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 Family business inheritance among the Chinese community is a tradition that is known 
by the business community worldwide. Thus, a family business among the Chinese 
community in Malaysia is no stranger. In fact, the inheritance of this business provides 
a unique and exciting dimension to be investigated by the Malaysian business 
community. The paper explores the empirical evaluation of the influence of the family 
business inheritance among the Chinese, who managed to overcome obstacles and 
conflicts through discussion and negotiation. This paper uses correlation test to 
investigate the effect of inheritance in a family business among the Chinese, by the 
variable such as power distance, uncertainty avoidance, masculinity vs femininity, 
individualism vs collectivism, time orientation and impact on value dimension. In 
addition, this paper uses factor analysis and regression testing to determine the main 
cause of problems in the family business inheritance among the Chinese community. 
Primary data were collected between August and October 2011 using a questionnaire. 
Meanwhile, secondary data were gathered through library research and interviews with 
Chinese traders on the East Coast of Malaysia. Ironically, the young Chinese showed 
no interest in family business inheritance. In addition, the study also found that the 
older generation did not object to the will of young people who are their children. 
Furthermore, qualitative studies have found that the main reasons for refusal to inherit 
the family business among the younger Chinese generation is due to jobs that offer the 
lucrative wages as compared to profits earned through the family business. Besides; job 
status, education level and age are the factors that play a role in influencing the younger 
Chinese generation to not inherit their family business. 
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INTRODUCTION 

 
As time moves on, many traditional Chinese family businesses were soon becoming sunset   industries 

(Azuan, 2012). Many still manage autocratically by older generations without realizing the criticality of 
transformations to match the dynamic changes in environments. Therefore, if the family business failed to 
develop an early integration management work frames to groom the younger generations in the event of future 
succession program in Chinese Family Business (Bass, 2011). Ignorance of the crucial succession road map is 
one of the major common weaknesses of   most of the traditional Chinese businessmen (Bass, 2011). Some are 
reluctant to administration power sharing until the last breath of their life journey and some never prepare for 
the succession event while others might, due to the macro factors such as the political and regulation, 
technological advancement, changes of social life style, and the traditional thoughts (Chan, 2011). The life span 
of the business ownership ends the moment the founder “hands off” (Chiao, 2012). Examples of this 
phenomenon are obvious in the servicing industry such as hotel, restaurants, coffee shops and barber saloons 
(Dyer, 1988). Similarly, other industries like the sundry shops, medicines stores, auto workshops and others 
(Fialko, 2011). Nevertheless, there are some businesses still able to expand and continue to dominate in its 
industry (Hall et al., 2011). These few overcame tremendous challenges from all aspects, the upmost critical 
being that of the human resources particularly the succession program (Jackson, 2010). Hence the issue of 
business continuation lies on the succession planning. Succession of family business is a challenge to majority 
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businesses for several reasons, including the need to address the issue of intergenerational handover (Grote, 
2012). This study focuses on the aspect of succession in the family business when close family members are 
preferred as successors. A conceptual model is presented that outlines when inside-family succession is 
preferred.  
 
Literature Review: 
Family Business Performance by Successor’s: 

Extant research in this area reveals that the ability of successors to implement the participative style such as 
consultation, empowerment, joint decision-making and power sharing and consultative style such as leaders 
appreciate followers’ opinions and ideas in goal settings and task assignments in planning and administering 
organizational functions may positively affect family business performance (Amabile et al., 2004; Bass, 2011; 
Jong & Hartog, 2007). Family business performance is often seen from two major elements such as task and 
contextual performance (Bohlander et al., 2012; Ismail et al., 2009). Specifically, it may be viewed as a function 
of the capacity to perform, the opportunity to perform and the willingness to perform. The capacity to perform 
relates to the extent to which an employee possesses task-relevant skills, abilities, knowledge and experiences. 
The opportunity to perform is viewed as a critical element in the performance process. The willingness to 
perform is seen as the degree to which individual employees’ desire and will to put high effort in order to meet 
motivation to perform job demands (Birley, 2011; Fialko, 2011). Thus, the combination of those elements may 
lead to a higher family business performance. This was to confirm that the interaction between successor and 
family members act as an important antecedent of family business performance. This result is consistent with 
the successor behavior literature mostly published in Western and Eastern countries. Therefore, current research 
and practice within the succession planning models needs to consider the ability of successor’s to properly 
implement family business functions to strongly motivate the family members to improve their performance in 
family businesses. Thus, it can direct family members to sustain and support their family business strategies and 
goals. 

Subjecting to this classification system of family business successions should help to identify the types of 
succession planning in their business. Research had revealed that the national law such as inheritance and capital 
gains in the family business will influence the types of succession planning. These firm leaders of family 
business will make attempts to minimize the tax payment and retain the fruits of their profits and labors within 
their family and business (Jackson, 2010). Recognition of the successor of family business had led to a 
definition of high performing family business to achieve a combination of financial and non-financial goals. 
This was the most important direction for the successor to gain the family members’ trust and build up his 
abilities for the bright future of the family business.  

 
Accepting an unequal distribution of power in institutions as legitimate or illegitimate: 

The financial rewards and security generated by the business concern would be the main attractiveness to 
potential successors. Favorable financial opportunities offered by the business serve as the source of motivation 
for the forming of the succession plan. This factor could draw offspring closer to or alienate the potential 
successors from the family business. Researcher, (Stavrou, 1998) founded that the size of business was 
significant in creating the intention of offspring to join the family business at some point in their careers life. 
Larger parents owned businesses tended to be more attractive to the children to join the line; the monetary 
reward was greater, and others nonmonetary rewards in the larger business are equally more, in other words, the 
enjoyment, authorities, personal satisfaction and recognition are the key critical factors. 

 
Trust in the successor’s abilities and intentions: 

The reluctance on the part of the owner-manager to let go the business may be underpinned by feelings of 
doubt about the successor’s ability, willingness and desire to take control. Trust in the successor’s ability was, 
therefore, an important determinant of successions (Dyer, 1988). According to Lansberg (1988), the willingness 
of a founder to step aside and leave the family business to a successor may be eroded feelings of rivalry and 
jealousy towards the potential successor, which could become an evident in a persistent distrust of the latter’s 
competence and ability. The credibility of the successor was crucial to his or her.                         

 
Influencing people to change their attitudes or behavior: 

Yukl, (2012) In Leadership in Organizations, argued that “(I) n (typo or what?) human society, economy 
had developed drastically and became more complex. So as we know the primary drives such as hunger and 
thirst are not the dominant motives but the secondary motives especially in reference to family business 
behavior. Security and status are the dominant needs in a developing country”. (Hackman & Oldham, 1980) He 
said that to develop the concepts of inferiority complex and compensation regarding the secondary motives 
behavior. These concepts are influencing the people to change their attitudes or behavior from non-acceptable of 
family business behavior such as selfishness, status and others to the more family business manner in their daily 



471                                                                Iskandar Hasan Tan Abdullah et al, 2013 
Australian Journal of Basic and Applied Sciences, 7(14) December 2013, Pages: 469-477 

 
works and duties. (Adler, 2012) revealed that the feeling of inferiority was combined with what he sensed as an 
innate (inborn) need for superiority was the two-rules of all human behaviors. The person’s lifestyle was 
characterized by striving to compensate for feelings of inferiority which are combined with the innate drive for 
rewards. (repeated idea)The rewards motive had significant implications for family leadership to control and 
influence their son’s or daughter’s to change their behavior to accept the succession planning (Adler, 2012). So 
the power of rewards can also be used by the family leadership to let their children to make their choices, set 
their own goals and increase their responsibility and accountability.  

 
Power Sharing: 

It had long been recognized that one of the most significant features of Chinese Family Business in 
succession planning was power sharing (Adler, 2012). Power sharing means everybody of family members’ 
have equity, equality and need rules to share the power among them (Burns, 2010). This Chinese family 
business culture was emphasized on harmonious family relationship among the family members’ (Ho, 1976). 
Therefore, the power sharing was indigenous concept as renqing (Chan, 2011), mianzi (Ho, 1976), guanxi 
(Chiao, 2012) and bao-bao (Yang, 1957). The need norm of power sharing was meant a justice dictates that the 
dividends, profits and other benefits should be distributed to satisfy family members’ needs regardless of their 
relative contributions. This was predominated in situations where family members’ are mutually interested in 
‘fostering personal welfare and development’ rather than the successors’ relationship to the family business 
performance (Chiao, 2012). While agreeing that these rules of behaviour are accepted by family members, then 
the succession planning was failed due to short of the capability and charismatic successor to take over the 
family business (Chan, 2011). 

 
METHOD AND MATERIAL 

 
The primary data was obtained from the questionnaires and the secondary data was the documentation of 

face to face interviews. The quantitative methods used descriptive techniques for describing the fundamental of 
Chinese family business succession. Moreover, these descriptive techniques can measure the independent 
factors that influence the Chinese family business succession.  

 
Data Collection Method: 

The primary data was gathered from the questionnaire and involves a process of stratified random sampling 
and convenience basis. Stratified is an efficient research sampling design that is provide more information with 
a given sample size. It include the generation of model, theories and hypotheses, the development of instruments 
and methods for measurement, experimental control and manipulation of variables, collection of empirical data, 
modeling and analysis of data and lastly to evaluate the result. 
 
Survey Instrument: 

The questionnaire is designed using Likert Scale which consists of six parts of independent variables and 
dependent variables for examples uncertainty avoidance, masculinity versus femininity, individualism versus 
collectivism, power distance, time orientation and Chinese family business succession. The respondents will be 
asked to fill up the personnel data which consists of age, gender, marital status, educational level and others. 
 

The theoretical framework for this paper is shown the below: 
   

 
 
 
 
 
 
 
 
 
 
 
Source: Chan (2011), Chiao (2012), H0 (1976), Grote (2012), Dunne & Lusch (2011) and Bass (2011) 

 
Analysis and Results: 

The correlation test was demonstrated to test the level of relationship between the independent variables 
and dependent variables either positive or negative to form a significant relationship or not. This paper was 

Uncertainty Avoidance 
 
Masculinity vs. Femininity 
 
Individualism vs. Collectivism 
 
Power Distance 

Time Orientation 
 

Chinese Family 
Business Succession 
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made a test to form a model for the Chinese family business succession. The multiple regression tests were 
carried out to evaluate the Chinese family business succession model of the impact on values dimension and 
include four demographic variables such years in business, age, nature of business and education level. All four 
of these independent variables were also carried out from the findings of hypothesis to look on a significant 
influence in this study. The impact on value dimension assessment carried out by these three regression tests for 
the two significant variables which are masculinity versus femininity and individualism versus collectivism. 
Researchers conduct the standard regression analysis for variable masculinity vs femininity which was shown in 
table 1: 
 
Model Summaryb 

Model R R Square 
Adjusted  R 
Square 

Std. Error of the 
Estimate 

Change  Statistics 
R Square 
Change F Change df1 df2 

Sig. F 
Change 

1 .721a .610 .022 .89440 .610 8.089 1 498 .000 
a. Predicted(Constant), Mean masculinity vs femininity 
b. Dependent variable: Impact on value dimension 

 
ANOVAb 
Model Sum of Square df Mean Square F Sig. 
1 Regression 6.496 1 6.496 8.099 .000a 

Residual 399.442 498 .822   
Total 405.939 499    

a.PredictedConstant), Mean masculinity vs femininity 
b. Dependent variable: Mean impact on value dimension 

 
Coefficienta 

Model 
Unstandardized Coefficient 

Standardized 
Coefficient 

T Sig. B Std. Error Beta 
1 (Constant) 3.137 .158  19.89 .000 

Mean masculinity vs 
femininity 

.133 .047 .721 2.896 .000 

a. Dependent variables : Impact on value dimension 

 
Analysis of the model conclusions in table 1 shows that there is a significant positive relationship between 

the values of Fin 0.000. Even so, the value R of 72.1% which was very high and the value can be trusted due to 
the ANOVA analysis. This is caused by the ANOVA analysis which shows the value in 0.000 regression. This 
value is shown that the variable of masculinity versus femininity has a significant influence towards mean 
impact on value dimension. Hence, the analysis of Coefficient confirms a positive and significant relationship 
between mean masculinity versus femininity and mean impact on value dimension. The implication of this 
result stated that the problematic cause of Chinese family business succession is the variables of masculinity 
versus femininity. This variable is getting from the evaluation of data regression. The coefficient analysis result 
which is 0.721 is strongly agreed by most of the respondents in this study.  Another test is carried for variable of 
mean individualism versus collectivism by the standard regression analysis in table 2 which provides an 
analysis: 
 
Model Summaryb 

Model R R Square Adjusted R Square  
Std. Error 
Estimate 

Change Statistics 
R Square 
Change F Change df1 df2 Sig. F Change 

1 .098a .118 .106 .89936 .118 3.869 1 498 .080 
a.Predicted(Constant), Mean individualism vs collectivism 
b. Dependent variables : Mean impact on value dimension 
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ANOVAb 

Model Sums of Square df Mean Square F Sig. 
1 Regression 3.129 1 3.129 3.869 .080a 

Residual 402.809 498 .809   
Total 405.939 499    

a.Predicted(Constant), Mean individualism vs collectivism 
b. Dependent variables : Mean impact on value dimension 

 
Coefficienta 

Model 
Unstandardized Coefficient Standardized Coefficient 

T Sig. B Std. Error Beta 
1 (Constant) 3.309 .140  23.592 .000 

Mean individualism vs 
collectivism 

.080 .041 .098 1.967 .080 

a. Dependent variables : Mean impact on value dimension 

 
Analysis of the model conclusions in table 2 shows that there is a significant positive relationship between 

the values of F 0.08. Even so, the value of R is 9.8%, a value that is too low, but less reliable due to the 
ANOVA analysis. This is due to the ANOVA analysis that has to do regression shows the value of 0.08.This 
value do not have strong influence towards the impact on value dimension. But the analysis of Coefficient 
confirms a positive and significant relationship between the mean individualism versus collectivism and mean 
impact on value dimension. However, the low beta coefficient analysis of 0.080 was prevented the mean of 
individualism versus collectivism in positive implications towards the dependent variable of impact on the value 
dimension. Another test was carried out to confirm the result there is the stepwise regression analysis which was 
shown in the table 3 below: 

 
ANOVAc 

Model Sums of Square df Mean Square F Sig. 
1 Regression 6.496 1 6.496 8.499 .000a 

Residual 399.442 498 .802   
Total 405.939 499    

2 Regression 6.544 2 3.272 4.117 .080b 
Residual 399.395 497 .804   
Total 405.939 499    

a. Predicted(Constant), Mean masculinity vs femininity 
b. Predicted(Constant), Mean masculinity vs femininity, Mean individualism vs collectivism 
c. Dependent variables : Mean impact on value dimension 

 

Coefficienta 

Model 
Standardized Coefficient Standardized Coefficient 

t Sig. B Std. Error Beta 
1 (Constant) 3.137 .158  19.835 .000 

Mean masculinity vs 
femininity 

.133 .047 .721 2.846 .005 

2 (Constant) 3.126 .166  18.875 .000 
Mean masculinity vs 
femininity 

.124 .060 .118 2.061 .040 

Mean individualism vs 
collectivism 

.013 .052 .014 .243 .808 

a. Dependent variables : Mean impact on value dimension 

 
Analysis of the model conclusions on table 3 shows the R value of 72.1% is higher especially the mean 

masculinity versus femininity. The R value of mean individualism versus collectivism is not higher than the R 
value of mean masculinity versus femininity. As a result from this Stepwise regression is shown that the mean 
masculinity versus femininity has a significant positive influence on mean impact on values dimension because 
less than the value 0.01. However, the mean masculinity versus femininity showed a significant relationship 
when analyzed by co-efficient which the value is exceeding 0.05. This can be seen in paragraph two of 
coefficient significant F values for the mean masculinity versus femininity which is 0:04 and mean 
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individualism versus collectivism is 0.808. But, these two variables of mean masculinity versus femininity and 
individualism versus collectivism which were going through the Stepwise regression have been extracted from 
the analysis. Only the mean individualism versus collectivism has failed in Stepwise regression because it has 
not achieve a minimum level of significant F less than 0.05 which was shown in Table 4 in below: 
 
Excluded Variablesb 

Model Beta In T Sig. 
Partial 
Correlation 

Collinearity  Statistics 
Tolerance 

1 Mean individualism vs collectivism .014a .243 .808 .011 .606 
a.Predicted  Model(Constant), Mean individualism vs collectivism 
b. Dependent variables : Mean impact on value dimension 

 
Discussion: 

Summary of regression analysis is shown that the variable of masculinity versus femininity is the answer 
for this paper’s objectives. This means that the causes of problematic Chinese family business succession in 
Malaysia SME are attributed by the variable masculinity versus femininity. In addition, the mean masculinity 
versus femininity is the answer for evaluation the Chinese family business succession planning in Malaysia 
SME. However, the variable individualism versus collectivism was also played the important role and supported 
the variable masculinity versus femininity for the whole concept of this study. This shows that the variable 
masculinity versus femininity is highlighted in this concept and theories and behind of variable individualism 
versus collectivism. This paper also conducted a correlation test on the four demographic variables to ensure 
who played a key role in the formation of masculinity versus femininity and individualism versus collectivism 
variables. Table 5 shows which of the four demographic variables play a major role in influencing the Chinese 
family business succession planning such as age, educational background, years in the business and nature of 
the business. 

  
Table 5: The relationship of correlation analysis between four demographic variables 

Correlations 
  

Age 
Educational 
Background 

Years in 
 business Nature of business 

Impact on 
value dimension 

Age Correlation Pearson 1     
Sig. (1-tailed)      
N 100     

Educational 
background 

Correlation Pearson .222** 1    
Sig. (1-tailed) .000     
N 100 100    

Years in business Correlation Pearson .062 .341** 1   
Sig. (1-tailed) .083 .000    
N 100 100 100   

Nature of business Correlation Pearson .145** .045 .016 1  
Sig. (1-tailed) .001 .156 .364   
N 100 100 100 100  

Impact on value 
dimension 

Correlation Pearson -.036 -.098* .011 .038 1 
Sig. (1-tailed) .213 .014 .407 .200  
N 100 100 100 100 100 

**. Correlation significant at the level 0.01 (1-tailed). 
*. Correlation significant at the level 0.05  (1-tailed). 

 
However, the role played by the demographic variable, age show a negative relationship means the 

increasing value of variable impact on value dimension will decrease the variable of age value. Meanwhile, this 
paper will run regression analysis to find which of the four demographic values was having a strong significant 
relationship. Table 6 shows the standard regression analysis done and there is a positive relationship with the 
variable age towards the impact on value dimension with the value of significant F less than 0.05 there is 0.016. 
Even so, the value R of 71.8% is higher and the value can be trusted due to the ANOVA analysis. Hence, the 
variable age will affect the variable impact on value dimension. In addition, this variable age through the 
coefficient analysis there is 0.021 will confirm has a positive and significant relationship. However, the beta 
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analysis of variable age is negative in coefficient analysis but this did not prevent the variable age will impact to 
the variable impact on value dimension in table 6. 

 
Table 6: The outcomes of Regression Standard Analysis towards demographic variables such as age, educational background, years in 

business and nature of business. 
Model Summaryb 

Model R R Square 
Adjusted R 
Square 

Std. Error 
Estimates 

Statistics Change 
R Square 

Change 
F 

Change df1 
d

f2 
Sig. F 

Change 
1 .718a .622 .016 .89921 .014 1.860 4 4

95 
.016 

a. Predicted (Constant), age, educational background, years in business, nature of business 

ANOVAb 
Model Sums of Square df Mean Square F Sig. 
1 Regression 5.693 4 1.423 1.860 .016a 

Residual 400.245 495 .809   
Total 405.939 499    

a. Predicted Constant),  age, educational background, years in business, nature of business 

Coefficienta  

Model 
Unstandardized Coefficient Standardized Coefficient 

t Sig. B Std. Error Beta 
1 (Constant) 3.616 .183  19.782 .000 

Age -.027 .061 -.020 -.440 .660 
Educational Background -.102 .044 -.121 -2.319 .021 
Years in business .034 .033 .055 1.043 .297 
Nature of business .035 .035 .049 .997 .319 

a. Dependent variables: Mean impact on value dimension 

 
 Summary of the findings was to prove that masculinity versus femininity plays a significant role in the 

impact on value dimension. Only the individualism versus collectivism has influenced the impact on the value 
dimension but does not affect the causes of problematic Chinese family business succession. But, other variables 
do not play the role or affect of this study. All the respondents mainly the businessman and their family 
members in Terengganu, Pahang and Kelantan states are actually shaping the solution for the causes of 
problematic Chinese family business succession planning.  
 
Conclusions and recommendation: 

The results of this study were to give some important findings. The empirical evidence from quantitative 
and qualitative findings indicates that the Chinese family business succession planning is actually influenced by 
the masculinity vs femininity in a positive and significant relationship between one another. In addition, the age 
factor also plays an important role in creating both the family business succession. This is because the items 
selected asked to the respondents in the category of masculinity versus femininity leads to the main ideas in 
succession planning. In fact, the question items given to the respondents through qualitative interviews 
conducted also gave a positive answer and they agreed with these ideas which may be deemed to exist such as 
masculinity versus femininity. Families are known to keep their business within their families (Weidenbaum, 
1996). Lee and Lim (2003) said that if a family business was highly idiosyncratic. So, the family was preferred 
to appoint the offspring to head its business. Even though, the offspring may be less competent than nonfamily 
managers.  Therefore, Zaudtke and Ammerman (1997) suggested that a family will appoint nonfamily managers 
to take over the business when its offspring’s competency was low and its business was low in idiosyncrasy. 
Hence, the successor’s to a family business is the offspring’s will that increase with the business idiosyncrasy. 
The business idiosyncrasy was interacted with the competence of successors’ ability and charismatic (Dong & 
Lee, 2007). This was because the sons-in-law needed not to be superior in ability or idiosyncratic knowledge 
over all the family business matters. Instead they only need to be sufficiently able to ensure the survival of the 
family business. Therefore once absorbed into the family, the son-in-law was a close family member like an 
offspring. Hence, the family was preferred to hand over the family business to their son-in-law even though he 
may be less capable than other family members (Dong & Lee, 2007). 
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