understands and respects that we may see things differently' said one

unaccompanied minor (F17UM2).

For these three unaccompanied minors, they feel that their parents appreciate that there

will be times when opinions differ, and this was sufficient to bridge and diminish any

generation gap. As another unaccompanied minor (F13UM1) explained, 'My parents are

not olcifashioned. They are quite open minded about things, and they appreciate that we

are growing up in different times than theirs'.
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An interesting finding is that only one of the parents reported that there is a generation

gap between themselves and their children. 'That is bound to happen (the existence of

generation gaps). Children these days are much more privileged than when I was a kid.

Of course they will see things differently' said this parent (F2 1 P1).

Other parents disagreed. - 'I know that generation gaps exist in some families. I think that

my wife and myself are understanding enough and modern enough for this not to happen.

Times are always changing, and sure, the children are growing up in very dfferent times

to our childhoods. But, we are also in touch with society today, and we also see what is

happening. It is not as f we live in isolation. I don 'I think that there is a generation gap

at allfor myfainily' said one father of three unaccompanied minor (F12P1), although his

children were quite clear that they felt that there was a generation gap between the parents

and the children in their family (Refer to accounts above by F12UMI, F12UM2 and

F12UM3).

The responses from the parents, are in direct conflict with the respective unaccompanied

minors for this group of mixed succession experience family businesses. Similar situations

in the negative succession experience group of families led us to deduce that it was

differences like this that caused the negative succession experiences. Yet, it has not

affected this group of families and their family businesses, whose family members still

reported their succession experiences as mixed. There must therefore be some other

reasons to explain this discrepancy. But before we can come to any possible answer, we

must study all the factors, including possible cultural differences between the parents and

the unaccompanied minors
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As regards to a culture gap between the two generations, the results are less conclusive

and more evenly divided. Seven of the fourteen unaccompanied minors and six of the

eleven parents reported that there is a culture gap between them. There seems to be nearly

an even split when the issue of culture gap was discussed.

'Yes, I think there is (a culture gap between myself and my parents ,). I have spent a

szgm/lcant amount of lime in the States, and I am pretty Americanised. I have for

example, a more westernised style of management than my dad. I am more professional,

and I do not allow emotions to get in on decisions. My dad does a lot based on his

emotions, gut feelings and what is seen to be right by others. I am just uncomfortable

with that' said one unaccompanied minor (F7UM1).

Another unaccompanied minor (F1OUM1) agreed, 'I think in a way there is. I think a bit

more westernised than my parents, and sometimes that is where dfferences in opinions

occur, and that is when we usually argue'. While another unaccompanied minor

(F 1 2UM1) argued, 'Not so much. I mean in ternis of culture, we are of the same culture.

We might view things differently, and in some ways be more westernised, but only

slightly. I think that this is more to do with our generation than to do with culture. Our

basic culture is the same but we just have had different life experiences because that we

grew up in dlfferent generations'.

This view was shared by another unaccompanied minor (F 1 7UM2) who explained, 'I

don 't think that there is a gap. We have a slightly different cultural makeup, but I think

that for the most part, our cultural makeup overlaps a lot. Because you learn your
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cultural makeup from your parents, right? The differences are there because of our

different experiences, life experiences. Depending on whether you are aware of the gap,

the size of the gap would depend on that'

Parents were also divided on the issue of culture gap between themselves and their

children and successors. As one parent (F 1 7P 1) said, 'I think that there is a culture gap.

But it is just the way they have turned out. I don 't like it, but I don 't think that it is all

bad. What is most important is that they did not pick up any bad habits, like drugs and

smoking while they were abroad. Anything else can always be worked out easily'.

Another parent (F 1 OP 1) who agreed that there was a culture gap between himself and his

children, was more concerned about the entire cultural makeup of his children, 'Yes, there

are culture gaps. They spent a lot of time abroad. That is inevitable. But I am concerned

about my younger son. He is quite weslernised, and I am worried that he will lose

himself At the end of the day, he is Chinese in appearance, ethnic group fyou like. If

he is so westernmed, he will look silly. It is just..., it just doesiu 't look right, you know'.

Other parents did not feel there were any reasons why culture gaps should exist between

themselves and their children. 'No, I don '1 think so. I think that my children are no

different to me or my wife in terms of culture. Because, they learnt it from us. They might

have gone abroad, but that doesn '1 mean that we stop being their parents' argued one

father (F23P1)

Another explanation came from another parent (F 1 2P 1) who said, 'I don 't think there is
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a culture gap. r4'liy should there be. I mean, they have grown up, and they are more able

to take care of themselves, and think for themselves. It is all part of growing up.

Certainly, I can see that they have become a little more westernised, but I don 't think that

they have lost their original Chinese identity, which is good'.

There is no overall consensus on this matter, and while there appears to be a more or less

an even split between parents and unaccompanied minors as to whether culture gaps exist

in their family businesses, the reasoning behind their arguments are not necessarily the

same.

While members of these family businesses did report conflicts while describing their

succession experiences, sometimes even frustration arising from these generation gaps and

culture gaps, what has always been stated was that they had expected these conflicts.

Perhaps it is this expectation that there may be problems that has led them to have an

increased tolerance for conflicts.

On the other hand, perhaps these conflicts are just the first signs of deeper problems,

which will accumulate to become what could potentially be a negative succession

experience over a longer period of time What can be drawn here is that for these mixed

succession experience families, there is no overall consensus when we analyse their

perceptions and responses on generation and culture gaps within the family businesses.

If we refer back to Tables 4.I-6a and 4.l-6b, and draw up a similar table for the

indifferent succession experience families (Table 4. 1-6c), we can make some interesting
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comparisons among the three groups of family businesses

Positive succession	 Successors	 Parents
experience famil y businesses

Generation Gaps	 out of 5 ackno\\ledge	 All acknodedge existence
existence

Culture Gaps	 \ll acknowledge different	 All acknowledge existence
cultural makeup; some
disagree the use of term

Table 4.1-6a: Responses for Positive Succession Experience Family Businesses on
the Existence of Generation and Culture Gaps

Negative succession	 Successors	 Parents
experience family businesses

Generation Gaps	 :\I1 acLno\\Iede existence	 All ackno\\lede that. they
were from different
generation; I out of 7
acknowledge generation gap
as a factor in succession

Culture Gaps	 out of 9 deny the existence 3 out of 7 deny the existence
otculture gaps (i.e. 2 out of of culture gaps (i.e. 4 out of
9 ackiio'ledze existence	 7 ackno\Iedee existence)

Table 4.1-6b: Responses for Negative Succession Experience Family Businesses
on the Existence of Generation and Culture Gaps

Indifferent succession	 Successors	 Parents
experience family businesses

Generation Gaps	 11 out of 14 acknowledge	 I out of' 1! acknowledge
existence	 existence

Culture Gaps	 7 out of 14 acknowledge	 6 out of 11 acknowledge
existence	 existence

Table 4.1-6c: Responses for Mixed Succession Experience Family Businesses on
the Existence of Generation and Culture Gaps

Looking at these tables, for the successors, it seems that it is more likely for them to

report the existence of generation gaps between themselves and their parents, regardless
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of the type of succession experienced. While for the parents, only those who came from

positive succession experience family businesses have a overall consensus on admitting

its existence

Parents from negative succession experiences realise that their children were of a different

generation, but only one parent viewed it as a factor in succession. For mixed succession

experience family businesses, only one parent acknowledged that a generation gap even

exists between himself and his children.

With regards to the existence of a culture gap between the parents and the unaccompanied

minors, the results paint a clearer picture. For positive succession experience family

businesses, they realise the possibilities of differences in culture, but some successors did

not like the term 'culture gap' to describe it, as they perceive that to be too 'strong' a

wording. Parents from positive succession experience family businesses also agreed that

culture gaps or differences in culture may exist between themselves and their children.

For negative succession experience family businesses, the other extreme is true. The

majority of the successors denied the existence of any culture gap with their parents. For

the parents the split in opinion is more even, with three of the seven parents denying

existence of any culture gap with their children, while the other four complained about the

culture gap with their children.

The results for the mixed succession experience family businesses are very equally

balanced on this issue with half of the successors of this group acknowledging the
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existence of culture gaps with their parents, and the other half denying it For the parents,

there are similarities, with just under half of the parents interviewed admitting to the

existence of culture gaps

While there are differences when we compare the responses on these two issues, what

must be mentioned here is that the realisation of the gaps may not be the entire

reasoning for the type of succession experienced. For example, all of the negative

succession experience successors identified the existence of generation gaps, compared

with three out of five (or 60%) of the positive succession experience successors reporting

generation gaps. It is how the members of these families and family businesses deal

with these perceived gaps that affects the succession experience.

This point becomes much clearer, if we look back at the quotes given above in the

responses of families from mixed succession experiences, These families reported conflicts

in their businesses, and most members, parents or children alike, reported that they had

arguments with each other. These reports were mentioned much more often than in

negative succession experience families. Yet, they are still rated as mixed succession

experience in their minds.

Conflicts may occur, but it does not necessarily need to get to the stage where the entire

succession experience becomes unpleasant for the members. We have seen that the

recognition of the problem, together with good communication helped positive succession

experience family businesses handle any potential problems. The point is that, once a

problem is recognised to exist, it is what people do to resolve the problem that is
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important to the succession experienced. The problem itself is only a trigger to the

real problems underlying succession.

15.1-4] Unaccompanied Minors' Responses

Ten of the fourteen unaccompanied minors interviewed in this group of family businesses,

where they reported their succession experiences as indifferent, described their

experiences abroad as positive experiences. Four of these fourteen unaccompanied minors

described their experiences abroad as negative.

No matter how they described their experiences abroad as accompanied minors, there was

one common point. The unaccompanied minors saw themselves as strong-minded and

independent people. The reasoning behind this may be different, for example for those

who reported positive experiences as unaccompanied minors, they may see this strong-

mindedness and independence as a fruitftil result of their pleasant experience in western

society, while for those who reported negative experiences as unaccompanied minors, they

may see the strong-mindedness and independence as their weapon for survival in a world

that is unpleasant for them.

For example, if we look at the two contrasting accounts from two unaccompanied minors,

we can see this more clearly. Unaccompanied minor FIUM1 left home to study in the

United Kingdom at the age of 13. He went to a boarding school, and had the following

account of his experiences abroad, 'The first couple of months were tough. The "guailo"

(translated as ghost person, and is a Chinese slang to describe Caucasian people)

students were kind of annoying, 'cos they think they know everything. In fact they are
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pretty ignorant......The fact that we Chinese andforeign students whipped them in their

studie.s annoyed them, and they tried to bully us. Then they realised that some of us know

kungfii, and can kick their ass! I mean, these things happen, and it is part of growing up,

but I enjoyed it. It taught me a lot, in terms of dealing with people, thinking for myself;

and living an independent lfe. The whole experience was invaluable!'

Contrast this to another unaccompanied minor's (F17UM2) account. FI7UM2 went to

Canada to study at the age of 15 with his brother (F17UMI), but went to different

boarding schools. 'There weren't any major problems that was too bad, but there was

some bullying, and a lot of changes, but that is what happens when you change

schools......Yes, I didfeel d?fferent from others, the way I think, dress, you know, may be

I was paranoid The teachers made an extra effort to involve me in things, but that

probably made things harder for me. I just wanted to be left alone, and deal with things

myse'f Eventually, eveiything worked out OK..'

He (F 1 7UM 1) went on to talk about how the experience has affected him, 'I mean,

having gone through that, I think that I am much stronger minded, because I did not try

to fit in. I did what Ifeel was the best and right thing to do. And certainly, I can take care

of myself better. I don 't think that the experience taught these things to me though, it was

my reaction to the experience.' Typically, these are the responses of unaccompanied

minors who reported positive and negative experiences abroad.

Looking at the responses from the ten unaccompanied minors reported to have positive

experiences abroad, even though these unaccompanied minors found their initial
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experiences abroad as different, and in some cases difficult, these unaccompanied minors

perceived these initial experiences as challenges rather than trauma These unaccompanied

minors were able to search for methods to improve their experiences, thereby reporting

that overall, the experiences abroad were educational for them, as they have learnt how

to deal with these difficult and different environment.

As one unaccompanied minor (F3UM1) explains, 'I did not have any problems. My

character actually suits the western system more, I think. I am actually quite happy,

because I like new things. I mean ii was different and difficult at first, but that is part of

the challenge' He went on, 'I think that from the experience, I have become more

independent, more confident with myse lf and I understand and read people better. I also

think that I have a broader perspective to hfe. it was a very positive experience'.

Another unaccompanied minor (F1OUM1) agrees, 'My whole experience abroad was

difficult and challenging, and has made me more self confident. I also got to know myself

better. I know what I want, because I have been making decisions for my life quite early

on. I did not have my parents doing it for me. I think that is an invaluable experience.'

In contrast, the four unaccompanied minors who reported their experience abroad as

negative, saw these difficulties and differences as quite unbearable and traumatic. In their

view, there was nothing they could do to improve it. They viewed the environment as a

given constant which cannot be altered by themselves, and therefore, they tried to block

out the environment by pursuing their work or somehow keep himself or herself occupied.
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As one unaccompanied minor (F21UM1) complained, 'I think that the 14 hole experience

was traunlatismg, especially the first few months. It was a big change, and it just

happened overnight around you, and with the language problem, it oniy made things

worse. After a couple of months, Igot used to the way of life, but it was dffi cult. Ifelt

helpless many times. I just took my mind off things and worked. I would never put my

children through it'.

These unaccompanied minors with different experiences abroad may interpret returning

to their family businesses and original culture in different ways. For those who reported

their time abroad as positive, because it was challenging, may well view their succession

as a challenge, and therefore work hard at overcoming any difficulties or problems which

may arise during the succession.

This was reflected in the responses given by an unaccompanied minor (FIUMI), 'Yeah,

I think succession is a very interesting area. I mean it is hard for any culture, and

certainly catches out many families. I mean it is to me..., I mean, kind of like when I

went abroad But this is a different kind of challenge. There are many things involved,

and you have the parents and the successor to deal with. It is complicated, but something

that has to be sorted out'. However, there was no data to support the opposite: that

unaccompanied minors who viewed their experiences abroad as traumatic also viewed

returning to their original culture or succession as traumatic and undesirable.

Table 4 1 -8a (shown below), is an altered version of Table 4 1-8 in the previous chapter.

It shows a comparison of the responses of unaccompanied minors from the three groups
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of family business succession experiences. While we can clearly explain the reasons behind

the adaptation to their experiences abroad for the positive and negative succession

experience unaccompanied minors, the results are much more unclear for unaccompanied

minors from mixed succession experiences.

There were three unaccompanied minors involved in this group who were not in the

management of their family businesses, but were still listed as shareholders and directors

of the businesses. Out of these three unaccompanied minors, two of them have careers

outside their family businesses, with the other one intends to join the business after

working elsewhere for a number of years. In section [4 1-4-7] we will look in detail about

the mixed succession experience unaccompanied minors' willingness to return.
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Experience as	 Initial trauma from leaving	 Adaptation
Unaccompanied Minors	 home to study abroad

Positive Succession	 Yes	 Yes. Overcoming trauma
Experience	 generates satisfaction and

skills to be bicultural

Negative Succession 	 Yes	 Eventually. Unable to adapt
Experience	 initially, struggles but

eventually adapts after a
_______________________ period of time.

No	 Not required. Immediate
embrace of new culture and
environment.

Indifferent Succession	 Yes	 Yes. Views as challenge; Or
Experience	 cannot adapt to new

environment, and do own
thing to keep mind off
environment.

No, but viewed as different 	 Satisfaction generated from
and challenging	 experience

Table 4.1-8a: Experiences and Adaptations of Unaccompanied Minors from
Positive, Negative and Indifferent Succession Experience Family Businesses

15.1-51 Second Culture Acquisition

Unlike positive and negative succession experience family businesses, unaccompanied

minors' responses on their cultural experiences abroad for mixed succession experience

families are hard to categorise. While we have identified that unaccompanied minors from

positive succession experience family businesses tended to be bicultural and adopted the

alternation model for second-culture acquisition, and unaccompanied minors from

negative succession experience family businesses tended to be of the 'banana' type and

adopted the assimilation and acculturation models for second-culture acquisition, for

unaccompanied minors from mixed succession experience family businesses, the findings

are more interesting and mixed.
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For example, one unaccompanied minor (F1UMI) who could be deemed to be bicultural

said, 'I am ethnically Ghinese, there is no doubt about that. But I see myself as an

international person. I can adapt and live in pretty much any country, because I

understand the local culture, I can fit in '.

What is perhaps more interesting, is that some unaccompanied minors appear to have

adopted the fusion model of second culture acquisition. 'I am quite western in my

thinking. I don 't believe in the Chinese way of networking for the sake of it. On the other

hand, I do not like some of the western morality. I suppose I have selected bits and pieces

from western and Ghinese culture to form my own!' said one unaccompanied minor

(F22UM1) when asked to describe her cultural makeup.

Another unaccompanied minor (F2OUM1) gave a similar account. 'I am quite

westernised, but I am also very update with modern Hong Kong mentality. I do things

quickly, much quicker than western people. In that sense I am very Hong Kong. But I

enjoy western llfeslyle, and in that sense I am quite western. You could say that I have

selected the best of both worlds!'

In fact, these unaccompanied minors could be termed to be radical individuals

(LaFromboise, Coleman and Gerton, 1993) to a certain degree, since they have rejected

aspects of western and Chinese culture to create their own cultural identity.

The fusion model of second-culture acquisition suggests that there is no necessary

assumption of cultural superiority. Little is known psychologically about the impact of this
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model, because there has been few successful examples of such a new culture

Nevertheless, 'it seems that minority groups become assimilated into the majority group

at the price of their ethnic identity' (LaFromboise, Coleman and Gerton 1993, p 401). The

importance here is that there will be a loss of awareness of the original cultural identity

for the individual, and although a new culture may be formed with no superior culture, it

seems that the new culture still contain more of the majority culture (western) than the

minority culture.

While there is still not enough evidence of new cultures to determine the psychological

effects of this model, this model could be the explanation for the radical individual

personality type, the individuals who espouse a new 'Asian' consciousness, as described

by Chen and Yang (1986, p.20).

Responses resembling the fusion model of second culture acquisition is the most common

model used by these unaccompanied minors (nine out of fourteen), when dealing with

their experiences. It also appears that the resulting personality is one that falls into the

category of a radical individual.

Nine of the eleven parents did report that their children were too westernised, and

although nine of the fourteen unaccompanied minors did stress that they have a strong

Chinese identity, in their accounts, they also mentioned that they were somewhat more

westernised than their parents. This is consistent to the definition given of the radical

individual, where they reject aspects of both cultures, and create a 'new' culture.
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The 'new' culture is defended by the unaccompanied minors as strongly Chinese, and this

is reflected in their declaration of strong Chinese identities, but they also stress that their

cultural makeup is different from that of the Chinese culture. westermsed in this case. This

has been accounted in the responses from their parents.

The difference between the radical individuals' responses and the bicultural responses is

that while bicultural unaccompanied minors, from both positive and indifferent succession

experiences see themselves as having an ability to alter their behaviours to suit the cultural

environment, radical individuals see themselves as an amalgam of the two cultures, often

consciously selective of what aspects of the cultures they wish to include and omit in the

new culture.

These radical individual unaccompanied minors therefore see themselves as having a

culture that allows them to fit into both cultures. This is in contrast to the bicultural view

where the unaccompanied minors have knowledge of two cultures and can alter their

behaviours accordingly to fit into the cultural environment, with no new culture

created.

[5.1-61 Two-Way Communication

In the discussions on communication, most of the unaccompanied minors (eight of the

fourteen) reported that two-way communication existed between themselves and their

parents. 'I get along with my parents very welL They treat me like a grown up which is

good, since I know many of myfriends find their parents still treat them as f they are

thirteen. We are very mature about things, and Ifeel that we can ia/k about anything. I
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even tell my mother about my dates and we have open discussions on everything' said one

unaccompanied minor (F13UM1).

Another unaccompanied minor agreed, ' talk about many things. There are tunes when

they don 't understand where I am coming from, and sometimes they worry over stupid

things. That annoys me, but I suppose that they are just being parents. We may have

arguments, but at least we are communicating. I mean, we don 't argue all the time, but

we do argue. But that is not because they are my parents. I argue when we have a big

d?fference in ideas'.

There were a few cases (two out of fourteen) where the unaccompanied minors feel that

communication did not exist. 'I have some problems getting along with my mother. She

was picking on me all the time, and whenever my brother got into an argument with me

or my sister, we always had to let my brother have his way because he is the son, and my

mother would always be on his side. In the last few years, I think my mother has learnt

to appreciate me for who lain, but 1 still don 't talk about many things to my parents. I

don 'tfeel close enough to them to do that' (F I 2UM2).

Another unaccompanied minor (F1OUMi) also reported a lack of communication, but the

circumstances were slightly different. 'My family 's main problem is, 1 think that we do not

talk to each other enough, I mean, we don 't have any major problems, and we get along

very 'dell. But if something bothers us, we just keep quiet and bottle it up, to avoid

argument and conflict. Probably because we don '1 see each other very often'.
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The remaining four (out of fourteen) unaccompanied minors reported varying degrees of

communication with their parents. For example, some unaccompanied minors may talk

with their parents about the family business only, but not about anything they feel to be

personal or emotional.

'My parents and I get along well. We are quite formal with each other. There is always

a level of respect for them, and some distance... May be because I have been away from

home so long, I do not confide in my parents as much as my close friends. 1 have learnt

to solve my own problems. Therefore with my parents, we do not talk about personal

problems. But 1 do discuss business with my father. I am comfortable with that, because

it does, I mean, it is not personal. I don '1 know, I love my parents but Ifeel distant from

my parents in some ways' explained one unaccompanied minor (F9UM1).

Others, on the other hand may avoid talking to their parents about business altogether. 'I

would not deliberately talk about business with my parents. But say over dinner, a

business related topic pops up, then I might comment. I mean. I haven 't seen my parents

much over the years. There are plenty of things to talk about other than business. Besides

I think they prefer talking to me as their son than some business executive working in the

business' said another unaccompanied minor (Fl7tJrvfl).

Five of the eleven parents agreed that there was two-way communication between

themselves and their children. As one parent (F 1 7P 1) said, 'I usually ask what they (the

children) have been up to. I try to find out what is going on with them. I don 't have

specific topic to talk to them about. I try and answer their questions and try to spend
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more time with theni'.

Another father (F9P1) have similar experiences. 'We just talk. We do not try to think

about aiy subject. We discuss their lives, our lives, how they are, you know, how families

talk about thmgs..., I mean, sometimes we talk business. But not deliberately. I am

usually talking to my wfe about these things, and the children are there to listen in. Now,

my son joins in the discussion, because he is in this field of business'.

Five of the remaining parents, shared slightly different ideas. These parents avoided

talking business with their children, and wanted to focus on other issues. 'I usually talk

to them about their work, and ask how they are doing in general. We just talk, and I think

that it is important. It is not the topic. Ifyou can talk to your children, they will bring up

the topics, and that is important, because these topics are the ones that bother them, and

listening to them would be important. Business is not a topic that has come up, because

there are other things that concern them' said a father of three unaccompanied minors

(FL 2P 1).

Another parent (F2 1 P1) explained the reasons for avoiding business topics, 'We don 't get

much chance to talk, they have been aiay for so long. When we talk, I don '1 think

business should be discussed. There is time for that. 1 wa/it to know my children better,

that is more important to me'

Finally, there was one father of two unaccompanied minors (F1P1) who admitted that he

avoids talking to his children except on a business level. He explained, 'There really isn '1
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much to talk about. I ask them about their education, but I am the father, the response

is bound to be OK My children are not close to me that way When it come c to hu sine cs

though, we discuss many issues. I leave my wife to talk to them about other things. It

seems to work much better that way. They are more comfortable talking to her than me'.

This is the only parent who holds this view with regard to the existence of two-way

communication.

Again, for these mixed succession experience family businesses, the responses on the issue

of the existence of two-way communication are mixed. While there is a majority (eight out

of fourteen) agreement that two-way communication existed between the generations,

according to the unaccompanied minors, there were slightly more complex responses from

the parents

Some parents agreed with the majority of the unaccompanied minors from these families,

that there existed two-way communication between themselves and their unaccompanied

minor children. However, they are not a majority, and just as many parents responded that

while they agreed on the existence of two-way communication between themselves and

their unaccompanied minor children, they intentionally avoid the topic of business in these

communications. Their reasoning behind this was that the parents wanted to spend more

time with the unaccompanied minors, and know them better on a personal level, since they

feel the unaccompanied minors' period of absence abroad have left the parents unfamiliar

with their own children.
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15.1-71 Willingness to Return

Regardless of whether the unaccompanied minor is willing to return to the family business

or not, one thing is common among the mixed succession experience group of family

businesses, and that is, all fourteen of the unaccompanied minors see themselves as strong-

minded and independent. They dislike being told what to do, and are determined to make

decisions for themselves.

As one unaccompanied minor (FIUM1) said, 'I am very head-strong. Stubborn some

people think I know what I want, and I know how I get it. I have learnt to deal with

things myself and 1 know my abilities. Nothing annoys me more than having someone

looking over my shoulder and telling me what to do'.

Therefore, it is not surprising to find that when we discussed their willingness to return

to the business, the unaccompanied minors knew exactly what they wanted to do, and

there were no cases where the unaccompanied minor was indifferent about what he or she

wanted to do with his or her career.

Eight of the fourteen unaccompanied minors preferred to live and work in a western

society. It is important to note that this is a preference, and some of these unaccompanied

minors do not actually live or work in a western society.

As one unaccompanied minor who works in his family business (F17UM1) explained, 'I

am happy in either environments. But 1 prefer the living and working in a western

environment. I don 't know. It just seems less chaotic, and more pleasant in terms of
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environment and freedom. But I am not doing it because my family and everything is in

Hong Kong'.

It appears that although many of these unaccompanied minors prefer a western

environment, their feelings of obligation to the family and/or their family businesses

may have made them return to Hong Kong. Indeed, five of the fourteen

unaccompanied minors did feel the obligation to return to the family business. This is an

important point because it relates back to the discusson on overseas Chinese culture and

its emphasis on the importance of the family. Clearly this is still strong in the minds of

these five unaccompanied minors.

On the other hand, while some unaccompanied minors may feel the obligation to return

to the family business, there are (six out of fourteen) unaccompanied minors who

described the need to pursue their own careers outside the family businesses at some stage

of their careers. These unaccompanied minors may still return to their family businesses

initially, but they have a desire to pursue their own careers at a later date

'It is Interesting, the business. 1 am pretty undecided. I enjoy the garments side, but I

wish we could do something a bit more up-marketed May be 1 will start my own business

one day, and have aim at the top end of the garments industiy' said a daughter

(F2OUMI) and successor to a family business that spans the construction and garments

industry.

As for the parents, ten of the eleven parents agreed that their children were strong-minded
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and independent 'Over the years, they('my children) have definitely become more

independent. They are very decisive and determined and more confident about things'

said the father (F7P1) of two unaccompanied minors

'They (the children) are now more mature in their thinking. They are more outgoing and

confident. That also means they listen to us less. Which is a problem sometimes. They are

also more able to take care of themselves' said another parent (F22P 1).

While most parents wanted their children to return to the family business, five of the

eleven parents felt that the children should have an obligation to return to the family

business. As one parent (F 1 3P 1) explained, 'Yes, it would be nice if the business can be

passed down the generations...' He went on to discuss how he would feel if his chosen

successor refused to take over. 'It is my opinion that, the responsibility should always be

with the family. I think my children would think the same way. If and when the situation

arises, the family's interest must come before their own'.

Having said that, it is worth noting that none of these parents forced any of their

unaccompanied minor children to return to the family businesses. As the same father

(F 1 3P 1) said, 'In the end, it is ultimately their choice. If they get a good career, that is

probably the main thing. It will be disappointing if they don 'tfeel responsible for the

family business..., It is better not to have a successor than to force them back andfind

that they are miserable and refuse to give any effort'.

It appears that unaccompanied minors in this group of family businesses tend to be more
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strong-minded and determined than both the positive and negative succession experience

family businesses. Further, there are clear indications of possible conflicts of opinions

between the parents, who wish their children to return with some expecting an obligation

to return, and the unaccompanied minors, many of whom wish to pursue or launch their

own business at some stage.

There does not seem to be any major problems when we look at the willingness to return

of unaccompanied minors and the succession experienced. There were no parents who

forced their children to return, and indeed all of them agreed that in the end, if the

successor is unwilling to return, there is not much they can do, except be disappointed.

15.1-8] The Need for Control

Four out of fourteen unaccompanied minors talked about their parents' need to stay in

control of the family businesses, even after the handover of the businesses to the

successors. Among those from mixed succession experience family businesses, one

unaccompanied minor expressed frustration as a result.

This unaccompanied minor (F7UM1) said, 'He (My father) likes to be in control. He

needs to know what 's going on around him. He is a good leader, and can coordinate

everyone. But I think he does not trust people enough, not even me. He needs the final

say...' He went on to complain, 'I just wished that I would get more power. At the

moment, I am always shadowing someone. I don 't get to call any shots. It is kind of

boring andfrustrating'.
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Much like the responses for positive and negative succession experiences, the need for

control by parents appeared in the responses from these family businesses. However, it

appears the frequency of appearance is lower for these mixed succession experience

families.

The lack of delegation is usually the resulting effect, and these four unaccompanied minors

view this as a lack of trust in them, by their parents. It is also worth noting that four out

of the fourteen (one overlap with the four who understood their parents' need to be in

control) unaccompanied minors themselves expressed a need to be in control of the family

businesses as successors.

Six of the eleven parents from the mixed succession experience family businesses

described the need to stay in control of the business. As one parent (F12PI) said, 'I can

delegate many tasks. However, there are some tasks that has to be done by yourself They

tend to be the more important ones...'

He went on to talk about his need for control within his own succession experiences. 'It

is dfflcult. It will certainly be strange f I am out of the business altogether. I probably

want to be the consultant to the business, and have some idea what my successor is

doing. Somehow, I want to have some say on what I have been doing and creating over

the past 30 years'. (F12P1)

While similar responses were found in the mixed succession experience family businesses

as in positive and negative succession family businesses, the overall picture is less clear
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Only just over half of the parents in this group described the need to stay in control of the

business, even after succession, and only four of the fourteen unaccompanied minors

expressed an understanding of their parents need to stay in control. None of these

responses are overwhelming majorities or clear indicators of what the family members of

this group of family businesses expect or wish for when it came to the need for control.

15.1-91 Succession Planning and Training

While many unaccompanied minors in this group reported that there was good

communication between themselves and their parents, there were very little signs of

succession planning among this group of family businesses. Indeed, eight out of fourteen

of the unaccompanied minors reported that succession planning did not exist in their

succession.

'No, there has been no succession planning. I think my dad is just taking things by the

day because there is so much uncertainly' said one unaccompanied minor (F3UM1).

Another unaccompanied minor (F 1 UM 1) agreed and explained, 'Succession planning is

really unheard of in Chinese businesses. But in reality, I think that parents have a good

idea of what they want. It is just discussions with kids are unusual, as parents feel uneasy

about it for some reason. May be they think that it is the parents' decision.... But

planning anything requires discussions with the people involved'.

While these unaccompanied minors agreed that there was little succession planning, they

agreed that their parents probably had some ideas of what is wanted of the unaccompanied

minors, but this is not necessarily known to the unaccompanied minors, since parents do
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not communicate these ideas across to them

There are other signs which indicate that the parents of the mixed succession experience

family businesses may have made subconscious plans in terms of succession of their family

businesses. Firstly, eight out of the eleven parents reported that at some stage, they

exerted influence over their children's academic choices and education. This, of course

would have implications on the career of the unaccompanied minors. Three out of

fourteen unaccompanied minors agreed that their parents influenced their education.

Secondly, the response that five out of eleven parents felt that the unaccompanied minors

should have an obligation to return to the family businesses, implies that the parents had

succession and their children as successors on their minds.

With regards to training, four out of eleven parents wanted their children to gain external

work experience prior to joining the family businesses. Parents (four out of eleven) also

reported that they tried to provide insight into the family businesses through casual

conversation about the business either in front of, or directly with their children.

Therefore, although there appears to be no tangible training programme made, the parents

do appear to believe in informal training or informal education of what their family

businesses are about.

15.21 Succession over Time

As mentioned in Chapter 2, most members of family businesses found it difficult to pin
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point an exact moment in time where succession actually took place This is partly because

succession takes place over an extended period of time (Davies 1968, Gouldner 1962,

Guest 1962, Longenecker and Schoen 1978). However, for the purpose of research and

analyses of data, it is important to have a point of reference in time, so as to be able to

make temporal sense of the data collected from the interviews After all, a family business

just handed over to a successor would face different challenges to a family business ten

years further down the line.

For the purpose of analyses in this research, the time reference point used would be when

the successor joins the business. This point in time is chosen because it is clearly

identifiable by all families interviewed, and is also a key milestone in the long process of

succession. Referring back to Table 4.1-1 (shown below), we can see in the last column,

the number of years the unaccompanied minors have been in the businesses. We can also

see that with the exception of family business 4 and 12, all the family businesses are going

through their first succession. The average number of years since the (first)

unaccompanied minor joined the business is 2.6 years, and the average age of the

businesses studied is 35.2 years old.
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Place	 Family	 UM.	 Sibling Sibling Parent	 Parent2	 Overall Age of Join

1	 2	 rating	 business yrs

HKG 1	 OK	 n/a	 n/a	 OK	 n/a	 OK	 32	 1

HKG	 2	 +ive	 n/a	 n/a	 +ive	 n/a	 +ive	 35	 8

HKG 3	 +ive	 nia	 n/a	 OK	 n/a	 OK	 21	 1

HKG	 4	 r-ive	 OK	 n/a	 -ive	 n/a	 -ive	 ')9	 2

HKG	 5	 +ive	 n/a	 n/a	 +ive	 n/a	 +ive	 15	 3

1-1KG	 6	 -ive	 n a	 n/a	 -lye	 n/a	 -ive	 10	 1

HKG	 7	 OK	 n/a	 n/a	 C) K	 n7a	 OK	 3	 1

HKG	 8	 -ive	 OK	 n/a	 -ive	 -ive	 -ive	 12

HKG 9	 Ok	 a a	 n/a	 OK	 n a	 OK	 28	 1

HKG 10	 OK	 na	 n/a	 +ive	 n/a	 OK	 25	 2

HKG	 11	 +ive	 +ive	 n/a	 +ive	 n/a	 +ive	 39	 8

HKG 12	 +ive	 OK	 OK	 +ive	 n/a	 OK	 60	 2

1-1KG 13	 OK	 na	 n/a	 OK	 n/a	 OK	 28	 2

TAL	 14	 +ive	 na	 n/a	 +ive	 n/a	 +ive	 55	 6

SIN	 15	 OK	 a a	 n/a	 -ive	 n/a	 -ive	 8	 1

HKG	 16	 -ive	 OK	 n/a	 OK	 n/a	 -ive	 22	 3

HKG	 17	 +ive	 OK	 n/a	 +ive	 n/a	 OK	 5	 3

HKG 18	 -ive	 n/a	 n/a	 OK	 n/a	 -ive	 22	 3

1-1KG	 19	 +ive	 n a	 n/a	 +ive	 n/a	 +jve	 40	 1

HKG 20	 +ive	 na	 n/a	 OK	 n/a	 OK	 15	 1

HKG 21	 +ive	 a a	 n/a	 OK	 n/a	 OK	 26	 5

HKG 22	 OK	 n a	 n/a	 OK	 n/a	 OK	 13	 1

HKG 23	 -ive	 n a	 n/a	 OK	 n/a	 -ive	 21	 3

THAI 24	 OK	 n/a	 n/a	 OK	 n/a	 OK	 34	 1

MAL 25	 OK	 n/a	 n/a	 +ive	 n/a	 OK	 32	 4

Table 4.1-I: Results of Interviews (Families)
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f 5.2-1] Succession Experiences of Sampled Family Businesses over Time:

Years	 1	 2	 3	 4	 5	 6	 7	 8

Frequency	 11	 4	 5	 1	 1	 1	 0	 2

Positive Succession Experience	 1	 0	 1	 0	 0	 1	 0	 2

OK	 7	 3	 1	 1	 1	 0	 0	 0

Negative Succession Experience 3	 1	 3	 0	 0	 0	 0	 0
Table 5.2-1: Distribution of the Number of Years into Succession in Sample

Table 5.2-1 shows a summary of the distribution of the number of years the

unaccompanied minors have joined their respective family businesses, the point of

reference in this research on succession. As discussed earlier, this is a research of a

particular phenomenon which is unique to this time period: the phenomenon of

unaccompanied minors, and the particular stage (succession) of development of the

overseas Chinese family businesses. It is therefore hardly surprising that there is a skew

in the representation, in that there are more family businesses where the unaccompanied

minors have just joined. This helps with the reliability of the data collected, because in the

interviews, we rely on the recollection of those involved in the family business succession,

and it is much easier for them to recall events which happened over the past couple of

years, than it is for them to remember something, say a decade ago.

It is not surprising that for both six years and eight years after the unaccompanied minors

have joined their family businesses, that the succession experiences reported were positive.

If the succession experiences were negative, it is likely (but not definitely) that the

succession would not have lasted that long, and the successor would have left the

business This is certainly an area that could be focussed on for further research

224



It is perhaps also not surprising, to find that few family businesses reported positive

succession expenences within the first two years, and that the mode here is on the mixed

succession experience category. The reasoning behind this is because succession is a

process that takes a long time to take place, and most family members interviewed

belonging to businesses where the successors joined within the last few years, felt that

they have not experienced enough of the succession to give a decision as to the experience

being positive or negative.

In effect, they are still taking notes of their experiences, and unable to make a choice, and

therefore feel indifferent as to their succession experiences. 'I think it is too early to say,

I mean, I haven 't been in the business for long. There are always good and bad, so only

time will tell I suppose' one unaccompanied minor and successor told me.

'Everything will take time to fall into place. If I thought the succession was going to be

bad, then I would not have let my son join. But you never know. It is dfjicult to know

until you spend extensive time with each other, just like with any form of relationship'

said a parent whose son and two daughters joined the family business two years ago.

Again, this is an area for thrther research
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15.2-21 Differences between Industries:

Place of	 Industry	 Age of	 Join	 Succession
Origin

	

	 Business Years Experience
_____________________________ ________ _______ (Range)

Hong Kong Garments Import and Export 	 32	 1	 OK, OK
Property Investments	 OK

Hong Kong Garments Manufacture 	 35	 8	 Positive,
Garments Retailing	 Positive

Positive

Hong Kong Restaurants 	 21	 1	 Positive,
Commodities Trading	 OK

OK

Hong Kong Stationary Wholesale 	 99	 2	 Negative,
Stock Brokerage	 OK,
Property Investments

	

	 Negative
_________ _______ Negative

Hong Kong Toys Manufacture	 35	 3	 Positive,
Handbag Manufacture 	 Positive
Garments Manufacture	 Positive

Hong Kong Stationary Manufacture 	 30	 1	 Negative,
Stationary Export 	 Negative

_______ Negative

Hong Kong Own Brand Jeans Manufacture 	 33	 1	 OK, OK,
Own Brand Garments export	 OK
Own Brand Garments wholesale

Hong Kong Wigs Manufacture and	 42	 1	 Negative,
Wholesale	 OK,
Handbag Manufacture and	 Negative,
Export	 Negative

_______ Negative

Hong Kong Garments Manufacture and 	 28	 1	 OK, OK
________ Export	 _____ OK

Hong Kong Garments Manufacture and 	 25	 2	 OK,
Export	 Positive,

OK

Hong Kong Cosmetics Wholesale	 39	 8	 Positive,
Cosmetics Retail	 Positive,
Beauty Salons	 Positive

Positive
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Place of	 Industry	 Age of	 Join	 Succession
Origin	 Business Years Experience
___________ _____________________________ ________ _______ (Range)

Hong Kong Garments Import and Export	 60	 2	 Positive,
Cookies Manufacture and Retail 	 OK, OK,
Garments Manufacture	 Positive

OK

Hong Kong Garments Manufacture and 	 28	 2	 OK, OK
________ Export	 OK

Taiwan	 Insurance	 55	 6	 Positive,
Soft Drinks Can Manufacture	 Positive

Positive

Singapore	 Stock Brokerage	 18	 1	 OK,
Negative

____________ _______________________________ _________ _______ Negative

Hong Kong Garments Manufacture 	 22	 3	 Negative,
OK, OK

____________ _______________________________ _________ _______ Negative

Hong Kong Construction	 55	 3	 Positive,
OK,
Positive
OK

Hong Kong Garments Manufacture	 22	 3	 Negative,
Fashion Retail	 OK

____________ _______________________________ _________ _______ Negative

Hong Kong Condiments and Food	 40	 1	 Positive,
Manufacture	 Positive

Positive

Hong Kong Garments Retail 	 15	 1	 Positive,
Interior Decorating Service 	 OK
Equity Investments	 OK
Property Investments

Hong Kong Garments Manufacture and	 26	 5	 Positive,
Export	 OK

OK

Hong Kong Shipping	 33	 1	 OK, OK
OK

Hong Kong Construction	 21	 3	 Negative,
OK

____________ _______________________________ _________ _______ Negative
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Place of	 Industry	 Age of	 Join	 Succession
Origin	 Business Years Experience

_________ _______ (Range)

Thailand	 Paper Manufacture	 34	 1	 OK, OK
OK

Malaysia	 Financial Consultants	 32	 4	 OK,
Stock Brokerage	 Positive

OK

Table 5.2-2: Industry Representation and Overall Succession Experiences

Table 5.2-2 shows the industry representation as well as the ratings of the successions

experienced, as given by the family members interviewed. The one listed in bold, is the

lowest rating within each family, which has been used as the overall rating for the family

businesses' succession experience rating. This allows us to see if there is any correlation

between the industry and the succession experienced.

Overall, there is no clear pattern as to which industries tend to be give more positive

succession experiences. In fact, there seems to be no linkages between the industries the

family business is in, and the succession experienced. Even looking at diversified

businesses versus those focussing within one industry, there appears to be no pattern

involved.
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Chapter 6: Discussion and Summary of Analyses

Now that we have examined all three groups of family business succession experiences

(positive, mixed and negative), we can now summarise the findings and compare it with

current literature on western family businesses. By making these comparisons, this

research will contribute by giving a better understanding to the current events happening

in the succession of overseas Chinese family businesses in Hong Kong.

[6.11 Implications of The Family Business Definition

The finding that overseas Chinese define their family businesses with an emphasis on the

family in contrast to the Western definition, where the emphasis is on the business is an

important finding. But in terms of succession experiences, it appears that it is the match

of the definition between the incumbent parent and the successor (child) that appears to

have an influence over the succession experienced. There is no evidence that a western

definition, or indeed any single definition of the term family business can have any impact

on the succession experienced.

We can see from the positive succession experience family businesses that it is

common to find similarities and in some cases, virtually identical definitions of the

term family business between the two generations. In contrast, for negative

succession experience family businesses, there are differences in the definition.

The differences in definitions usually result in different expectations as to how a family

business should be run and indeed how succession should take place. For example, we
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have seen that in negative succession experience family businesses, there were cases where

the unaccompanied minor defined the family business with the emphasis on the business

while the parent defined it in the traditional overseas Chinese way. an emphasis on the

family. This difference in definition can lead to problems on many issues. For examples,

a lack of trust of non-family members on the parent's part can possibly be viewed by the

unaccompanied minor as nepotism, and so on.

[6.21 Realisation of Generation and Culture Gaps

The different definitions given on the family business also reflect the existence of different

cultural outlook among those interviewed, since as we discussed earlier, the definition of

the term family business is culturally specific. The existence of cultural differences,

however, does not necessarily mean that negative succession experiences will occur.

Indeed, we found many instances among the positive succession experience family

businesses, where there were indeed reported cultural differences. The issue therefore is

the recognition of such cultural differences by family members, and a willingness to

confront and deal with these differences in culture that allow these family businesses

to have positive succession experiences. In negative succession experiences, we found

that there is more of an element of denial of such cultural gaps or differences.

In addition to cultural gaps among family members, differences may occur between the

parents and the unaccompanied minor successors attributable to generation gaps. The

incumbent parents grew up in very different times compared with their children

successors. Therefore, their life experiences, outlook and expectations may differ from

their children's. Again, while generation gaps were found to be a source of potential
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conflicts which could lead to negative succession experiences, it was the denial of

generation gaps that was found to be responsible for any conflicts arising. Positive

succession experience family businesses usually acknowledge or expect such

generation gaps to exist, and many view it as interesting, or challenging

[6.3J The Importance of Communication

All of the above indicate an underlying theme: the need to communicate to alleviate any

potential problems (for example, culture or generation gaps). Regardless of type (positive,

mixed or negative) of succession experienced by the family businesses, it seems that the

source of any conflicts in a succession in all cases occur when communication breaks

down. While expectations on many issues can differ among family members, positive

succession experience family businesses seem more able to communicate, and hence

bridge gaps or overcome problems, before it becomes damaging to the succession

experience.

By communicating their needs, expectations, worries, compliments and feelings, positive

succession experience family businesses are more able to perceive their succession

experience as a challenging task that can be overcome, and to avoid problems before they

get to a scale where emotions of family members might be hurt. The abilities to

communicate could also be interpreted as a form of training or succession planning, which

again could improve a succession experience.

The findings here regarding communication is consistent with family business literature,

which means that regardless of culture, communication is still a very important factor in

231



family businesses and their successions

[6.41 Unaccompanied Minors' Experiences Abroad

While it was found that communication was a major concern with regards to the type of

succession experienced, among the accompanied minors, there were also some interesting

findings. Unaccompanied minors who reported positive succession experiences show

traits, which could be defined as bicultural personality; Unaccompanied minors who

reported negative succession experiences show traits which could be defined as

banana personality; Finally, unaccompanied minors who reported mixed succession

experiences appear more likely to be radical individuals as described by than

unaccompanied minors from the other two groups (Chen and Yang 1986).

The bicultural personality, developed throughout an unaccompanied minor's time abroad

away from home, reflects the unaccompanied minor's ability to alternate his/her behaviour

according to the cultural and social environment. This implies that bicultural

unaccompanied minors are able to handle culture gaps more effectively. A bicultural

unaccompanied minor by definition, has simultaneous awareness of two cultures, and can

easily adapt his/her behaviour to become members of either culture.

In contrast, the banana personality, again developed during the unaccompanied minor's

time abroad and away from home, implies that the unaccompanied minor has been

assimilated or acculturated into the western culture. This results in a loss of their original

culture. These unaccompanied minors have either rejected their overseas Chinese culture

or have found changes in culture so traumatic that they are unwilling to deal with it. This
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means that these unaccompanied minors when faced with cultural gaps in succession

situations will be unable to adapt their behaviours to avoid problems. In fact, these kind

of unaccompanied minors seem to find succession a particularly difficult task, with many

cases reporting hostile relations between the incumbent/parent and the successor/child.

The different unaccompanied minor personalities and its effects on the succession

experienced is perhaps the most significant finding of this entire research. It is unfortunate

that there was not enough data on mixed succession experience unaccompanied minors

and radical individual personality to draw any meaningful conclusions. Perhaps this is an

area for further research, as will be discussed later on.

16.51 Succession Experiences versus Industry Type and Time

In looking at the industries of the family businesses interviewed, there is no indication that

any industry has a particular advantage in achieving positive succession experiences. The

only paftern that arose is the relatively higher representation of manufactunng industries,

which is not surprising, since this has traditionally been the strength of the economy in

Hong Kong, among firms started shortly after the Second World War.

All the family businesses interviewed in this research are from the same generation.

Therefore, their experiences are similar. The only time variable therefore would be the

time passed since the successor joined the family business.

Most positive succession experience family businesses are six to eight years on from the

day the unaccompanied minors joined the family businesses. This long period of time
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shown as the mode of positive succession experience family businesses in the sample,

combined with the earlier finding that the unaccompanied minors' experiences

abroad has an effect on the successor's personality and hence the succession

experience, support the literature's views that succession is a process that takes a

long time to take place (Longenecker and Schoen 1978 and Ket de Vnes 1993).

This finding like many stated above, can be used to draw contrasts with western literature,

and be used to generate theories and create models to allow for a better understanding of

the concept of overseas Chinese family businesses, and their successions. In the next

chapter, we will return to the models built from the western literature, and use our

findings to produce new models and contribute new knowledge to better the

understanding of unaccompanied minors in the overseas Chinese family business

succession.
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Business DefinitionsCulture

Chapter 7: Contributions and Implications for Theory

[7.11 Models for Family Business Successions

Returning to Diagram 1 7 (p 78) which was based on Western literature, we can now

insert our findings on the overseas Chinese family businesses in Hong Kong, and see how

these affect the model

Family Business Succession

Government
Pol cies

CEO	 Preparaflon & _..Plannlng	 Succession

Pealisalion Training of heirs	 & Control	 ie. appointment3 Handover
of new CEO

Expectations

Successor Self Perception
Education Background
Molive to loin

	

-Parents	

RoIes	
Children

Relations between & Among Family Business Members

Ditferen Perspectives
nsde 9jtside, FomilyBusiness

Communicat on	 Trust
	 Affabilrly

Human E ement

Diagram 1.7 Western Family Business Succession (c.f. p.78)
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Putting in the results from this research, we can modify Diagram 1.7 to incorporate the

issues found to exist in positive, negative and mixed succession experience overseas

Chinese family businesses Diagram 1. 7b below shows the modified diagram for Hong

Kong overseas Chinese family businesses, from positive succession experience family

businesses. The red fonts represent the alterations or additions made to the original

Western model based on literature.

Family Business Succession

CEO _-
Rei I isa tio n

•_PIanning ___ Succession	 Control
& Controi	 0 appDintment+ Handove

of new CEO

Expectations (cultural and generational
are matched

ie to JoEn -- (n

Overseas

	 V
Oh nese
CuIure

Differen Persoectives
	 /\

Inside Otsic1e, Family/Business

Communicat on
	 Trust
	

AffabIlIty

Human Element
	

1"

Diagram 1.7b: Positive Succession Experience andUnaccompanied Minors
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Pt

Diagram 1 .7b relates the findings back to the theories and models found in western

literature, but contributes the additional dimensions of culture, as a result of the

unaccompanied minors' experiences abroad. Similar diagrams can be created for negative

succession experience family businesses as shown in Diagrams 1 .7c. However, due to the

varied responses, it is not practical to create such a diagram for mixed succession

experience family businesses.

Family Business Succession

Government
Policies

Succession	 Control
I.e. appolntme	 Hondover
of new CEO

Overseas
Ch nese
Culture

Parent	

Roles

vv v
suppressed
cv Io

Pt
7'

)ifferen Perspectives
nside Oitside, Family/Business

Lackng in Human Eemerit

Diagram 1.7c: Negative Succession Experience andUnaccompanied Minors
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Western literature on family businesses and existing overseas Chinese family business

research fail to address the key to this research: How will unaccompanied minors affect

succession in the overseas Chinese family businesses? Of course, related to this key

question are numerous questions arising from the results of this research, for example,

why do some overseas Chinese family businesses find it easier to adapt to the succession?

Our findings and contributions to the original Western literature based model allow us to

incorporate the nature of the unaccompanied minors experience to existing theories on

succession. Further, the new models for succession in overseas Chinese family businesses,

also include factors that reflect the importance of family business members' attitudes,

which were previously neglected in family business succession literature.

Diagrams 1 .7b and 1.7c therefore, go beyond mere comparisons between positive and

negative succession experiences, which were done in the analysis chapter (Chapter 4). It

allows us to summarise all factors involved in the succession, as experienced by the

unaccompanied minors, and fit it into a model that relates it back to the family business

and succession literature. The diagrams allow us to clearly see answers to key research

questions and generate theories on the issues surrounding the succession of

unaccompanied minors in overseas Chinese family businesses in Hong Kong. These

propositions can then be tested by conducting further studies

[7.2J Implications for Theory

The major contribution of this research is the exploration of unaccompanied minors in

the succession of overseas Chinese family businesses While we have illustrated in our

literature review chapter that there has been research on unaccompanied minors,
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succession, family businesses, and even overseas Chinese family businesses, the

combination of all these factors, as research is new

Existing literature on unaccompanied minors have focussed on the personalities and social

behaviours, but there has been no research on the unaccompanied minors in family

businesses or in family business successions. Personalities and social behaviours will affect

family business successions and family relations, as these factors will manifest themselves

during human interaction, between the parent and the child and/or successor. Therefore,

it is only logical to link the research on unaccompanied minors and family business

succession, since the overseas Chinese family businesses are experiencing a period of

succession with unaccompanied minors as successors. This research is a new area not just

for studies on overseas Chinese, but also for studies on family businesses and succession.

The uniqueness of this research lies in the fact that the concept of unaccompanied minors

is unique to the current time frame for the overseas Chinese.This research aims to

contribute to existing research and literature by studying in depth a group of

unaccompanied minors from Hong Kong, who are successors to their respective

overseas Chinese family businesses. This research has therefore specific implications for

the theory of the overseas Chinese family businesses, cultural differences within the

overseas Chinese family and family business, intergenerational differences in family

businesses, and ultimately unaccompanied minors in successions. Therefore, this research

is a combination of family business succession research and unaccompanied minor

research, within a particular group: the overseas Chinese in Hong Kong
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Some of the findings in this research also appear to be counter-intuitive, to those who

have studied existing literature on the overseas Chinese, family businesses and

successions, and also for those who have studied unaccompanied minors. For example,

a successor who refuses to return, does not necessarily experience a negative succession

experience when he she does return against their will. Logically, one would expect that

if a child is forced to become a successor against his/her will, the succession process may

be more difficult, as less effort or perhaps more resistance is applied by the successor in

the process. However, the findings of this research do not support this, and that it is

possible for family business succession experiences to be positive in these circumstances.

These counter-intuitive findings allow us to show the unique and different circumstances

faced by the overseas Chinese family businesses, and further support this research's

finding that existing literature on family businesses and succession, cannot be directly

translated to the overseas Chinese context.

Apart from the uniqueness and the counter-intuitive findings contributed by this study, the

implications of this study for overseas Chinese family businesses are associated with

findings concerning the definition of the term family business and hence the perspective

taken when conducting research on family businesses. In existing literature and earlier

studies on family businesses, the focus of defining a family business has been on the

business, with the family on the periphery. This is mainly due to the fact that much of the

family business research was conducted in the United States and in cultures where such

a definition for the term family business applies. As a result, when research was conducted

on overseas Chinese family businesses, the same business-focussed family business

definition was assumed. However, as we have shown in this research, family business
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definitions are culture specific, and therefore, the definition based mainly on U S. culture,

is unlikely to apply to the overseas Chinese This research has reinforced this view by

showing and defining the overseas Chinese family business in terms of the family with the

business on the periphery, which is consistent with the overseas Chinese culture.

The importance of this finding is that there is a new definition for the overseas Chinese

family businesses, and it focuses on the family with the business on the periphery This

implies that the entire approach in studying overseas Chinese family businesses must start

from this definition. On a more general note, the new definition for the overseas Chinese

family business, was found based on our finding that the definition of family businesses

tended to be cultural specific. This has implications on how future studies on family

businesses should be conducted in different cultures.

The implications of this study in explaining cultural differences within the overseas

Chinese family businesses, can be found in the relationships between the unaccompanied

minors and their parents. It was found that the western influences to the cultural makeup

of the unaccompanied minors directly affect the relationships between the parents and the

unaccompanied minors. This is a completely new area in family business research, as

unaccompanied minor successors in family businesses is a unique concept yet to be

explored. Thus, there is no existing family business succession literature to reference. It

was identified and proposed as theory, by the findings of this research, that the recognition

of the existence of cultural differences between the unaccompanied minorsuccessors and

the parents is key to avoiding conflict.
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Existing research has tended to focus on family businesses from single cultures (Fenn

1994, Frishkoff 1994, Schiff Estess 1996!, II, III, Nelton 1994, etc.), without different

cultures existing among members of the family business. This research has contributed to

existing studies, by indicating the importance of cultural influences in family business

successions. In essence, this research has shown how the Hong Kong overseas Chinese

culture will react to a western influence, brought in at the level of the child successor or

the unaccompanied minor.

The implications of this study for intergenerational relationships within overseas

Chinese family businesses are associated with the findings that generation gaps and

differences between the parents' generation and the successors' generation are almost

inevitable, but it need not be a strain on the family relationship. It is possible to have a

generation gaps existing within the family and indeed family business context, without

causing any negative effects that would affect the family members' relations and

succession, as long as the generational differences are perceived as an interesting

challenge, or perceived as a positive. Existing literature focussing on intergenerational

relationships within western family business successions, for example, Handler (1989),

also show similar results.

Finally, and perhaps most importantly, this research's contribution to the theory of

unaccompanied minors in succession lies in the interesting pattern that bicultural

unaccompanied minors, as identified by Chen and Yang (1986), tend to have on positive

succession experiences. It appears that the opposite is also true, that 'banana'

unaccompanied minor personality types (Chen and Yang 1986), tend to have negative
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succession experiences. More specifically, bicultural unaccompanied minor successors are

more able, through their personality traits, to create a good working and social

relationship with the parents that allow the succession experiences to be positive for all

involved In other words, we can propose that bicultural unaccompanied minor successors

contribute towards positive succession experiences, and 'banana' unaccompanied minor

successors contribute towards negative succession experiences.

17.31 Answering the Research Question

In this section, we return to the main research question raised in Section [2.5] and using

the findings, analyses and contributions, we attempt to answer the question: why some

unaccompanied minors from Hong Kong, experience more positive succession

experiences, in their family businesses than others?

From the analyses, and as stated above, we know that positive succession experience

family businesses possess certain characteristics. The family members are better

communicators, and that any cultural differences that arise are perceived as interesting and

challenging. Also, there exists a level of expectation for the existence of generation gaps

between the parents and the children successors.

Bicultural unaccompanied minors were found to possess certain characteristics which

assist them in achieving a positive succession experience as perceived by themselves and

their parents Bicultural unaccompanied minors have the ability to adapt to different

cultural contexts to fit into their immediate environment. This ability appears to include

better communication skills, and in general, a talent in dealing with differences without
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causing conflicts Parents from positive succession experiences often described that their

relationships with their children evolved during the succession. The successor child

becomes more of a friend or moves into a more equitable relationship than the hierarchical

relationship of the traditional Chinese parent and child relationship.

The ability of bicultural unaccompanied minors in determining the fate of their succession

experiences therefore lie in their abilities to influence the succession process, through the

use of communication skills and human relations skills, within the family and family

business context. This ability to influence supports one of Handler's (1989) findings from

her research on the succession experiences of a group of family business successors.

For those negative succession experience family businesses, such abilities simply do not

exist, and in fact, for those unaccompanied minors, they appear to possess the 'banana'

personality which aggravates the problems, as the culture gap between the two

generations appear to be beyond compromise.

We can therefore conclude that unaccompanied minors do have an impact on the

succession experiences in overseas Chinese family businesses. This research has found that

the inclusion of unaccompanied minors has added the possibility of differences in cultural

makeup between the incumbents and the successors to the succession process, but it need

not lead to negative succession experiences. It was found that the successor's ability to

handle different cultures to be an important factor in determining the succession

experienced. In addition, two-way communication was also found to be an important

contributor to a positive succession experience.
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The new model developed for the succession experiences of these overseas Chinese family

businesses allow us to summarise the following propositions which contribute to the

overall theory of succession in overseas Chinese family businesses

Proposition 1. 	 An overseas Chinese family business is defined as an overseas

Chinese family who owns majority ownership in and have control over managerial

decisions in the business.

Proposition 2:	 In an overseas Chinese family business succession, the recognition

of the existence of cultural differences between the unaccompanied minor successors and

the parents is key to avoiding conflict.

Proposition 3:	 Generation gaps between the parent and the child successor need

not lead to negative succession experiences.

Proposition 4:	 The ability to conduct two-way communication effectively is

important in achieving positive succession experiences

Proposition 5.	 Bicultural unaccompanied minor successors in overseas Chinese

family businesses, are more likely to undergo positive succession experiences.

Proposition 6	 'Banana' type unaccompanied minor successors in overseas

Chinese family businesses are more likely to undergo negative succession experiences
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Proposition 7:	 There is little correlation between a successor's willingness to

return, and achieving positive succession experience, in an overseas Chinese family

business succession.

17.41 Other Overseas Chinese Family Business Successions

This research's data and findings were based in one geographical location: Hong Kong.

From the propositions developed from the findings listed above, we can test them against

a few examples of overseas Chinese family businesses not from Hong Kong, but from

other overseas Chinese communities around the Pacific Rim. These overseas Chinese

cultures around the Pacific Rim, while not identical, do originate from Chinese culture,

and are in many ways similar, as pointed out by Redding (1993).

In the next chapter, the data collected from four different overseas Chinese family

businesses located in four different Pacific Rim countries are studied, based on the findings

of this research, and the propositions generated.
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Chapter 8: Overseas Chinese Family Businesses in the Pacific Rim

The results from this research serve as the beginning of an entirely new area in overseas

Chinese family business research, and indeed in cross-cultural family business succession

research. Clearly, the concept of unaccompanied minors are not necessarily limited to the

overseas Chinese in Hong Kong, and indeed, to any ethnic group. The entire idea of

having a family business (child) successor having experienced a different culture to the

incumbent leader of the family business (parent) will exist among many cultural and ethnic

groups, and some of the problems identified in this research may be shared by many of

these family businesses.

This research focuses on the overseas Chinese in Hong Kong, and is an exploratory

research which aims to generate theory and propositions for further research. In order to

test the theory and propositions generated for robustness, I have interviewed four

overseas Chinese family businesses, who were not from Hong Kong. These four family

businesses while not sufficient to make any conclusive findings, would provide us with

some insight into possible areas for further research, while also serving as interesting

compansons

18.11 Results from other Pacific Rim Countries

There were four family businesses interviewed who were not from Hong Kong. These

overseas Chinese family businesses are based in Taiwan, Singapore, Thailand and Malaysia

respectively. Clearly, these countries provide quite different environments for the overseas

Chinese communities there, due to different local cultures, different government policies

and so on. For example, while Taiwan like Hong Kong has an ethnic Chinese majority, the
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Chinese in Malaysia and Thailand are minorities Therefore, do the propositions generated

in the previous chapter, still hold in these different communities9

j8.1-1] Example from Taiwan

Taiwan, with its majority population being ethnic Chinese, have similarities with Hong

Kong in that the population has a Chinese majority.

The family (F 14) is a very large and successful business that has its roots in the insurance

industry, where the family's business is one of the largest in the country. The father of the

family started his own business, which involves supplying tin cans to major international

soft drinks manufacturers, while retaining close ties to the core family business of the

insurance industry. The family has one son who is also the successor to the tin can

manufacturing business. The succession experience was reported to be positive.

The unaccompanied minor and successor defined a family business as 'A family business

exists because a family decides to start a business and work together. It is an asset of the

family, kind of like family tradition, passed to generations.' (Fl 4UM 1). We can see that

this definition has an emphasis on the family. The family is of higher importance than the

business.

The father gave an interesting definition too. 'A family business exist when family goes

in enterprise together. It becomes the means offa,nily generating an income, and ako

an asset to give to sons and daughters.' (F I 4P 1). Here again, we see the family business

defined as a family in enterprise The concerns are with the family, with little mention of
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the actual interest of the business

Referring back to Proposition 1, where we came up with a new definition for the

overseas Chinese family business, based on our findings in Hong Kong, these definitions

appear to be consistent with our findings among Hong Kong positive succession

experience family businesses, and supports Proposition 1. We also see that both the

incumbent parent, and the successor agree to similar definitions of the term family

business, which again is consistent with our findings among positive succession experience

family businesses in Hong Kong.

Other findings from this case are also consistent with our findings from the positive

succession experience family businesses in Hong Kong. Firstly, the unaccompanied minor

successor in this family business fit the description of a bicultural personality. He displayed

the ability to alternate his behaviours to fit into the cultural environment, without any loss

of his own cultural makeup. This supports Proposition 5 generated from the Hong Kong

findings.

Secondly, both family members were keen on communicating, and viewed any differences,

either due to generation gaps and cultural gaps as interesting, and in a positive light. The

acknowledgement of the existence of generation gaps and cultural gaps, also allowed the

family members to anticipate any problems which may arise This supports Proposition

2 and Proposition 3 from the Hong Kong findings

Finally, while the unaccompanied minor in this family was forced to return, the succession

249



experience was still deemed to be positive This supports Proposition 7 from our findings

among Hong Kong family businesses that willingness to return to the family business on

the part of the unaccompanied minor, does not necessarily mean a positive succession

experience, or the converse. Those unaccompanied minors forced to return to the family

business against their wishes do not necessarily suffer from negative succession

experiences.

18.1-21 Example from Singapore

Much like Taiwan and Hong Kong, ethnic Chinese are the majority in the population in

Singapore. The difference here is that while Taiwanese and Hong Kong people view

themselves as Chinese, Singaporeans, in the technical sense has never been part of China,

and have their own national identities. Nevertheless, from the perspective of overseas

Chinese family businesses, we would expect that they would not have to encounter some

of the limitations and problems which may occur from being a minority in a host

environment.

The family business (family 15) is a stockbroking firm in Singapore, with approximately

40 employees. The successor is the only child, and was educated in the United Kingdom

initially, and then in the United States, before returning to the family business The

succession experience was reported to be negative.

The unaccompanied minor successor (F 1 5UM1) defined a family business as, 'A business

entity which is managed and owned by at least one member of the family, and is usually

passed down the generations'. While his father (F15P1) defined a family business as, 'A
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business which operates in the best interests of the family'

From these definitions, we can see that while the successor's definition has a focus on the

business: a business entity, the father's definition is clearly focussed on the interest of the

family being above the interest of the family. The difference in definitions as we have seen

in our Hong Kong samples, is a sign that possible conflicts may arise, which may affect

the succession experience. Nevertheless, we can still find support for Proposition 1 in

these definitions.

Drawing from the findings of negative succession experience family businesses in Hong

Kong, we find similarities with this Singaporean Chinese family business who reported a

negative succession experience. In this family business, the parent did not feel a need for

communication. When asked about the contact and topics of conversation he has with his

son, the parent replied, 'I see him 2, 3 times a year. Whenever he has holidays. We talk

nothing in particular. We don 't talk a lot. It 'sjust nice to see him.' (F I 5P 1). When asked

about communication with regards to the family business, the father replied, 'Not really,

we don 't talk business much. I know what needs to be done, and he knois s what he needs

todo'. (FI5PI)

The successor too did not see communication as important socially, but expressed more

of a need to communicate in business. 'We talk, but my father tends to see things quite

differently from me. We never really see eye to eye. So I avoid talking, 'cos we will end

up arguing. But in business if I agree with eveiything my father says, then there is no

discussion, and I would be ayes-man, and not a very good successor' (F I 5UM 1).
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This lack of two-way communication resulting in confrontations and a deterioration of the

succession experience is consistent with our findings among negative succession

experience family businesses.

For this family, the unaccompanied minor reported the existence of a culture gap and a

generation gap between himself and his parents While the father acknowledged the

possibility of the existence of a generation gap, while not reporting the existence of any

culture gap between himself and his successor son.

'There is bound to be ('generation gaps). My parents are not too bad.' replied the

successor (F15UM1), when asked whether he feels that there is a generation gap between

himself and his parents. When asked about the existence of culture gaps, he responded,

'There is, a bit. They are less westernised, kind ofpredicted'. (Fl 5UM 1).

In contrast, the father's responses on these issues were, 'We have a reasonable

relationship, but young people these days are difficult. My son and I do have some

disagreements in business. I wish he had a bit more respect for my experience. The young

generation have that problem often... He (the successor,) is also more westernised than

I am, but I think he is no dfferent to my culture. I definitely don 't think that you can say

there is a culture gap' (F 1 5P 1).

These comments on the effects of culture on succession supports Proposition 2 generated

from the findings from Hong Kong
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The unaccompanied minor successor in this family business appear to be bicultural in some

of his responses, but banana in his other responses For example, when asked about the

environment in which he wishes to live and pursue a career, he replied, 'I can adapt to

either environments'. This response implies the ability to adapt to both cultural

environments, a bicultural trait. However, when asked about his ethnic and cultural

identity, he replied, 'I am Singaporean, westernised in culture. Not very Chinese in

culture. Singaporean Chinese la'. (F I 5UM 1). The clear denial of the existence of Chinese

culture in his cultural makeup reflects a banana personality. In my view, this

unaccompanied minor seems to be culturally confused as described by Ng (1995) which

usually results in a banana personality (Chen and Yang 1986). The fact that this

unaccompanied minor has a banana type personality supports Proposition 6.

Finally, this unaccompanied minor volunteered to return to the family business, and

reported his own succession experience to date as mixed. This is unusual, and counter-

intuitive for me, because one would expect a volunteer successor to have a great

likelihood of enjoying a positive succession experience, as his expectations and aspirations

will be realised. However, the parent reported the succession experience as negative,

stating that his son as arrogant. We is still young, and needs to learn from my experience,

but he is too arrogant to do so sometimes... He should be more humble I think'

complained the father (FI5PI). Perhaps it is the lack of communication here, that has led

to a misunderstanding that the successor's own initiatives are interpreted as arrogance or

acts that are too bold by the father In any case, the case that the successor volunteered

to return and not undergo a positive succession experience, appears to support

Proposition 7
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18.1-31 Example from Thailand

Thailand is different from Hong Kong, Taiwan and Singapore in terms of the Chinese

representation in the population. The Chinese are a minority in Thailand, much like the

case in Malaysia, and many other Pacific Rim countries. Being a minority in a host country

may have implications on overseas Chinese family business behaviours, because

historically, many of these host countries have implemented hostile policies against the

local ethnic Chinese, and in more extreme cases, persecuted the local ethnic Chinese.

Thailand however, is not such a case, since the state religion of Buddhism preaches a

pacifistic lifestyle, and to live with all living things in harmony.

The family business sampled here like many Thai-Chinese, have adopted Thai names to

blend into the local culture. The family is a third generation Chinese family in Thailand,

but the family business was only formed in the 1960's. The industry is paper

manufacturing, and there are three children in the family. The oldest child, a daughter and

an unaccompanied minor is the successor to the family business. The family business

succession experience was rated as mixed by the members of this family.

In defining the term family business, the overlap in definition occurs at the level of family

ownership. The successor defined the family business as 'A family owned business'

(F24UM1). While the parent defined the family business as 'A family owned and

controlled enterprise, whose purpose is to provide for the family' (F24P 1). There appears

to be less of an emphasis on the needs of the family over the business needs in the

successor's definition when compared with the parent's definition, but the overlap of

family ownership implies that there is common ground, and that it is possible that the need

254



for family ownership is for the purpose of providing for the family's needs, as reflected

in the successor s response when probed further about the reasons behind the need for

family ownership. 'The family must have the final deci.sion, 'cos the objective is to

provide for the family' (F24UM1). The common ground that the objective of the family

business is to provide for the family, probably contributed to prevent this family's

succession experience from being negative. Nevertheless, the emphasis on the needs of the

family over the business in the definitions and explanations serve to support Proposition

1.

Both the father and the daughter successor reported that adequate communication occurs.

The successor reported, 'I talk to my parents. I mean initially, 1 didn 't want to join the

family business, so they let me work in a bank They listened to me, that is more

important. We don 't talk about personal things, but when we need to, we can talk about

problems'. (F24UM1).

When asked about communication with his children and successor daughter, the father

replied, 'My daughter likes talking about shopping andfood. I don 't like talking business

with them unless necessary. My son don 't talk about much to me. I always try to listen

to them more than talk to them. Parents these days are more easy on their kids than when

1 was a child' (F24P1). While communication appear to exist between the generations,

it seems that it does not take place often between the father and the daughter successor.

In terms of generation and culture gaps, the successor reported the existence of generation

gaps, but not culture gaps 'I think that there is certainly a difference in the way we think.
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My parents are more conservative in their thinking. They think that everyone is bad, and

everyone is out there to take advantage of them' said the successor (F24UMI), when

asked about generation gaps, but on culture gaps with her parents, she replied, 'I am

aware of Thai traditions and Chinese traditions and the expected social behaviours. I am

also aware of the western traditions and social behaviours. So not really, I don 'I think

there is culture gap with my parents, because I know what they expect, and how they

think'.

For the father, he reported both the existence of a generation and a culture gap, but did

not feel that they were very significant. 'Every generation will have their own views, so

yes, there is bound to be some generation gap. I don 't think my children are too bad

though......I suppose so (there is a culture gap). They (the children,) are more

westernised, but I don 't think that they are completely westernised' (F24P 1).

The statements given both by the parents and the successor in this case, regarding

generation gaps, support Proposition 3.

The unaccompanied minor successor as we can see in her description of her own cultural

makeup, would fit the description of a bicultural personality While volunteering to return

to her home country of Thailand, initially, the unaccompanied minor did not wish to join

the family business, and worked in a bank. Afier one year, she joined the family business

under the request of her parents.
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18.1-41 Example from Malaysia

This is perhaps the most interesting example, and provides the biggest contrast to the

other family businesses interviewed in this research. In Malaysia, the Chinese are a small

minority (5.29m in 1995 or approximately 25.6° o of population according to the

Malaysian Government), but control a disproportionally large part of the economy.

Historically, the Malaysian government implemented many schemes to curb Chinese

influence in the economy, and there is a small history of racial violence against the Chinese

in some parts of Malaysia. Thus, the overseas Chinese in Malaysia would exercise certain

behaviours, for example, stronger secrecy, closer ties with families and clans, and he less

ostentatious with their wealth, when compared with their neighbouring overseas Chinese

communities where the ethnic Chinese are not subject to hostile local regimes. The

implications of this on theory will become clear as we study this case in more detail.

The family interviewed (Family 25), were early Chinese migrants to Malaysia from

Hokkien in China. The family brought some money from China, and bought much land

when they arrived in Malaysia The land bought has over the years been sold or developed

to what we now know as the downtown of Kuala Lumpur. The family business was

initially in Chinese wine manufacturing, but the current generation have their own

stockbroking business. The succession experienced was rated to be mixed. The successor

has since left the family business in terms of management. Professional managers now

manage the business with ownership retained in the family.

The definitions of the term family business were almost identical between the father and

the daughter successor. 'A family business is afannly owned and controlled business'
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said the successor (F25UMI). The father's definition was, 'Family businesses are family

owned and maiiaged enterprises' (F25P1). These definitions stress the importance of

family ownership and control over the business. It implies that the needs of the family is

a high priority, which is consistent with the findings of this research from the Hong Kong

sample. These definitions clearly supports Proposition 1. Further, this succession

experience was rated as mixed, yet the match in the family business definition was almost

perfect. Perhaps it is the constant vigilence of these overseas Chinese against their hostile

host governments, that has resulted in a stronger instillation of overseas Chinese culture

to younger generations, which means a stronger emphasis on the importance of the family

over all else.

With regards to communication, both the parent and the successor described good social

communications, but did not like to communicate when it came to business matters. 'My

parents usually ask about what 's happening in my life. We never ia/k about business' said

the daughter (F25UM1). The father agreed, 'It (Busines.) is not something I like to talk

to them (the children) about. We have so much more to talk about. Of course, if they

wanted to talk, and raise the topic, then I tell them' (F25P 1).

The existence of communication, but not at a business level, reflects a lack of two-way

communication on issues such as business succession. This would mean that the two

generations may not understand each other's expectations, which is important in achieving

of a positive succession experience, as we have illustrated in our model from the Hong

Kong research. The lack of communication would also contribute to a higher probability

of the existence of generation and culture gaps, which again is confirmed in the interview
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data from this family.

The unaccompanied minor successor reported that there is both a generation and a culture

gap with her parents. 'I think there is bound to be a generation gap. Because I know how

they (the parents) think, it doesii '1 pose problems for us' said the successor when asked

about the generation gap with her parents. On culture gaps, she replied, I think that in

some ways there is (a culture gap), especially with my mother. I do,, 't think that is very

significant 'cos we kind of expect that we see things differently' (F25UMI). This response

supports Proposition 2 that culture plays an important role in family business successions.

The father on the other hand did not report any significant existence of a generation gap

nor a culture gap. 'Sometimes, but rarely, cos I am quite easy going. I expect my kids will

see things differently to myself so it is not real problem' explained the father on the topic

of generation gaps. With regards to culture gaps, he explained, 'Not really (there is no

culture gap,), although my daughters may be westernised, they still are quite good... hcn'e

good understanding of Chinese thoughts, while I have understanding of western culture.'

(F25P1).

It seems that the successor's understanding, and indeed the father's expectation that there

may be differences in opinion, regardless of reason, allowed these family members to get

along without having to feel the effects of generation gaps or culture gaps This supports

Proposition 3 which was generated from the Hong Kong findings. This understanding and

expectation often results in positive succession experiences based on our Hong Kong

findings, but this family business was rated as a mixed succession experience. There must
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therefore be other factors that affected the succession experiences. Based on our Hong

Kong findings, the only factor left in our model that could explain for this would be the

personality of the unaccompanied minor.

The unaccompanied minor in this family business appears to be bicultural, especially when

asked to elaborate on her own cultural makeup.

'My way of thinking is quite conservative. Not in the Chinese sense. May be a bit, but

also a bit of western. I am pretty laid back, that 's not Chinese, but I do feel that I need

to get things done sometimes. I can get pretty impatient.' said the unaccompanied minor

in describing her own cultural makeup (F25UM1).

When asked to describe what she meant by conservative, she said, 'Basically, for someone

of our generation, I am still quite traditionally Chinese in my way of thinking, but only

in some ways. In others I am quite westernised. It is hard to give a precise description'

(F25UMI).

It appears that this unaccompanied minor is aware of both Chinese and western culture,

and given her understanding of both, and her ability to adapt her behaviour and understand

different opinions (generation gaps and culture gaps) with her parents, it would be logical

to consider her as a bicultural unaccompanied minor.

18.21 Comparisons with Hong Kong Results

In the single sample from each of the other countries sampled, comparisons of results
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were made with the family businesses from Hong Kong, which show consistency with our

findings from Hong Kong. Further, we found indications that the propositions put forward

in Chapter 5 were all supported by these samples.

The contributions to theory are therefore, reflected in the non-Hong Kong family

businesses too. In terms of the family business definitions, we find that for positive

succession experience family business (Taiwan example), we find that the family business

definition between the generations agree, and that the family business is defined with the

family as central with the business on the periphery. In the negative case (Singapore

example), we find that there is a mismatch in the definitions and that the successor defined

the family business in terms of the business with the family as periphery.

For cultural differences, in these examples, we find that the suggestion from the previous

chapter that the recognition of the existence of cultural differences affects the succession

experience appears to be applicable.

For generation gaps, the recognition of these are important, and the suggestion that the

ability to view generation gaps as challenges and interesting is important in achieving

positive succession experiences appears to apply to these family businesses

As for the willingness to return, none of these cases could show any consistency that a

successor's willingness to return has any direct correlation with positive succession

expenences
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The contribution to the unaccompanied minors in succession proposes that bicultural

unaccompanied minors are more likely to achieve positive succession experience. Among

these four families, the sample from Taiwan had an unaccompanied minor who appears

to possess the traits of a bicultural unaccompanied minor, as defined by Chen and Yang

(1986). Also, the sample from Singapore had an unaccompanied minor who appears to

possess the banana type personality traits, which as suggested earlier, could result in

negative succession experiences. The family business in Singapore was rated as a negative

succession experience by its family members.

With regards to the other two samples (Malaysia and Thailand), these two cases are

consistent with our mixed succession experience findings that it is difficult to point out a

model framework in which to describe these family businesses. However, what appears

to be consistent with our findings is that these mixed succession experience family

businesses possess some positive succession experience characteristics, and some negative

succession experience characteristics. But, there is not sufficient evidence from this

research to draw conclusive results with regards to the mixed succession experience family

businesses. Further, it was not the objective of this research to do so. However, from

these two cases, we can see that being a minority culture in a majority host environment

serve to reinforce overseas Chinese cultural values. Both these cases appear to have

stronger links with the overseas Chinese culture than the mixed succession experience

family businesses in Hong Kong
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Chapter 9: Conclusion, Limitations and Further Research

19.11 Conclusion

Referring back to our findings and the propositions generated as a result, we can now

refer back to Diagram 1.7a(p.95), 1.7b (p.236), and 1.7c (p237) and use the models

developed to illustrate the propositions generated.

Family Business Succession

Government
Policies

EQ	 _Repaat on ._Planning	 Succession

atisaton Train!ng of heirs	 & Cono	 appoIntment	
Control \

of new CEO	
Handover

Expectaflons

Sjccesso Self Perception	
$EducaIon Background

Motive t Q:fl

	

.-Parents	 Unaccompanied
Minors

v r v___
Matchof Family ______________
Business Definitions

Relations between & Among Family Business Members

DifferePers peves	

/
Inside	 tside, Eamily/Business

U.M Personally
Slyle

U M.CommunIcatIon	 Trust	 Affab lily	
Experiences

Human E ement

Western Culture

Diagram 1.7a: Overseas Chinese Family Business Succession and

Unaccompanied Minors (c.f. p.95)

263



V

Affao ty

Proposition 1 states that an overseas Chinese family business is defined as an overseas

Chinese family who owns majority ownership in and have control over managerial

decisions in the business. This can be shown by the inclusion of the overseas Chinese

culture in diagram 1. 7a. The emphasis of the family in the overseas Chinese culture has

resulted in a different definition for the term of family business, for the overseas Chinese

Family Business Succession
I'

CEO
Realisation

Planning	 SLccossIon	 Control
& ControT i.e. appootmen	 Handove

of new CEO

Expectations (CuIuo ann genera!onaI)
are matched

'etoio4n--rnoc

ParentL-'

erseas
Ch nese
Cufture

Differen Persoectves
Inside Ojtside, Family/Business

Communicalion
	

Trust

Human E ement

Diagram 1.7b: Positive Succession Experience Overseas Chinese Family Business
(c.f. p.236)
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Lackng in Human Eement	
'1"

Family Business Succession

Diagram 1.7c: Negative Succession Experience Overseas Chinese Family
Business (c.f. p.237)

Proposition 2 and 3 are can be explained in diagrams I .7b and I .7c, in terms of

expectations of the parents and the successor. Proposition 2 suggests that it is the

recognition of the existence of cultural differences between the unaccompanied minor

successors and the parents, that is key to avoiding conflict This can bee illustrated in

Diagram 1 .7b and contrasted in Diagram 1 7c. The expectation of cultural differences

result in both the parents and successors being prepared to compromise
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Proposition 3 suggests that generation gaps between the parents and the successors need

not lead to a negative succession experience. Again, we can see from the diagrams above

that if the generation gap is dealt with carefully, and communicated effectively, then there

will be no mismatch in expectations between the parents and the successors, and therefore,

it need not lead to a negative succession experience.

Proposition 4 reinforces propositions 2 and 3, and stresses the importance of

communication in the succession process. The importance of communication (Diagram

1.7b), or the lack of it (Diagram 1.7c) can be seen as one of the important factors

determining the quality of the succession experienced.

Proposition 5 can be summarised by the bottom right of Diagram 1 .7b. A bicultural

unaccompanied minor, as we discussed earlier, can alter his/her behaviour accordingly to

fit in to their immediate cultural environment. This alternation of their behaviours usually

means the tendency to communicate effectively. In addition and perhaps as a result, these

unaccompanied minors will be more prepared to deal with generation and cultural gaps

should they arise during the succession.

Proposition 6 is quite the opposite to proposition 5, and can be summarised by Diagram

1. 7c. An unaccompanied minor with a banana personality tend to be assimilated or

acculturated to a western culture, to the extent that he she would have lost their original

culture. This assimilation or acculturation process is usually a traumatic time period for

the unaccompanied minor. As a result, faced with readapting back to the culture of origin,

these unaccompanied minors tend to show more resistance, as in their view, any
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generation and especially cultural gaps that arise are inevitable, and cannot be resolved.

Finally, proposition 7 states that there is little correlation between a successor's

willingness to return and positive succession experiences. It was found that the willingness

to return (or indeed being forced to return) to the family business as a successor does not

bear any observable correlation with the quality of succession experienced. There were

successors from positive succession experience family businesses who were originally

forced to return to their family businesses, and there were just as many successors from

negative succession experience family businesses who originally volunteered to return to

the family businesses.

From the above, we can see how the propositions have altered the model (illustrated in

Diagrams 1.7, 1.7a, 1.Th, 1.7c). These propositions have contributed to the theory of

overseas Chinese family business research, by adding new elements related to

unaccompanied minors as successors in these family businesses

Finally, we will identify the limitations of this research, and discuss areas of further

research.

19.21 Limitations

The limitation of this study that have been noted thus far are reviewed and summarised

below The research was designed to allow a better understanding of unaccompanied

minors in succession, among the Hong Kong overseas Chinese family businesses While

the qualitative approach facilitated in-depth exploration, it also required limiting the
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research scope and sample.

In this study, limited access to data meant that the sample contained twenty-one Hong

Kong family businesses and four non-Hong Kong overseas Chinese family businesses (for

comparisons only). The findings are therefore limited to those found from the Hong Kong

data.

Interviews were conducted with at least one parent and one unaccompanied minor

successor to allow for both perspectives to be studied. It was noted that most of these

family businesses were started after the Second World War, and thus, they were going

through their first leadership succession in their family businesses. All of these businesses

sampled were family businesses, and were limited to private firms.

The sample also did not include family businesses with no unaccompanied minors, because

as a group, at least in Hong Kong, the size of this group is substantially smaller, and the

majority of these families do not own family businesses.

While these boundaries on our research was necessary to achieve a useable sample, and

was not a limitation in itself, there were potential limitations associated with the method

chosen for this research. The research relied on the use of in-depth interviews. Therefore,

the data collected depended on the self-reports of participants. Kidder (1981) stated that,

although it is common in everyday life to accept verbal reports as valid, they cannot be

trusted in certain circumstances. In addition, Reinharz (1979, p.74) argued that it would

be unrealistic to assume in research that the respondent's 'attitudes and feelings are
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accessible and stable'. The accuracy of self-reports depends on a number of factors,

including an individual's motivation to participate in the research, as well as the

individual's ability to communicate and describe (Kidder, 1981). Further, while some

individuals may be more comfortable in discussing emotional issues involved in family

business research, others may be more reserved

Various measures were taken to ensure that the concerns stated above were addressed and

managed. Firstly, a level of rapport existed between myself and many of the

unaccompanied minors, as most of them knew me from childhood. For the parents, as

reported in the methodology, my mother assisted in building this level of trust, so that all

those interviewed would be comfortable in discussing the issues and would be motivated

to participate in the research. The levels of rapport were further reinforced by ensuring

full confidentiality on the information provided, and anonymity by not disclosing their

names. Interview locations and times were chosen by them, but were restricted to the

times when I was in Hong Kong.

All of the family businesses interviewed are also aware of my involvement in my family's

businesses, and my family's business background, with my mother being a descendant of

one of the oldest Chinese family businesses

In terms of the interviews themselves, possible limitations lie in some of the parents'

language abilities. All of the interviews were conducted in English, and it was clear that

some parents were more able to communicate in English than others. In order to prevent

misunderstandings on the contents provided in the interview, transcripts were provided
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to those interviewed, and I met up with them to answer any query points they might have.

Further, process notes were taken briefly during the interviews, which included mention

of when a subject was having difficulty answering a question, or any part of the interview

process.

By conducting interviews on these family businesses, we are in effect using retrospective

reporting, as it requires those interviewed to recall their experiences. Retrospective

reporting depends on the individual's memory abilities. This sample was bounded at eight

years since the successor joined the business, so as to minimise the amount of time on

which the subjects had to reflect. Further, within the family framework, by interviewing

more than one subject from each family business, we could triangulate the data collected,

and minimise the chance of omitting key incidents in the successions due to memory loss

of a single individual. Of course, triangulation of data between the parents' responses and

the unaccompanied minors' responses also serves as a verification of any false data

reported.

In terms of findings, there are limitations as to the contributions we can draw for the

radical individual personality type of unaccompanied minors. The responses were varied,

and the sample collected was not big enough to conduct any form of analysis that could

produce a pattern.

19.31 Further Research

This research as mentioned earlier, is a combination of unaccompanied minor research and

family business succession research. More specifically, we are looking at the overseas
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Chinese family businesses in succession There has been no previous work done combining

this area, and this research was designed to be exploratory in nature, so as to provide the

foundations for further research while providing invaluable findings to this relatively new

phenomena

The research is focussed on a particular group of people: unaccompanied minors and their

overseas Chinese family businesses in Hong Kong. Applying the same kind of research to

other overseas Chinese outside Hong Kong is clearly an area that requires further

research. Further, one could also conduct research on mainland Chinese who are now

beginning to send their children abroad to study. Their different business structures, but

similar culture would produce interesting comparisons. Indeed the entire unaccompanied

minor experience abroad may well be different. Indeed the research could be translated

to other ethnic and cultural groups too.

More focussed research could also be conducted on each of the unaccompanied minor

personalities and hypotheses developed and tested on each of these personality types and

their correlations with positive, mixed and negative succession experiences. More

quantitative techniques can be used in these future studies to determine the correlation of

the various factors found from this research and succession experienced.

While this research have focussed on positive or negative succession experiences, there

has been relatively little research done on the mixed overseas Chinese family business

succession experiences as identified in this research. Precautions were taken to ensure that

the successor was not in a state of 'indecision' with regards to their succession experience,
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by making sure that the successor has entered the family business for at least one year

Further, the successors were asked at various times throughout the 4 years of this

research, whether they have changed their minds about their descriptions of their

succession experience, and there were no reported 'change of minds'.

The varied responses characteristic of the mixed succession experience group, makes it

difficult in drawing any conclusive propositions, but interesting in conducting ftirther

research for findings and contributions to the areas of family business successions.

In sum, this research provides the entrance to an entire area of research for not only

overseas Chinese family businesses, but family businesses where unaccompanied minors

may exist. There are many cultures where children are sent to foreign cultures to study for

extended periods of time. Clearly, for the family businesses from these cultures, there may

be implications in terms of the succession experiences as identified in this research.

The cross-cultural aspect of family business succession must now be considered when

conducting such research, as unaccompanied minors become more common. Perhaps

there are grounds to consider the impact of unaccompanied minors in non-family business

successions or recruitment issues too. For example, how would an unaccompanied minor

fare in a managerial succession in a non-family corporation. Do they possess certain traits

that would make them better managers? What would motivate these unaccompanied

minors? And would existing recruitment techniques still apply in measuring all the relevant

factors in recruiting these unaccompanied minors7 These are all questions that will require

answering, and ftirther studies and development of what has been done here, would
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provide a deeper understanding of this new area of research.

This research has broken new ground. The areas covered by this exploratory research.

unaccompanied minors in family business successions; has remained unexplored until now.

Our findings here provide the foundation, introduction and basis of comparison for future

research in the fields of family business succession, overseas Chinese family businesses and

unaccompanied minors in family businesses.
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Appendix A: Sample Profiles

Location:	 Hong Kong

Overall Succession Experience Rating	 Neutral

Parent:	 FIP1	 Succession Experienced: 	 Neutral

Unaccompanied Minor. 	 FIUMI	 Succession Experienced: 	 Neutral

Unaccompanied Minor is younger of 2 children in the family. He has I older sister, who

is a doctor.

Age of Business:	 32 years

Number of years into succession: 	 1 year

Industry:	 Garments import and export (Primary)
Property Investments

Location:	 Hong Kong

Overall Succession Experience Rating:	 Positive

Parent:	 F2PI	 Succession Experienced: 	 Positive

Unaccompanied Minor:	 F2UM1	 Succession Experienced: 	 Positive

Unaccompanied Minor interviewed is 3rd child in the family. Has 1 older brother, 1 older

sister and I younger sister. He was the only child interested in joining the business.

Age of Business:	 35 years

Number of years into succession: 	 8 years

Industry.	 Garments (ladies' lingerie) manufacture (China)
Garments (fashion) retail (Canada)
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Location:	 Hong Kong

Overall Succession Experience Rating: 	 Neutral

Parent.	 F3P1	 Succession Experienced: 	 Positive

Unaccompanied Minor: 	 F3UIM1	 Succession Experienced: 	 Neutral

Unaccompanied Minor interviewed is oldest son in the family. Has 1 younger sister who

has no intention to join the family business.

Age of Business:	 21 years

Number of years into succession: 	 1 year

Industry:	 Restaurants (Originally)
Commodities Trading (Current)

Location:	 Hong Kong

Overall Succession Experience Rating: 	 Negative

Parent:	 F4P1	 Succession Experienced: 	 Negative

Unaccompanied Minor 1:	 F4UM1	 Succession Experienced: 	 Negative

Unaccompanied Minor2:	 F4UM2	 Succession Experienced: 	 Neutral

Unaccompanied Minor I is the 2nd oldest child(son). Unaccompanied Minor2 is the

youngest son.There are 4 children in total. 3 boys and 1 daughter. The oldest son was not

available for interview. The daughter has no intention ofjoining the family business, and

was also not available for interview.

Age of Business: 	 99 years

Number of years into succession: 	 2 years

Industry:	 Stationary Wholesale
Stock Brokerage & Property Investments
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Location	 Hong Kong

Overall Succession Experience Rating 	 Positive

Parent	 F5P 1	 Succession Experienced

Unaccompanied Minor:	 F5UM1	 Succession Experienced:

Unaccompanied Minor is the older of 2 children.

Age of Business:	 35 years

Number of years into succession 	 3 years

Industry:	 Toys Manufacture
Handbag Manufacture
Garments Manufacture

Positive

Positive

Location:	 Hong Kong

Overall Succession Experience Rating:	 Negative

Parent:	 F6P1	 Succession Experienced:

Unaccompanied Minor. 	 F6UMI	 Succession Experienced:

Unaccompanied minor is the older of 2 daughters in the family.

Age of Business: 	 30 years

Number of years into succession: 	 1 year

Industry	 Stationary Manufacture and Export

Negative

Negative
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Location	 Hong Kong

Overall Succession Experience Rating: 	 Neutral

Parent	 F7P1	 Succession Experienced:

Unaccompanied Minor:	 F7UMI	 Succession Experienced:

Unaccompanied Minor is the older of 2 sons in the family

Age of Business:	 33 years

Number of Years in Succession: 	 1 year

Industry:	 Own Brand Jeans Manufacture
Own Brand Garments Export
Own Brand Garments Wholesale

Neutral

Neutral

Location:	 Hong Kong

Overall Succession Experience Rating: 	 Negative

Parent 1(Father):	 F8P1	 Succession Experienced: 	 Negative

Parent2(Mother): 	 F8P2	 Succession Experienced: 	 Negative

Unaccompanied Minorl:	 F8UM1	 Succession Experienced: 	 Negative

Unaccompanied Minor2:	 F8UM2	 Succession Experienced: 	 Neutral

All members of this family were interviewed. F8UIMI is the older son, and F8UM2 is the

younger son.

Age of Business:

Number of Years in Succession.

Industry.

42 years

1 year

Wigs Manufacture & Wholesale (Originally)
Handbag Manufacture & Export (Current)
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Location.	 Hong Kong

Overall Succession Experience Rating:	 Neutral

Parent:	 F9PI	 Succession Experienced: 	 Neutral

Unaccompanied Minor: 	 F9UIM1	 Succession Experienced: 	 Neutral

Unaccompanied Minor is older son of 2 children. The other unaccompanied minor the

younger daughter is still in education, and was not available for interview.

Age of Business:	 28 years

Number of Years in Succession.	 1 year

Industry:	 Garments Manufacture & Export

Location:	 Hong Kong

Overall Succession Experience Rating:	 Neutral

Parent:	 FlOP 1	 Succession Experienced:	 Positive

Unaccompanied Minor:	 F1OUMI	 Succession Experienced:	 Neutral

Unaccompanied Minor is the older of 2 sons in the family.

Age of Business:	 25 years

Number of Years in Succession: 	 2 years

Industry.	 Garments Manufacture & Export
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Location:	 Hong Kong

Overall Succession Experience Rating: 	 Positive

Parent:	 Fl 1P1	 Succession Experienced.	 Positive

Unaccompanied Minorl: 	 Fl 1UM1	 Succession Experienced: 	 Positive

Unaccompanied Minor2:	 Fl 1UM2	 Succession Experienced.	 Positive

There are 3 children in this family. Unaccompanied Minorl is the oldest. He has two

sisters. Unaccompanied Minor2 is the youngest daughter. The middle daughter is a

housewife, and not involved in the family business

Age of Business:	 39 years

Number of Years in Succession: 	 8 years

Industry:	 Cosmetics Wholesale
Cosmetics Retail
Beauty Salons
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Location.	 Hong Kong

Overall Succession Experience Rating:	 Neutral

Parent.	 F12P1	 Succession Experienced 	 Positive

Unaccompanied Minorl: 	 F12UM1	 Succession Experienced: 	 Positive

Unaccompanied Minor2:	 F12UM2	 Succession Experienced 	 Neutral

Unaccompanied Minor3:	 F12UM3	 Succession Experienced	 Neutral

All children in this family were interviewed. Unaccompanied Minorl is the oldest

daughter. Unaccompanied Minor2 is the middle daughter, and Unaccompanied Minor3

is the youngest son. Both daughters are on the Board of Directors of one of the family

businesses. The son is nominated as the outright successor to the family business.

Age of Business:	 60 years

Number of Years in Succession: 	 2 years

Industry:	 Garments Import & Export; Cookies Manufacture
& Retail; Garments Manufacture

Location:	 Hong Kong

Overall Succession Experience Rating 	 Neutral

Parent:	 F13P1	 Succession Experienced.	 Neutral

Unaccompanied Minor:	 FI3UMI	 Succession Experienced.	 Neutral

Unaccompanied Minor interviewed is the older child. He has a younger sister who is still

in education

Age of Business	 28 years

Number of Years in Succession: 	 2 years

Industry:	 Garments Manufacture & Export
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Location.	 Taiwan

Overall Succession Experience Rating:	 Positive

Parent:	 F14P1	 Succession Experienced	 Positive

Unaccompanied Minor. 	 F14UM1	 Succession Experienced.	 Positive

Unaccompanied Minor is the only son and successor to one of the largest companies in

Taiwan. The family business is also one of the largest of its industry in the World.

Age of Business: 	 55 years

Number of Years in Succession: 	 6 years

Industry:	 Insurance Services (extended family business)
Soft Drinks Can Manufacture and Recycling
(Immediate family)

Location:	 Singapore

Overall Succession Experience Rating: 	 Negative

Parent:	 F15PI	 Succession Experienced:	 Negative

Unaccompanied Minor: 	 Fl 5UMI	 Succession Experienced:	 Neutral

Unaccompanied Minor is the only son and successor to the family business, which is a

medium sized company.

Age of Business: 	 18 years

Number of Years in Succession: 	 1 year

Industry:	 Stock Brokerage Services
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Location:	 Hong Kong

Overall Succession Experience Rating	 Negative

Parent:	 F16P1	 Succession Experienced. 	 Neutral

Unaccompanied Minorl:	 F16UM1	 Succession Experienced:	 Negative

Unaccompanied Minor2: 	 FI6UM2	 Succession Experienced. 	 Neutral

Unaccompanied Minorl is the younger of two sons in this family business.

Unaccompanied Minor2 recently had a motor accident, and now requires assistance in

walking. He dropped out of a postgraduate programme to return to the family business.

Age of Business:	 22 years

Number of Years in Succession: 	 3 years

Industry:	 Garments Manufacture

Location:	 Hong Kong

Overall Succession Experience Rating:	 Neutral

Parent:	 F 1 7P 1	 Succession Experienced:	 Positive

Unaccompanied Minorl 	 F17UM1	 Succession Experienced. 	 Positive

Unaccompanied Minor2:	 F17UM2	 Succession Experienced:	 Neutral

There are 3 children in this family. The two interviewed are the two oldest children, both

sons. The youngest child is a daughter who works for a major international bank.

Age of Business	 55 years

Number of Years in Succession: 	 3 years

Industry:	 Construction
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Location:	 Hong Kong

Overall Succession Experience Rating 	 Negative

Parent:	 F18P1	 Succession Experienced. 	 Neutral

Unaccompanied Minor. 	 F18UM1	 Succession Experienced: 	 Negative

Unaccompanied Minor interviewed is the older of 2 sons. The younger son was not

available for interview, but is understood not to be involved in the family business at this

time.

Age of Business:	 22 years

Number of Years in Succession: 	 3 years

Industry:	 Garments Manufacture & Retail

Location:	 Hong Kong

Overall Succession Experience Rating:	 Positive

Parent:	 FI9P1	 Succession Experienced: 	 Positive

Unaccompanied Minor:	 FI9UM1	 Succession Experienced: 	 Positive

Unaccompanied Minor interviewed is the older of 2 children. He is the son. The younger

child, a daughter, was not available for interview. She is currently in high school in the

United States.

Age of Business	 40 years

Number of Years in Succession: 	 1 year

Industry:	 Condiments and Food Manufacture
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Location	 Hong Kong

Overall Succession Experience Rating 	 Neutral

Parent	 F2OP1	 Succession Experienced. 	 Neutral

Unaccompanied Minor:	 F2OUM1	 Succession Experienced:	 Positive

Unaccompanied Minor interviewed is the older child. She has a younger brother who is

11 years old. He was not available for interview.

Age of Business:	 15 years

Number of Years in Succession: 	 1 year

Industry:	 Garments Retail
Interior Decorating Services
Equity and Property Investments

Location:	 Hong Kong

Overall Succession Experience Rating:	 Neutral

Parent:	 F2IP1	 Succession Experienced. 	 Neutral

Unaccompanied Minor:	 F21UM1	 Succession Experienced:	 Positive

There are 3 children (all sons) in this family. The Unaccompanied Minor interviewed is the

middle son The oldest son did not return to Hong Kong after graduation. The youngest

son is still in high school.

Age of Business.	 26 years

Number of Years in Succession: 	 5 years

Industry.	 Garments Manufacture & Export
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Location:	 Hong Kong

Overall Succession Experience Rating	 Neutral

Parent:	 F22P 1	 Succession Experienced	 Neutral

Unaccompanied Minor:	 F22TJIM1	 Succession Experienced:	 Neutral

The Unaccompanied Minor interviewed is the younger of 2 brothers The older child was

not available for interview.

Age of Business:	 33 years

Number of Years in Succession: 	 1 year

Industry:	 Shipping

Location:	 Hong Kong

Overall Succession Experience Rating:	 Negative

Parent:	 F23P1	 Succession Experienced: 	 Neutral

Unaccompanied Minor:	 F23UM1	 Succession Experienced: 	 Negative

The Unaccompanied Minor interviewed is the older of 2 children. He has a younger sister

who is still in university in Australia.

Age of Business	 21 years

Number of Years in Succession: 	 3 years

Industry:	 Construction
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Location:	 Thailand

Overall Succession Experience Rating	 Neutral

Parent:	 F24P1	 Succession Experienced. 	 Neutral

Unaccompanied Minor:	 F24UM1	 Succession Experienced:	 Neutral

Unaccompanied Minor is a MBA graduate, and after a brief period in the family business,

expressed the need to leave the business for good. Although still a Director of the family

business, the Unaccompanied Minor has recently taken a job working in at a local bank.

She has a younger brother who is still at university.

Age of Business:	 34 years

Number of Years in Succession: 	 1 year

Industry:	 Paper Manufacture

Location:	 Malaysia

Overall Succession Experience Rating:	 Neutral

Parent:	 F25P1	 Succession Experienced:	 Positive

Unaccompanied Minor: 	 F25UM1	 Succession Experienced. 	 Neutral

Unaccompanied Minor is a MBA graduate, and is the older of 2 daughters. The younger

daughter is at university, and has no intention to return to the family business.

Age of Business	 32 years

Number of Years in Succession	 4 years

Industry:	 Financial Consultants and Stock Brokerage
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Appendix B: Interview Guide

Interview Guide. These are guide questions only. Conversation is generated via the

use of these questions, and the subject usually volunteers much more information than

requested by these questions. This guide is not used in any specfic order. It is used to

ensure that main topics are covered, and key definitions obtained

For Unaccompanied Minors

Topic. Defining the Family Business

[1] How do you define a family business?

[1 a] How do you define the term family?

[2] What do you think are the most important characteristics in a family business?

[3] Do you feel that the business owned by your family possesses these

characteristics?

[4] Would you define the business as a family business?

Compare and ask questions with reference to parents' response.

Topic: Characteristics within Family Business

[1] When was the business founded?

[2] Who founded the business?

[3] What does the business do?

[4] When did you join the business?

[5] Did you have any contact with the business prior to joining?

[6] Are you enjoying your role in the business?
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Topic: Succession

[1]	 How would you define the term succession7

[2]	 When does succession actually take place?

[3]	 Did your succession happen as you expected?

[3a] Why did you return to the family business?

[4]	 How would you define succession planning?

[5]	 Was there any succession planning in your succession?

[5a] If so, who initiated it?

[5b] If so, what did it involve?

[Sc] If not, how did succession take place?

[6]	 How would you define a positive succession experience?

[7]	 Tell me more about your succession experience.

[8]	 Judging by your succession experiences, how would you rate your succession

experiences? Positive, Neutral or Negative?

[8a] Why?

[9]	 Was there any particular factors that you feel affected your succession experience?

[10] How would you describe your relationship with your parents before the

succession?

[1 Oa] How would you describe your relationship with your parents during the

succession?

[lOb] How would you describe your relationship with your parents now?

[11] What do you think are the most important factors in succession?

[ha] Why?
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Topic: Generation and Culture Gaps

[1] How would you define the term generation gap?

[2] Do you feel that there is a generation gap between yourselves and your parents9

[2a} Did you feel that there is a generation gap at any stage during your succession

experience?

[2b] Why? (to 2 and 2a)

[2c] How did you deal with this generation gap?

[3] How would you define the term culture?

[4] How would you define your own cultural makeup?

[4a] How would you define your parents' cultural makeup?

[5] How would you define a culture gap between people?

[6] Do you feel that there is a culture gap between yourselves and your parents?

[6a] Did you feel that there is a culture gap at any stage during your succession

experience?

[6b] Why? (To 6 and 6a)

[6c] How did you deal with this culture gap?

[7] Why do you think that there is not a culture gap?

[8] Do you feel that the generation gap affected your succession experience?

[9] Do you feel that the culture gap affected your succession experience?

[10] Do you talk to your parents about matters of a business nature?

[1 Oa] Have you always done that?

[1 Ob] What sort of response do you get?

[lOc] How do you feel about it?
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Topic: Unaccompanied Minors Experiences

[1] When did you leave home to study abroad?

[2] Why did you leave home?

[3] How did you feel when you first left home?

[4] What problems did you encounter?

[5] Did you ever feel left out?

[6] Did you ever feel that you were different?

[6a] How?

[7] Did you feel that there was a culture change in the environment?

[7a] How did you cope with these cultural changes?

{7b] Why not?

[8] Were there any specific experiences that particularly stood out in your mind?

[9] How has this experience of studying abroad changed you?

[10] Do you think that the generation gap developed between yourselves and your

parents because you went abroad?

[lOa] Do you think that the culture gap developed between yourselves and your parents

because you went abroad?

[11] How would you describe your cultural identity now?

[12] Which country or city would you call home?

[13] How often did you return home during your time studying abroad?

[14] Do you think that your experiences abroad had any effect on your succession

experiences?

[F]	 Do you feel that there is anything to add, with regards to your own succession

experiences, and overseas Chinese family business successions2
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Interview Guide: These are guide questions only. Conversation is generated via the

use of these questions, and the subject usually volunteers much more information than

requested by these questions. This guide is not used in any speqjic order. It is used to

ensure that main topics are covered, and key definitions obtained.

For Parents.

Topic: Defining the Family Business

[1] How do you define a family business?

[1 a] How do you define the term family?

[2] What do you think are the most important characteristics in a family business?

[3] Do you feel that the business owned by your family possesses these

characteristics?

[4] Would you define the business as a family business?

Compare and ask questions with reference to parents' response.

Topic: Characteristics within Family Business

[1]	 When was the business founded?

[2]	 Who founded the business?

[3]	 What does the business do?

[4]	 Who do you want to be the successor?

[4a] When did or will this successor join the business?

[4b] Why do you want this person to be the successor?

[4c] Did the successor have any contact with the business prior to joining7

[5]	 Are you enjoying your role in the business7
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Topic: Succession

[1]	 How would you define the term succession9

[21	 When does succession actually take place?

[3]	 How did you choose your successor?

[3a] What factors do you think, makes a good successor?

[4]	 Did your succession happen as you expected?

[5]	 How would you define the term succession planning?

[5a] Was there any succession planning in your succession?

[6]	 Did you initiate the succession planning?

[6a] How? (What did it involve?)

[6b] (If no succession planning) How did the succession take place?

[7]	 How would you define a positive succession experience?

[8]	 Tell me more about your experiences in this succession.

[9]	 Judging by your experiences in the succession process, how would you rate your

succession experiences? Positive, Neutral or Negative?

[9a] Why?

[101 Was there any particular factors that you feel affected your succession experience?

[11] How would you describe your relationship with your children before the

succession2

[ha] How would you describe your relationship with your children during the

succession?

[11 b] How would you describe your relationship with your children now?

[12] What do you think are the most important factors in a succession?

[13] Why?
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Topic: Generation and Culture Gaps

[I]	 How would you define the term generation gap9

[2]	 Do you feel that there is a generation gap between yourselves and your children?

[2a] Did you feel that there is a generation gap at any stage during the succession

experience?

[2b] Why? (To 2 and 2a)

[2c] How did you deal with this generation gap?

[3] How would you define the term culture?

[4] How would you define your own cultural makeup?

[4a] How would you define your children's cultural makeup?

[5] How would you define a culture gap between people?

[6] Do you feel that there is a culture gap between yourselves and your children?

[6a] Did you feel that there is a culture gap at any stage during your succession

experience?

[6b] Why? (To 6 and 6a)

[6c] How did you deal with this culture gap?

[7] Why do you think that there is no culture gap?

[8] Do you feel that the generation gap affected your succession experience?

[9] Do you feel that the culture gap affected your succession experience?

[10] Do you talk to your children about matters of a business nature?

[lOa] Have you always done that?

[1 Ob] Why?IWhy not?

[lOc] What sort of response do you get?

[lOd] How do you feel about it?
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Topic. Unaccompanied Minors Experiences

[1] When did your children go abroad to study9

[1 a] Why did you send them abroad to study?

[2] How did you feel about sending your children abroad9

[3] Did your children have any problems adapting?

[3a] Were they homesick?

[4] Did they confront any particular problems?

[5] How has this experience changed your children's behaviour?

[5a] How has this experience changed your children's cultural makeup9

[6] Do you think that the generation gap developed between yourselves and your

children because they (the children) went abroad?

[6a] Do you think that the culture gap developed between yourselves and your parents

because they (the children) went abroad?

[7] How would you describe your children's cultural makeup now?

[8] How often did your children return home during their time abroad?

[9] Do you think their experiences abroad had any effects (direct or otherwise) on the

succession experiences?

[F]	 Do you feel that there is anything to add, with regards to your own succession

experiences, and overseas Chinese family business successions?
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