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Abstract

Background. The succession of family business has become the topic most often
investigated within the family business (FB) research. As we would like to under-
stand the phenomena we need to recognize its specificity, mechanism of operation,
determinants and consequences. In this case, a range of determinants of the pro-
cess has been investigated so far. But, the flood of publications seems to focus on
specific issues, leaving aside some important aspects of the problem.

Research aims. The purpose of the research is to summarize up to date knowl-
edge on the determinants of the succession, and identify possible gaps in research,
and thus potential areas for future inquiry. We concentrate on the culture pre-
vailing in the community the firms operate in as a potentially significant factor
determining the behavior of players involved in succession.

Methodology. The discussion undertaken in the paper is theoretical, based
on deduction. The determinants of the process of succession are synthetized on
the base of literature review. As there is no succession without successor, we con-
centrate on the younger generation perspective and try to cover the complexity of
the issues involved.

Findings. We show important gaps in the research on family business succession,
and point at culture embeddedness of the businesses, and the large promising
area of intercultural comparative studies for our understanding of succession. We
also indicate the legitimacy of a broader view on management issues by setting
the problems in a specific cultural environment. The synthesis suggests the ne-
cessity of research on cultural determinants of succession, based on comparative
analysis of cases from different cultural background. Moreover, it rises doubts if
regularities of an organization operations observed in one cultural background
would have universal value.

Keywords: family firms, succession, successors, national culture, next genera-
tion, commitment, intergenerational communication.
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INTRODUCTION

The aim of the study is to diagnose our knowledge on the role of com-
munity culture on the successor’ approach to family business (FB).
It is an element of broader examination of the succession in family
firms that has become the most investigated issue of FB activities.
The literature survey is to provide a conceptually sound framework
to develop our understanding of cultural determinants of succes-
sor’s commitment to family business.

Drawing on the existing literature, we can say that perspective
of next generation is very important for the succession in FB. No
wonder the investigations of the successor-related factors have been
quite numerous. And, quite many elements of the successor readi-
ness for the succession have already been identified. And, although
it is widely recognized in social sciences that examinations of both
internal and external factors are necessary for understanding any
subject, there is still not enough research on the impact of the out-
side determinants on the process of succession, the willingness of
the successor included (Karima & Habib, 2012). So, in order to gain
a deeper understanding of successor approach to family business we
try to include cultural embeddedness of FB operations into the re-
search on succession. Having in mind the problems with operation-
alization of the cultural aspects of business operation, we also search
for the methods of investigation that would potentially bring both
theoretically and practically sound conclusions.

THERE IS NO SUCCESSION WITHOUT SUCCESSOR

The matter of succession has long been an area of interest in the FB
literature (Barnes & Hershon, 1976; Handler, 1994; Kuratko et al.,
1993; Marjanski & Sulkowski, 2011; Ward, 2011). The perspective of
the next generation on taking over family business is quite popular
in FB research. It is commonly recognized that successor is an im-
portant stakeholder and he/she must effectively interact with oth-
er participants (e.g., family members, current incumbent, employ-
ees) in order to ensure support and understanding (de Pontet et al.,
2007). Many researchers have suggested a number of desirable suc-
cessor attributes that might be important for effective succession.



Cultural Embeddedness of Family Business Succession. The Perspective of Next Generation 9

Venter, Boshoff and Maas (2005) in their study on successor-related

factors in small and medium FB pointed at three groups of main fac-

tors determining succession:

1. the preparation level of the successor (readiness);

2. the willingness of the successor to take over the business;

3. the quality of the relationship between the incumbent and
successor.

Such a simple delimitation goes back to the classic elements de-
termining manager’s behavior: ability and propensity (Ansoff, 1984).
Le Breton-Miller, Miller and Steier (2004) also proposed two major
successor-related factors determining successful succession: succes-
sor abilities and successor motivation. The third point would be spe-
cific to FB as it corresponds with the interpersonal relations within
family and business (Venter, Boshoff & Maas, 2005).

The preparation level of the successor (readiness)

For an effective FB succession, a potential successor should have
abilities to meet the strategic plans of the business such as education,
technological skills, managerial skills, and financial management
skills (Brockhaus, 2004; De Massis et al., 2008). The readiness of
the successor — defined as a preparedness, ability or competences
of the successor and/or successor capability in terms of competence
and experience is the term that is used to describe the desirable fea-
tures of a successor (Déniz Déniz & Cabrera-Sudrez, 2005; Sharma
& Rao, 2000). There are many other elements of successor readiness,
such as: training received from the incumbent, work experience
(outside the firms) and entry level position (Amran & Ahmad, 2010;
Brockhaus, 2004; Chaimahawong & Sakulsriprasert, 2012; De Mas-
sis et al., 2008; de Pontet et al., 2007; Morris et al., 1997; Pyromalis
& Vozikis, 2009; Sharma & Rao, 2000; Sharma, 2004; Van der Mer-
we et al., 2009; Venter et al., 2005; Wiecek-Janka et al., 2015).
Personality also plays an important role in the process of fam-
ily business succession. According to Robbins and Judge (2012,
p. 169), “personality refers to enduring characteristics that de-
scribe an individual’s behavior”. There is a long list of desirable
successor attributes and personality characteristics: creativity,
independence, integrity, intelligence, self-confidence, entrepre-
neurship and/or propensity to risk taking (Amran & Ahmad, 2010;
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Brockhaus, 2004; Chaimahawong & Sakulsriprasert, 2012; Chris-
man et al., 1998; de Pontet et al., 2007; Griffeth et al., 2006; Han-
dler, 1994; Lambrecht, 2005; Sharma, 2004; Sharma & Rao, 2000;
Van der Merwe, Venter & Ellis, 2009). De Massis, Chua and Chris-
man (2008) also pointed at the importance of the character and
values based on integrity are the most important attribute of a po-
tential successor. In their quantitative study, Chaimahawong and
Sakulsripraert (2012) show that personal factors have the high-
est impact on the succession process in the family business with
the impact level of 0.469.

The willingness of the successor to take over the business

There are quite many elements that make up a propensity of a suc-
cessor to take over the family business. The will and commitment,
motivation and personal needs of a successor — all are being consid-
ered as important in the process of family business succession (Chris-
man et al., 1998; De Massis et al., 2008; Georgiou & Vrontis, 2013;
Morris et al., 1997; Pyromalis & Vozikis, 2009; Sharma & Rao, 2000).

The idea of commitment has been always important in the hu-
man resource literature (Meyer & Allen, 1991). Meyer and Hersco-
vitch (2001), Bozer, Levin and Santora (2017) define commitment
as a force, and/or frame of mind that that compels an individual
towards a course of action aiming at one or more goals. Commit-
ment is defined also as active participation in accomplishing tasks
(Wiecek-Janka et al., 2015). From the theory of organization we
know that employees want to remain in an organization, believing
that it is the right thing to do, that they are happier, more satisfied,
more self-directed, healthier, more engaged and more willing to ex-
ert discretionary effort on behalf of the organization than when they
are uncommitted or feel that they have to remain (Meyer & Allen,
1991). A family’s commitment to the business refers to the extent
to which family members desire the perpetuation of the business
in the family (Sharma, Chrisman & Chua, 2003; Sharma & Irving,
2005). Commitment is also defined as successor’s willingness to take
over the business (Déniz Déniz & Cabrera-Suarez, 2005; Goldberg,
1996; Nordqvist et al., 2013; Venter et al., 2005).

Sharma and Irving (2005) identified four types of successor’s will-
ingness, depending on the background:
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+ affective — based on desire (a perceived desire arising from
the identification with the family needs),

* normative — based on obligation, based on tradition and/
or under pressure (a perceived sense of obligation towards
the family),

+ calculative — based on opportunity costs (a perceived sense of
opportunity costs involved),

+ imperative — based on need (a perceived need due to a lack of
alternative career choices).

The most popular usage of the term “commitment” is consistent
with affective commitment. It has the strongest positive correlation
with desirable work behaviors, followed by normative commitment
(Birley, Ng & Godfrey, 1999; Cabrera-Suarez & Santana, 2012; Zell-
weger et al., 2011).

The next generation’s commitment is an essential condition
for effective succession (Barach & Ganitsky, 1995; Cadieux, 2007;
Helsen et al., 2017; De Massis et al., 2008; Dyck et al., 2002; Evert
et al., 2015; Morris et al., 1997; Pyromalis & Vozikis, 2009; Shar-
ma et al., 2003; Sharma et al., 2001; Sulkowski, 2005; Venter et al.,
2005). Chrisman, Chua and Sharma (1998) concluded that integ-
rity and commitment to business were considered the most essen-
tial attributes of successors. Cabrera-Suarez and Martin-Santana
(2012) stated that commitment of the successor is more important
for the success than technical skills. The quantitative results proved
that the successor’s commitment to take over the ownership of
a family business positively affects the succession process in terms
of satisfaction (p-value 0.047) and effectiveness (p-value 0.05) (Py-
romalis & Vozikis, 2009). It is because committed successors show
willingness to develop a professional career in FB (Cabrera-Suarez
& Martin-Santana, 2012; Sharma & Irving, 2005; Venter et al.,
2005). On the other hand, a reluctant successor may not co-operate
in the leadership transition (Goldberg & Wooldridge, 1993) and mis-
alignments of the successor’s career interests with the business will
increase agency costs (Eisenhardt, 1989; Sharma et al., 2001).

Moreover, the motivation of the successor is also important for
the results of the succession (Barry, 1975; Cespedes & Galford,
2004; Chrisman et al., 1998; Dumas, et al., 1995; Goldberg & Woold-
ridge, 1993; Le Breton-Miller et al., 2004; Neubauer, 2003; Venter
et al., 2005). Motivation refers to “the process that account[s] for an
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individual’s intensity, direction and persistence of effort towards
attaining a goal” (Robbins & Judge, 2012, p. 236).

To ensure effective succession it is important that the personal
needs of a successor are in line with that of the business (Venter
et al., 2005). The business must meet the needs of the successor’s life
stage, lifestyle and available alternative sources of employment
(Griffeth et al., 2006). As Stavrou (1999) says, successor’s intentions
to join or not the family business were related to individual needs,
goals, skills, and abilities. Therefore, the readiness of the successor
and his/her willingness to take over the business are interrelated
(Bozer et al., 2017).

The quality of the relationship between the incumbent
and successor

The importance of the quality of the relationship between the in-
cumbent and successor to the process of the family business succes-
sion is well recognized (Cabrera-Suarez et al., 2001; Chaimahawong
& Sakulsriprasert, 2012; De Massis et al., 2008; de Pontet et al.,
2007; Georgiou & Vrontis, 2013; Goldberg, 1996; Griffeth et al.,
2006; Handler, 1992; Kelly et al., 2000; Malone, 1989; Sutkowski,
2005). Even though each family member — the spouses, parents,
adult children, and other relatives, has a role to play in the process
of family business succession, the founder performs multiple roles
in governing and managing the family business and he/she makes
the most important executive decisions, also for the succession.
The literature suggests that harmony, consensus and the quality of
the relationship between the incumbent and the successor are all
essential for the succession.

All the above mentioned, successor related factors have been
identified as important for the succession in FB. The common fea-
ture of the methodology applied in this kind of investigations is that
we receive a kind of list of requirements or expectations determining
a successful succession. In such a demanding approach, the mecha-
nism and/or the background of occurrence of specific conditions usu-
ally remains outside the area of examination.
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MULTI-LEVEL MODELS OF SUCCESSION

As the canons of general systems theory suggest (Von Bertalanffy,
1972), the interconnectedness of related subsystems is critical to un-
derstanding the overall system functionality. This approach justifies
the inquiry of all the possible factors that might influence the suc-
cessor’s approach to FB. Here, following the classic Kotler and Arm-
strong (2011) approach we can point at macro-environment that con-
sists of demographic, economic, technological, political and cultural
factors as well as to natural forces. As the external environment
factors are as a rule uncontrollable, it poses a special challenge for
the firm as it cannot modify them but has to take them in to account
in its operations.

Drawing from the existing literature some external elements
that might be important for the successor willingness to take over
a business can be identified. Le Breton-Miller, Miller and Steier
(2004) have agreed that there are quite many important factors that
operate indirectly and may be uncontrollable. They built a unique
model in which the relations between family context, social context,
industry context, the successor and incumbent have been intercon-
nected. Handler (1994) have constructed 4-level concept of approach
to succession: the individual level, the group level, the firm level,
and the environmental level. The individual level considers person-
al attributes, attitudes, perspectives, behaviors and expectations.
The group level focuses on the relationships and influences of family
members on the succession. The firm level deals with the interaction
of ownership transfer and/or succession on firm level dimension. En-
vironmental level examines the external environment which influ-
ences business operations. In their model of succession, De Massis,
Chua and Chrisman (2008) include the following factors: individual,
relation factors, financial and cultural context. The latest category
“...includes factors associated with changes in the economic environ-
ment in which the family business operates” (De Massis et al., 2008,
p. 190). Chondrakis, Sigalas, Zaharopoulos and Vozikis (2006) sum-
marize factors affecting succession mentioned in the literature.
And, among fourteen market factors — competition and uncertainty
of the environment — are the only external aspects, mentioned as
the last one. Cultural influence in the model is pointed out indirectly
as a culture of organization.
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The above attempts to include the entirety of the factors that can
shape the succession process, point at necessity of complex approach
to the issue. What is more, in all those models the external environ-
ment factors are more or less identified with the market/industry
influence, whereas the macro environment element is considered
indirectly.

THE INFILTRATION OF FB RESEARCH WITH VARIOUS
ASPECTS OF CULTURE

The idea that culture is a central ingredient of economic behavior
goes back to at least Max Weber (1905) who in his classical work
argued that cultural background could be a powerful force behind
the economic development. Hofstede (1980) defines culture sim-
ply as “the collective programming of the mind which distinguishes
the members of one human group from another... [and] includes sys-
tems of values”. Hofstede also says that people build organizations
according to their values, and societies are composed of institutions
and organizations that reflect the dominant values within their cul-
ture. The latter is responsible — among others, for motivation that
influences behavior of individuals in a group. As culture determines
preferences of an individual it also affects the economic behavior of
the individual as the choice is a fundament of economic activity. Hof-
stede encouraged scientists to explore more than one level of social
reality. And, in the research on organizational behavior close atten-
tion has been paid to the issues of individualism and collectivism,
composing one of the six cultural dichotomies defined by Hofstede.
The relation between the above aspects of culture in management is
still one of the key problems that remain unsolved (Sutkowski, 2008).

Following the approach to culture applied in management stud-
ies (Kostera, 1996; Sutkowski, 2008; Thompson & Luthans, 1990) we
can point at the culture as an internal variable (organizational cul-
ture). It arises as an effect of the organization’s operation and the re-
search concerns mainly its creation and development, typology and
relationships with the effectiveness of the entire organization (Sul-
kowski, 2008). It has already been stated that the organization-
al culture of family firm plays an important role in determining
the success of the business beyond the first generation (Dyer, 1988;
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Sutkowski, 2013). The culture is also an external variable as it re-
fers to national styles of management and the regional/local embed-
dedness of FB activity. As Ward (2000) says, national culture has
a unique impact on the family that formulate the concepts of family
business ownership and management.

In management studies the external embeddedness of an organi-
zation is often identified within context” that refers to the settings of
the phenomenon of interest (Cappelli & Sherer, 1991; Johns, 2006).
An organization or a family is a context for an individual. Similar-
ly, economic, political, social, geographical, technological and cul-
tural environment provide background for an enterprise. At a micro
level, the business culture may deceive or encourage the successor
to take over the business. At a macro level, the national or regional
culture, demographics, education etc. may affect the succession as
well. Nordqvist, Wennberg, Bau and Hellerstedt (2013) state that
studying the context of FB can enrich our knowledge on particular
elements of business operation, succession included. Agarwal, Ku-
mar and D’Souza (2016, p. 55) concluded their meta-analysis on ca-
reer choice in FB: “(...) there are still areas of potential research like
contextual studies for India, understanding of the relevant factors
influencing career choices, impact of socio-cultural factors, impact of
societal influence on individual preferences, and even primogeniture
with the increased influence of women in family businesses” .

The issue of cultural determinants of successor commitment
could draw some lessons from the literature on entrepreneurship.
The latter is extremely rich as far as culture understood as a de-
terminant of entrepreneurial behavior is concerned (Glinka, 2008).
Numerous individual and external factors have already been iden-
tified. There are some similarities here with the issue of carrier
choice, as the latter is determined by three factors (Dyer, 1986;
Kibler, 2013): individual (demographic and psychographic); social
(family support, culture) and economic factors. And there is an

* The cultural background of the organizational behavior is also present in the idea of
two cultural paradigms (contexts): high and low, as introduced by Hall (2003). He builds
the dichotomy on the social structure and communication within society. In high cultural
context, with non-verbal communication and identification with a group of people as the fun-
daments of social structure, interpersonal relations become of key importance for decision
making and business operation. In low cultural context, the formal relations and open ver-
bal communication and dominates economic decisions and business. Professional activity is
separated from informal relations.
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extensive literature on the subject of national approach to entre-
preneurship, starting from Inglehart (1988) and numerous stud-
ies based on quantification of cultural characteristics of nations
(Bakiewicz, 2018; Tripopsakul, 2018) that delineate entrepreneur-
ial differences between notions.

The investigation on specificity of FB constitutes the core of fam-
ily business research if only because it justifies the treatment of
the population as a separate research object. No wonder the topic
has been widely studied, and as a result, the interrelations between
family culture and business operations are quite easily recognized.
(Marjanski & Sutkowski, 2019; Sutkowski, 2013). It has already been
shown that cultural values of a country/region lead to the diversity
of the operations of family firms worldwide, succession planning and
proceeding included. Numerous studies have supported the hypoth-
esis on the important impact of culture prevailing in the local envi-
ronment on the decisions undertaken in FB, so it is clear that family
has significant role in imprinting its culture on the FB culture (Boz-
er et al., 2017; Kepner, 1983). The comparative analysis of FB in dif-
ferent countries has confirmed the potential of such investigations.
Schmitt and Frese (2011) have found clear differences between fam-
ily involvement onto FB in China and Germany. The specificity of
family culture in Asia and the regional differences have been iden-
tified as having large potential to enrich our knowledge on cultural
background of FB activities (Sharma & Chua, 2013). Similarly, Bir-
ley, Ng and Godfrey (1999) have argued that culture affects the atti-
tude of the owner towards involving the family in the business.

CULTURE IN THE RESEARCH ON SUCCESSION

As far as succession is concerned we know that culture infiltrates
the firm operations through the family relations and in this way —
indirectly determines the process of succession (Aronoff & Ward,
2011). We know that the more cohesive and adaptable the family
culture, the greater the probability of the family accepting the suc-
cession change (Lee, 2006), changing values of the younger genera-
tion reflects their commitment to FB (Safin, 2007) and that the incor-
poration of cultural factors into decisions relating to the succession
increases the chances of successful intergenerational transfer (Boyd
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et al., 2014). Pawlak (2014) found that entrepreneurial experience
of a family and the image of an entrepreneur in a community are
important for successors commitment to FB.

Relatively, much attention in FB literature on succession has
been devoted to the issue of gender and birth-order as cultural
factors that might shape to process of succession (Hadry$-Nowak
& Wiecek-Janka, 2016; Harveston et al., 1997; Vera & Dean, 2005).
We know that daughters were excluded in the succession of fami-
ly business, due to the fact that male successors were usually pre-
ferred. Sometimes the eldest son — no matter his competences or
willingness, becomes the successor (Amran & Ahmad, 2010; Stav-
rou, 1999; Schroder et al., 2011; Tatoglu et al., 2008). What is more,
due to the modernization and/or professionalization of FB, either
daughters or younger sons are now selected for succession more
often than in the past (Amran & Ahmad, 2010; Brockhaus, 2004;
Sharma & Rao, 2000; Stavrou, 1999). Chrisman, Chua, and Shar-
ma (1998) have discovered that gender and birth order were ranked
the least important for succession.

There is extensive research that describes the influence of nation-
al cultures on succession attitudes (Kuratko et al., 1993; Lee et al.,
2003), tendencies to adopt succession plans (Goto, 2006; Howorth
& Ali, 2001) and prevalence of successful successions (Afghan
& Wiqar, 2007; Levenburg et al., 2003; Mierzal et al., 2017). The dif-
ferences in succession planning, process and satisfaction are being
partly explained here by various cultural factors such as individual-
ism, risk averseness and long-term orientation.

De Alwis (2016) has discovered that in Sri Lanka, where Buddhist
and Hindu cultural environments prevail, people tend to concen-
trate on religious work as they become older, which favors smooth
transfer of ownership in FB. Royer, Simons, Boydand and Rafferty
(2008) argue that Japanese culture promotes the idea of transform-
ing individuals into family insiders to enable an occurrence of inter-
nal succession. In contrast to Anglo-American cultures, in Portugal,
less educated, less experienced, and less qualified sons are preferred
over better educated daughters (Howorth & Ali, 2001). Zellweger,
Sieger and Halter (2011) claim that in Hungary, the founder option
is preferred to any other careers; in Germany, the employment op-
tion is preferred to succession; and in New Zealand, a career path is
strongly preferred. Morck and Yeung (2003) state that family firms
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in the formerly planned economies of Central and Eastern Europe
may differ from American and Western European family businesses.
Decker, Heinrichs, Jaskiewicz and Rau (2017) identified the influ-
ence of cultural background on the next generation’s interest in tak-
ing over the business in South Asian family businesses. In Chinese
family business transitions, Confucian values, e.g., respectful fami-
ly relationships are related with stronger acceptance of succession
decisions (Yan & Sorenson, 2006). Mierzal, Ritz, Torres and Berg-
feld (2017) have discovered differences in planning, process and
long-term effects of succession between FB in Mexico and Germa-
ny. The visible variances in the successor’s approach to taking over
the FB have been identified. The dissimilarities have been associat-
ed also with cultural differences.

The aforementioned research belongs to a narrow group of stud-
ies that try to combine the successor’s approach to the business
with particular cultural characteristics of the community they op-
erate in. What is missing in them is quite a common practice in suc-
cession research of referring to external, cultural or macroeconom-
ic factors which can potentially explain what could not have been
demonstrated in the study. The difficulty may arise from the fact
that “Culture is a concept that is ‘burdened’ theoretically and em-
pirically. It creates a vast ‘family of words’, which makes opera-
tionalization very difficult” (Sutkowski, 2008, p. 9). In fact, while
culture foundation is widely accepted, research aimed at identify-
ing specific mechanisms and the relationship between culture and
succession is still rare.

CONCLUSIONS

As we tighten the loop on the research on the successor-related fac-
tors, we manage to identify an important niche in our understand-
ing of the problems regarding succession. Mainly, our knowledge
on the mechanism of both operation and importance of culture as
a determinant of successor approach to FB is highly unsatisfactory,
which is not because not enough research that has been performed
in the matter. This is all the more surprising since cultural refer-
ences in succession literature are very often referred to. However,
the issue is rarely analyzed in detail. In other words, culture is one
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of the external elements that are often referred to in the subject
literature, but they are rarely incorporated into the investigation
in a considerate manner.

Moreover, a vast majority of the published work on firm succes-
sion are single-region or single-industry studies and they investigate
the succession in Anglo-Saxon countries most often. The importance
of cultural embeddedness provokes reservations about possible
generalization across countries. It implies our doubts on whether
the mechanisms identified in one country might also work in others.
It seems that future research should aim at enrichment of our under-
standing of cultural background of succession even if only because it
might generate a need of making certain adjustments in the ways
succession process is prepared.
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KULTUROWE UWARUNKOWANIA SUKCESJI W FIRMACH
RODZINNYCH Z PERSPEKTYWA NASTEPCOW

Abstrakt

Tlo. Sukcesja to najczesciej badane zagadnienie dotyczace firm rodzinnych. Wia-
domo, ze by poznaé¢ dane zjawisko musimy zrozumie¢ jego specyfike, mechanizm
dziatania, uwarunkowania 1 konsekwencje. W odniesieniu do sukcesji jak dotych-
czas intensywnie badano uwarunkowania tego procesu, z tym, ze gtéwny nurt do-
ciekan zdaje sie koncentrowaé¢ na okreslonych zagadnieniach i pomijaé¢ niektore
istotne aspekty tego problemu.

Cele badawcze. Celem niniejszego badania jest synteza dotychczasowej wiedzy
o uwarunkowaniach sukcesji oraz identyfikacja ewentualnych luk w badaniach,
a tym samym potencjalnych obszaréw przysztych badan, Dociekania koncentru-
ja sie na kulturze, w obrebie ktérej funkcjonuja firmy jako potencjalnie istotnym
czynniku determinujacym zachowanie aktorow zaangazowanych w proces sukcesji.

Metodologia. Dyskusja zaprezentowana w artykule ma charakter teoretyczny
i jest oparta na dedukcji. Determinanty sukcesji sg poddane syntezie na podsta-
wie dotychczasowych badan tego zagadnienia. Jako ze nie ma sukcesji bez sukce-
sora, badanie jest realizowane z uwzglednieniem perspektywy mtodszego pokole-
nia, tak by uwzgledni¢ kompleksowy charakter badanego zjawiska.

Kluczowe wnioski. W efekcie przeprowadzonych studiéw zidentyfikowano istot-
ne luki w dotychczasowych badaniach sukcesji w firmach rodzinnych w obszarze
uwarunkowan kulturowych oraz wskazano na zasadno$é prowadzenia miedzykul-
turowych studiéw poréwnawczych dla poznania procesu sukcesji. Wyniki badan
maja réwniez swoje szersze konsekwencje, bowiem potwierdzaja mozliwo$é r6zni-
cowania zachowan organizacji w zaleznoéci od uwarunkowan kulturowych i tym
samym podwazaja uniwersalny charakter stwierdzen opartych na badaniach re-
alizowanych w okreslonej kulturze.

Stlowa kluczowe: firmy rodzinne, sukcesja, sukcesor, kultura narodowa, mltode
pokolenie, zaangazowanie, komunikacja miedzypokoleniowa.



