The impact of parental emotional support on the succession intentions of next-

generation family business members

Abstract

Drawing on social cognitive theory, this study investigates the influence of family business
owners as parents on the succession intentions of their children. Measures of parental emotional
support, entrepreneurial self-efficacy, and affective commitment are applied to predict
succession intentions. We test our research model on an international sample of 21,525 sons
and daughters of family business owners. The results suggest that parental emotional support
positively influences succession intentions and is mediated by two cognitive factors:
entrepreneurial self-efficacy and affective commitment to the family business. The results also
suggest interaction effects of gender and birth order on succession intentions. This study offers
important theoretical and practical insights into the aspirations of next-generation members of

family businesses.
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Introduction

Family business scholars have long sought to understand firm continuity across generations
(Cruz et al. 2013; Gagné et al. 2019; Long and Chrisman 2014). The successful transition of
the business from one generation to another is an integral prerequisite to firm continuity
(Nordqvist et al. 2013). Nurturing a transition requires the commitment of both incumbent and
next-generation members, and the failure to engage next-generation members and embrace
their succession intentions can place the survival of the family business in jeopardy (Garcia et
al. 2019). Next-generation succession intentions—the desire to pursue a leadership role in the
parental firm (Zellweger et al. 2011, 521)—often only materialize when next-generation
members are both willing and able to contribute to firm continuity (De Massis et al. 2014). Yet,
despite the importance of intra-family succession, global studies show that succession
intentions among next-generation members are low, creating a succession crisis (Sieger et al.
2016; Zellweger 2017). Given that the family business is the dominant form of organization
worldwide (Cruz and Hamilton 2022), low succession intentions are alarming for incumbent
and next-generation family business leaders.

Despite a succession crisis, scholars have accumulated little insight into the drivers of
succession intentions among next-generation family members (Suhartanto 2022; Zellweger
2017). This lack of a theoretical understanding of next-generation members’ succession
intentions is due to the ‘skew of family business literature toward incumbents rather than next-
generation members’, and a focus in the succession research on ‘firm level processes and
outcomes rather than on individual or family level predictors’ (Garcia et al. 2019, 225).
Theoretical insights on the impact of parental behaviours on their children’s intentions to
pursue a career in the family business remain limited (Garcia et al. 2019). This is especially
important as parental behaviours and attitudes related to their children’s choice of career can

intensify or diminish succession intentions (Schroder and Schmitt-Rodermund 2013).



Families, and more specifically parental behaviours, matter to children as they
constitute an important part of the environment for a child’s cognitive development (Bandura
1999). Parents as social influencers convey information and trigger emotional reactions
through modelling, instruction, and persuasion (Garcia et al. 2019). These emotional responses
to stimuli can manifest as internal subjective feelings experienced and interpreted cognitively
by an individual (Ashkanasy and Dorris 2017). A family’s emotional climate has an impact on
children’s career planning, vocational identity and career decision making self-efficacy
(Hargrove et al., 2005). Similarly, the career choice intentions of those born into a family-
owned business are often a manifestation of the experiences they encounter growing up in this
context (Schroder and Schmitt-Rodermund 2013; Suhartanto 2022; Zellweger, Sieger and
Halter 2011). Despite the importance of parental behaviours on career choice, there is a dearth
of understanding of how the succession intentions of next generation members are influenced
by the emotional support of their parents.

To address this void in the family business literature, this study is guided by the
following research question: To what extent does parental emotional support affect the
succession intentions of next-generation members of the family business owners? We draw
upon social cognitive theory to explore the effect of parental behaviours on the succession
intentions of the offspring of the family business owners (Garcia et al. 2019). We examine the
effect of parental emotional support via two individual-level cognitive factors: the next-
generation family member’s entrepreneurial self-efficacy, and their affective commitment to
the family business. Furthermore, building on the propositions of Gimenez-Jimenez et al.
(2021), in our post-hoc analysis, we investigate the interaction effects of gender and birth order
to ascertain whether the proposed relationships are affected by the confluence of these factors.

This study makes a number of important contributions to the literature. First, by

extending social cognitive theory to the family business context, this study advances our



theoretical understanding of how parental emotional support influences the intentions of next-
generation members to engage in the family business. Second, the findings further substantiate
the use of entrepreneurial self-efficacy in the family business context, as results indicate its
mediating effect on the relationship between parental emotional support and succession
intentions. Third, our results suggest that parental emotional support plays an important role in
the development of next-generation members’ affective commitment, which in turn affects
their succession intentions. The fourth contribution of this study is the post-hoc examination of
the sibling birth order and gender effects in the relationship between parental emotional support
and succession intentions. Although the eldest sibling may not always be the best choice for a
leadership position (Calabro et al. 2018), primogeniture has persisted as a mode of succession
(Griffeth et al. 2006). Many studies have examined sibling relationships at the microsystem
level, predominantly focusing on how the immediate social context (e.g., the family
environment) shapes sibling dynamics within Western cultures (see McHale et al. 2013). This
study offers rich insights into how sibling birth order influences succession intentions. Finally,
this study assists in the growth of more gender-specific theorization in the context of family

business succession (Hytti et al. 2017; Nelson and Constantinidis 2017).

Theoretical background and hypotheses development

Affect refers to lasting positive or negative emotional experiences (Gooty et al. 2010) and is
linked to the affective domain, which represents a wide range of phenomena, including
“feelings, emotions, moods, motivation, and certain drives and instincts” (Corsini and Ozaki
1994, 36). Emotions, then, are considered to be more transient, context specific, responses to
an event or entity, and can stem from social interactions (Gooty et al. 2010). However, while

there has been much discussion about the constructs relating to emotion (particularly passion)



in entrepreneurship literature (Cardon et al. 2009; Garcia et al. 2015), less is known about the
interplay of both emotion and affect on the succession practices of family businesses.

Social cognitive theory provides a suitable theoretical underpinning to study affect and
emotion within this context. According to social cognitive theory, an individual’s expectations,
beliefs, and cognitive competencies are developed and modified by social, contextual, or
environmental influences (Bandura 1986; 1999). These influences operate as interacting
determinants of one another, with the theory placing special emphasis on ‘cognitive, vicarious,
self-regulatory, and self-reflected processes’ as the determinants of personal psychosocial
functioning (Wood and Bandura 1989, 362). Individuals are both ‘products and producers of
their environment’ (Wood and Bandura 1989, 362), and the bi-manifestation of the subsequent
person—environment interaction is the individual actor’s behaviour or intentions (Garcia et al.
2019). Within this theory, behaviour is held to be determined by four factors: goals or
intentions, outcome expectancies, self-efficacy, and socio-structural variables. While the
earlier research of social cognitive theory focused mainly on these four factors and the internal
cognitive process (Bandura 1982), later studies and theoretical contributions have explored a
number of distal aspects of social cognitive theory, embracing the contextual aspects which
influence social cognition and resultant action.

Derived directly from social cognitive theory (Bandura 1986) and integrating aspects
of our understanding of career self-efficacy (Hackett and Betz 1981), we consider many of the
propositions of Lent et al. (1994) of relevance to our study. While retaining the major
constructivist assumptions and theories of the seminal work of Bandura, the propositions held
within Lent’s extension of social cognitive career theory focus on specific cognitive factors
pertaining to vocational choice and action. As such, this conceptualisation is fitting for the
academic student perspective from both a theoretical and empirical perspective (Lent et al

2002; Sheu and Bordon 2017). In turn they extend consideration to the wider external factors,



noting the interplay of cognitive, personality, affective, and environmental variables in
understanding complex behaviour (Sheu and Borden 2017).

Our study examines the influence of the parent—in relation to their provision of
tangible emotional support—on the child’s perception of their environment, and the
implication that this serves to their intentions to then take over the family business. Recently,
Garcia et al. (2019) drew on social cognitive theory to offer a theoretical explanation of the
career choice intentions of next generations in family businesses. They argue that succession
intention is a behaviour which is thought to be affected by self-efficacy and commitment, and
self-employed parents can influence their children’s self-efficacy and family business
commitment by providing emotional support and encouragement. Figure 1 represents the
overarching logic of our study.

[Insert Figure 1 Here]

Similar to the works of Lent and Brown (2005) and Verbruggen and Sels (2010), the outcome
expectations variable was omitted from our empirical model. Theoretically and empirically,
the link between entrepreneurial self-efficacy, outcome expectations, and intentions has been
found in past studies, offering support to the proximal (Bandura) model of social cognitive
theory (Kassean et al. 2015; Pfeifer et al. 2016). Bandura (1986) notes that between outcome
expectations and self-efficacy, self-efficacy is the more influential determinant on behaviour,
while Lent et al. (1994) also suggest that during interest formation, outcome expectations may
be partly determined by self-efficacy. Instead, affective commitment is studied as a mediator
in our model, as a construct which has previously been linked to social cognitive theory
(Conklin et al. 2013), which we believe aligns with this study of the affective processes

underpinning succession intentions.



Effect of parental emotional support on succession intentions

The vocational interests of children are deeply rooted in the family environment (Bloemen-
Bekx et al. 2019). Prior research highlights the integral role parents play in nurturing,
informing, and supporting their children’s career choices (Sawitri et al. 2014; Whiston and
Keller 2004). Perceived parental control and influence has been shown to influence children in
their choice of career path, which includes founding one’s own firm, assuming a leadership
role in the family business, or working outside the company (Schrdder et al. 2011). Recently,
Jaskiewicz and colleagues suggested that the overlap between family and business, and the
sharing of stories about and insights into the past, can increase understanding of business
activities and help imprint the family’s entrepreneurial legacy (Jaskiewicz et al. 2015). While
parental attitudes towards entrepreneurship aspirations and career-specific behaviours can
positively influence succession intentions (Schroder and Schmitt-Rodermund 2013; Suhartanto
2022; Zellweger 2017), perceived and experienced conditions—such as a parent’s long
working hours, absence from family life, and personal sacrifice to ensure business continuity—
may also be detrimental to succession intentions (McMullen and Warnick 2015; Zellweger et
al. 2011).

Emotions-based research within the family business domain highlights the influence of
emotions between family members on business decisions (Bertschi-Michel et al. 2020;
Shepherd 2016). Emotional support within a family can lead to increased family cohesion,
which is associated with general benefits such as a more collectivistic orientation, unselfish
behaviours, and the sharing of sensitive information (Edelman et al. 2016). Parental supports,

including encouragement, advice, and help related to children’s vocational interests, contribute



to the development of a self-determined motivation to join the family business (Schréder and
Schmitt-Rodermund 2013). Hence, we hypothesize the following:
Hypothesis 1: Parental emotional support positively affects the succession intentions

of next-generation family business members’

Mediating effects of entrepreneurial self-efficacy and affective commitment to the family
business

Entrepreneurial self-efficacy, defined as an individual’s confidence in their ability to engage in
entrepreneurship and perform entrepreneurial activities successfully, is rooted in social
cognitive theory (Chen et al. 1998; Lent et al. 1994; Newman et al. 2019). When individuals
receive positive feedback and realistic encouragement, it can reinforce their perceived
capability of performing a particular task (Wood and Bandura 1989). Thus, a socialization
process which involves reflective appraisal of the individual’s behaviour by relevant or
significant individuals or groups (i.e., a parent or guardian) can aid in the building of self-
identity (Carr and Sequeira 2007) and task-specific self-efficacy. Social cognitive theory aids
our understanding of human actions or the intention to act, which is influenced by cognitive
factors such as self-efficacy (Bacq et al. 2017). In turn, these cognitive factors are influenced
by both objective and subjective environmental factors (Lent et al. 1994; Tran et al. 2016). As
such, extant research has indicated that entrepreneurial self-efficacy is an important
determinant of entrepreneurial intentions (Carr and Sequeira 2007; Lanero et al. 2015) and is
considered to affect both the strength of intentions and the likelihood that those intentions will

result in entrepreneurial actions (Rauch and Frese 2007).



Research examining the drivers of entrepreneurial self-efficacy draws on social
cognitive theory to explain how it can develop through mastery experiences, vicarious learning,
social persuasion, and physiological states (Newman et al. 2019). Social persuasion can
develop or strengthen an individuals’ self-efficacy beliefs when it involves positive feedback
and realistic encouragement, helping to convince them they are capable of performing a
particular task (Boyd and Vozikis 1994; Wood and Bandura 1989). With respect to social
persuasion, research has shown that parental emotional support is directly associated with
children’s self-esteem (Lim, You and Ha 2015). Parents act as ‘expectancy socializers’ who
greatly influence their children’s self-perceptions of academic and vocational competence
(Eccles 1994). A socialization process which involves reflective appraisal of the individual’s
behaviour by relevant or significant individuals or groups, can aid the offspring in building
their self-identities (Carr and Sequeira 2007) and their self-efficacy beliefs in performing a
particular task. Where emotional support is absent, individuals can be discouraged from
pursuing an entrepreneurial career (Dyer 1992).

Previous studies have noted the key role that parental persuasion and support has played
as a precursor of their children’s self-efficacy beliefs (Bandura 1986; Ferry et al. 2000). Lent
and Brown’s (2006a) theoretical extensions of social cognitive theory note that person inputs
(like personality and affective states) can influence self-efficacy directly and outcome
expectations indirectly. It has also been linked to career choice (Lent et al. 1994), such that
Lanero et al. (2015) recommend further inquiry into the mediating effect of entrepreneurial
self-efficacy on the entrepreneurial career choices of students.

Access to parental emotional support can increase perceptions of the feasibility and

desirability of entrepreneurship as a viable career option (Laspita et al. 2012; Shen et al. 2017),



with Bandura (1999) proposing that self-efficacy can be altered by changing emotional states.
Overbeke, Somers and Bilimoria (2015) indicate that when daughters developed a vision for
the future of the company and fathers recognized and shared their vision, daughters were more
likely to become successors. We propose that positive parental emotional support relating to
succession will positively influence next-generation members’ entrepreneurial self-efficacy.
The provision of parental emotional support has been shown to indirectly affect the happiness
of their offspring through the mediating effect of self-esteem (Lim et al. 2015). The effect of
situational factors on entrepreneurial intention is often an indirect path through personal
cognition, giving the person the scope to internalize the trigger or environmental stimulus
(Krueger et al. 2000). Related studies have found that family social support is indirectly
associated with students’ career choice through self-efficacy (Lent et al. 2003). Hence, we
hypothesize the following:

Hypothesis 2: Next-generation family members’ entrepreneurial self-efficacy mediates

the relationship between parental emotional support and their succession intentions

It is becoming increasingly apparent that affective commitment is an important part of
socio-cognition for students who are forming opinions on their chosen career. Conklin et al.
(2013) found significant relationships for students between affective commitment (to the
student’s own course/major), career self-efficacy, and outcome expectations. We consider that
this will be particularly salient in the family business context, where there are family
relationships and emotionally-laden attachments. Commitment is regarded as a psychological
state which drives an individual towards a certain course of action (Meyer et al. 2002).

Affective commitment to a business is referred to as an individual’s ‘emotional attachment to,
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identification with, and involvement’ with that business (Meyer and Allen 1991, p.67). Yet,
while the term commitment is itself intrinsically related to emotion in that it is a psychological
state that binds entities together, it may be more fitting to consider affective commitment as a
summary evaluation with both affective and belief antecedents (Ashkanasy and Dorris 2017).

According to Memili et al. (2013, 443), affective commitment is of relevance to family
firms ‘as these firms often rely on long-term involvement of family members through
transgenerational succession’. ‘Parent-founders’ can promote the affective commitment of
‘child-successors’ by fulfilling their psychological needs (McMullen and Warnick 2015 1379).
Next-generation family members perform well in family businesses when they have positive
affective commitment to the firm, and where they perceive an alignment of career interests
with the needs of the family business (Dawson et al. 2015). They may express feelings such as
affection, warmth, belonging, loyalty, fondness, and pleasure—feelings that are distinguishing
features of affective commitment (Jaros 2007)—towards both the family and the business
(Peters et al. 2012). In contexts where there is positive commitment to the family business,
next-generation family members are more likely to be satisfied with the succession process and
pursue a career in the family business (Sharma and Irving 2002). Successor commitment has
its root in the strong emotional relatedness with the family and parents who own and run the
business (Peters et al. 2012). Consistent with the arguments that a high level of affective
commitment is associated with the next-generation members’ intentions to engage in the family
business, this study explores a mediating effect of affective commitment on the relationship
between parental emotional support and succession intentions.

Parental support centred on career and succession planning—which may manifest as

conversations about career choices, encouragement to look for vocational information, giving
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advice, and offering help with career options—is thought to contribute to the development of
children’s self-determined or autonomous motivation to join the family business (Schréder and
Schmitt-Rodermund 2013). This may be because parental emotional commitment nurtures
next-generation members’ commitment to the family business (Zellweger et al. 2012). The
deep socialization that some next-generation members experience from early childhood may
contribute to the development of affective commitment to the family business (Cabrera-Suérez
and Martin-Santana 2012). Successors’ feelings of identity, business knowledge, and affection
for the family business are, to a large extent, influenced by the predecessors’ behaviour
(Cabrera-Suéarez 2005; Cabrera-Suarez and Martin-Santana 2012). Next-generation members
who feel that the family business is an important part of their sense of self typically develop a
desire to contribute to the success of the business, and may therefore decide to pursue a career
in the business (Schrdder et al. 2011). Hence, we hypothesize the following:

Hypothesis 3: Next-generation family members’ affective commitment to the family

business mediates the relationship between parental emotional support and their

succession intentions

Research methods

To test the hypotheses outlined above, we avail of the 2018 round of the Global University
Entrepreneurial Spirit Students’ Survey (GUESSS).! GUESSS has attracted significant
attention from researchers interested in student entrepreneurial intentions and beliefs (Sieger
and Monsen 2015). GUESSS collects information on students’ entrepreneurial experience and
intentions (Edelman et al. 2016). Similar to prior research using the GUESSS dataset to study

students from a family business within GUESSS (Gimenez-Jimenez et al. 2021; Zellweger et

1 GUESSS investigates students’ career choice intentions around the world. See www.guesssurvey.org.
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al. 2011), we restrict our sample to respondents who answered that their mother, father, or both
were majority owners of a business. Of the 208,237 respondents, just under 24% replied that
their parent or parents were majority owners of a business. Allowing for missing variables, our
final sample size is 21,261. One advantage of a student sample is that this cohort will provide
a prospective view on careers without retrospective bias (Lanero et al. 2016; Zellweger et al.

2011).
We estimate the following model using ordinary least squares, as follows:
SIi = ﬁlESEl + ,BZACL' + ﬁ3PESl + ﬁél-Xi + &

Our outcome of interest is a measure of succession intention (SI), which is adapted from
Linan and Chen (2009). Respondents are asked to rate their agreement with the following
statements on a scale of 1 (strongly disagree) to 7 (strongly agree): (1) | am ready to do anything
to take over my parents’ business; (2) My professional goal is to become a successor in my
parents’ business; (3) I will make every effort to become a successor in my parents’ business;
(4) 1 am determined to become a successor in my parents’ business in the future; (5) I have
very seriously thought of taking over my parents’ business; and (6) I have the strong intention
to become a successor in my parents’ business one day. Averaging the responses to these
statements gives us our measure of succession intention, which takes values from 1 (weak
intention) to 7 (strong intention). Measure reliability, as tested via Cronbach’s alpha, was high
(0.972).

To measure entrepreneurial self-efficacy (ESE), we follow Chen et al. (1998) and De
Noble et al. (1999) and create an entrepreneurial self-efficacy index, which takes values
between 1 and 7 by averaging the response to the following questions: Please indicate your

level of competence in performing the following tasks (1 = very low competence, 7 = very high
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competence): (1) Identifying new business opportunities; (2) Creating new products and
services; (3) Managing innovation within a business; (4) Being a leader and communicator; (5)
Building up a professional network; (6) Commercializing a new idea or development; and (7)
Successfully managing a business. The measure received a Cronbach’s alpha of 0.925,
indicating scale reliability.

Our measure of affective commitment (AC) draws on the work of Dawson et al. (2015).
We average the responses to the following set of questions to create an index that also takes
values between 1 and 7: Please indicate your level of agreement with the following statements
(1 = strongly disagree, 7 = strongly agree): (1) I feel as if my parent’s problems are my own;
(2) I feel a sense of belonging to my parents’ business; (3) I would be very happy to spend the
rest of my career with my parents’ business; (4) I feel emotionally attached to my parents’
business; and (5) My parents’ business has great personal meaning for me. The measure
received a Cronbach’s alpha of 0.892, indicating scale reliability.

Our final key explanatory variable is an index of parental emotional support (PES). This
measure, which was developed by Turner et al. (2003) as part of the Career-Related Parent
Support Scale, is derived from respondents indicating their level of agreement with the
following statements (1 = strongly disagree, 7 = strongly agree): (1) My parents talked to me
about what fun my future job in their business could be; (2) My parents said things that made
me happy when | learned something I might use in their business; and (3) I get excited when
we talk about what a great job | might have someday in their business. Table 1 presents
summary statistics for the variables used in our analysis. The overall Career-Related Parent
Support Scale was devised in line with the determinants of self-efficacy theory (Bandura 1986)

and was conceived to examine the effect of parental support on educational and vocational
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development using social cognitive/career theory. In our study, the measure received a
Cronbach’s alpha of 0.924, indicating scale reliability.

An exploratory factor analysis was run on the scale items, using the principal
component analysis extraction with varimax rotation and Kaiser normalisation. Four factors
were retained. Factor loadings of over 0.7 was noted across all corresponding factors, except
for one item pertaining to AC (“I would be very happy to spend the rest of my career with my
parents’ business”) which was removed from the analysis. Following this, the EFA was rerun,
and all items loaded on their factors accordingly, with a total variance explained of 78.7%
across the four main factors of the study. Next, a series of confirmatory factor analyses were
run to report the Goodness of Fit parameters of all main variables’ measurement model. They
are y2 (df) 882047.46(15), RMSEA 1.290, SRMR 0.024, CF1 0.346, TL1 0.085 for succession
intentions, y2 (df) 4546.455(2), RMSEA 0.254, SRMR 0.039, CFI 0.940, TLI 0.821 for
affective commitment, x2 (df) 8871.325(14), RMSEA 0.147, SRMR 0.041, CFI 5 0.938, TLI
0.907 for entrepreneurial self-efficacy, and y2 (df) 79628.614(3), RMSEA 0.000, SRMR 0.000,
CFI 1, TLI 1 for parental emotional support. Although some results (e.g. }2/df) are inflated by
the large sample size, the variables are considered to be within acceptable thresholds (Hair et
al., 2010). As the dependent measure, succession intentions, noted some invariance issues, also
flagged by Basco and Gémez (2022) using the GUESSS 2018 dataset, a dummy variable was
created (using a value of one if the respondents indicated they intend to take over the family
business at any point) to examine against the scale measure.

[Insert Table 1 Here]

As can be seen from Table 1, the average level of entrepreneurial self-efficacy in our

sample is relatively high, at 4.7, although the responses span the full range of possible
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outcomes. The mean values of our affective commitment and parental emotional support
indices are somewhat lower, but these indices also have higher standard deviations. Women
account for 56% of the sample, and the average respondent is 22.5 years old. Just under 29%
are the eldest child in their family and about 48% have experience working in the family
business.

We control for a vector of factors, X;, that are plausibly correlated with both succession
intention and the explanatory variables of interest. Firstly, we control for gender, age, and
whether the respondent is the oldest child (birth order dummy variable), in line with Calabro
et al. (2018). As it has been noted that the size of the respondent’s parents’ family business
(firm size, in terms of employee numbers) impacts succession intentions (Zellweger et al.
2012), we take the natural log of the number of employees reported by the respondent due to
the presence of a small number of very large firms.? To control for the extent to which the
parents are involved in the running of the business, we include a dummy variable which takes
a value of 1 if the respondent indicates that their father or mother is leading the business
operationally. We also include an index of performance that is derived from a series of
questions that ask about performance relative to competitors in the domains of sales growth,
market share growth, profit growth, job creation, and innovativeness (Dess and Robinson 1984;
Eddleston et al. 2008). We control for the respondent’s self-reported personal ownership stake
in the business, as this could plausibly be correlated with both succession intention and
perceived support of and commitment to the business. Most respondents (65%) hold no
ownership stake, 23% have a stake between 1% and 50%, 6% own 51-99%, and 7% claim to

own 100% of the business personally (perhaps reflecting a misunderstanding of the term

2 This transformation requires a small number of observations with no employees to be removed. Estimating the
models without transforming size does not change the findings, although size is insignificant.
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‘personal’). Similarly, we include a dummy variable capturing work experience in the family

business. No one in the sample was already running a business or was already self-employed.

To further alleviate concerns about omitted variable bias and unobserved heterogeneity,
this study also includes fixed effects for field of study, the sector in which the family business
operates, and the country in which the respondent completes the survey. Finally, we allow for
within-group correlation in the error terms by clustering the standard errors by groups defined
by country and sector. By conducting our analysis in this manner, the country fixed effects can
account for unobserved time invariant country level factors, such as culture. However, as our
data is not a panel, we cannot include individual fixed effects and so we refrain from making

causal claims (for details, see Fernandez-Val and Weidne 2018).

Results

Examining for normality and bias issues, all scale measures were within recommended
thresholds of skewness and kurtosis for normal distribution (Curran et al. 1996). Considering
multicollinearity, the variance inflation factor for each independent variable was within
acceptable threshold margins. Correlations among all variables used in the analyses are

reported in Table 2. Table 3 presents our main results.

[Insert Table 2 Here]

[Insert Table 3 Here]

The first three columns of Table 3 examine the importance of entrepreneurial self-
efficacy, affective commitment, and parental emotional support in isolation from each other on
succession intentions. All three are highly statistically significant and of an appreciable

magnitude (Hypothesis 1 is thus supported). The estimated marginal effect of entrepreneurial
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self-efficacy in Column 1 implies that a one-point increase in the entrepreneurial self-efficacy
index is associated with a 0.15-unit increase in the succession intention index. A one-standard-
deviation increase in entrepreneurial self-efficacy would increase the succession intention
index by 0.2 of a unit. The magnitudes of the association between affective commitment and
parental emotional support are largest. Columns 2 and 3 tell us that a one-standard-deviation
increase in the affective commitment and parental emotional support indices increases
succession intention by 0.99 units and 0.75 units, respectively. Thus, while all three variables
are statistically significant, our results point to larger roles of affective commitment and

parental emotional support in succession intentions.

Parental emotional support is hypothesized to operate on succession intention via
affective commitment as a mediator. The final three columns of Table 3 show the results of
tests for these mediating relationships. Columns 4 and 5 show that parental emotional support
is a statistically significant predictor of both entrepreneurial self-efficacy and affective
commitment. The magnitude of the relationship is larger in the case of affective commitment,
with each unit increase in the parental emotional support index associated with a 0.37-unit
increase in the affective commitment index. The final column of Table 3 includes all three of
the key explanatory variables as predictors of succession intention. The magnitude of the
association between affective commitment and succession intentions in Column 6 is very
similar to that shown in Column 2. A one-standard-deviation increase in affective commitment
is associated with a 0.84-unit increase in succession intention in Column 6, versus a 0.99-unit
increase in Column 2. The estimated coefficient for parental emotional support, however, is
halved in Column 6 relative to Column 3, while the magnitude of the association between
entrepreneurial self-efficacy and succession intention falls by an even greater degree between
Columns 1 and 6. While all three remain statistically significant predictors of succession

intention, these results support the hypotheses that parental emotional support has an indirect
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effect on succession intentions via its role in shaping entrepreneurial self-efficacy and affective

commitment (Hypotheses 2 and 3 supported).

Post Hoc Analysis

Gimenez-Jimenez et al. (2021) argue that birth order may have a moderating impact on
the relationship between family business exposure and affective commitment, but did not find
significant results in their study. Their study proposed that a gendered perspective may offer
more nuanced findings, as gender roles and norms play a large role in the career intentions and
socialization practices of children. Following the propositions of Gimenez-Jimenez et al.
(2021), this study examines the interaction effect of gender and sibling birth order to ascertain
whether the proposed relationships are affected by the confluence of these factors.

The control variables included in Table 4 point to succession intention being lower for
women but no different for eldest children compared with younger children. In Table 4, we
investigate the potential for these factors to moderate the association between succesion
intentions and entrepreneurial self-efficacy, affective commitment, and parental emotional
support. Column 1 allows for interactions between the dummy variable for eldest child with
the indices for entrepreneurial self-efficacy, affective commitment, and parental emotional
support. None of these interaction terms are significant, and their inclusion does not change the
main results for the main dependent variables. Column 2 includes interactions of the dependent
variables with the gender dummy variable. The interaction between gender and affective
commitment is significant and negative, while gender and parental emotional support is
insignificant. However, increased levels of entrepreneurial self-efficacy is more strongly

associated with higher levels of succession intention among women.

We explore this further in Columns 3 and 4 of Table 4, where the sample is split into

younger and eldest children, respectively. For younger children, gender moderates the effect
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of entrepreneurial self-efficacy and affective commitment, as was the case in the full sample.
However, there is no significant interaction term for parental emotional support. For eldest
children, we find a moderating effect of gender on the affective commitment and parental

emotional support associations with SlI.

[Insert Table 4 Here]

As noted in our methodology, and as highlighted by Basco and Gémez (2022), the scale
measure for succession intentions noted some measurement invariance, thus the study was
repeated with a dummy variable using Probit modelling. Though the results using the single
(dummy) item noted a difference in the strength of some relationships, and a lower overall
model fit, all variables noted the same sign and significance when compared to the main study

(all hypotheses still supported) (n=21°525).

Discussion and contributions

The findings of this study demonstrate that perceived parental emotional support is
instrumental in the development of next-generation members’ entrepreneurial self-efficacy and
affective commitment to the family business, which in turn positively influence succession
intentions.

The findings extend those of Zellweger (2017), who noted that positive parental
attitudes or reactions towards their children’s entrepreneurial aspirations increase succession
intention. Previously, emotional support within the family unit has been noted to influence
career decision-making and planning (Hargrove et al. 2005), while parental relational support
leads to greater motivation to join the family business (Schréder and Schmitt-Rodermund

2013). Our study findings support Garcia et al. (2019), who theorize that higher levels of
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parental emotional support will increase the succession intentions of next generation family
members; this study empirically finds the positive effect that this nuanced affective form of
support has on succession intentions.

The results find a positive and significant direct relationship between parental
emotional support and entrepreneurial self-efficacy, and that entrepreneurial self-efficacy
mediates the effect of the predictor (parental emotional support) on succession intentions. This
infers that family business parents may influence their children’s self-perceived competence in
their entrepreneurial abilities through encouragement (Dou et al. 2021) and emotional support,
which in turn can affect the children’s vocational interest in the family business (Garcia et al.
2019). These findings are in line with past research that suggests that entrepreneurial self-
efficacy is a common precursor of succession career intentions among similar sample groups
(Zellweger et al. 2011).

Moreover, the results establish a direct relationship between parental emotional support
and affective commitment to the family business, and that affective commitment mediates the
effect of the predictor (parental emotional support) on succession intentions. Emotional support
and encouragement are said to enhance a child’s sense of importance and identification within
the family business unit, thus improving their commitment (Memili et al. 2013), which will
increase their likelihood of succession (Garcia et al. 2019). A strong positive effect of affective
commitment on succession intentions also coincides with past research (Cabrera-Suarez and
Martin-Santana 2012).

These findings have the following implications for theory and practice. First, by
examining social cognitive theory in the family business context, this study advances the

theoretical understanding of how parental emotional support influences the next generation’s
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intention to engage in the family business. The results support the propositions that parental
emotional support has both a direct effect on succession intentions, as well as an indirect effect
via its influence on entrepreneurial self-efficacy and affective commitment. We extend the
percept of social cognitive theory to the family business domain by evidencing that parents,
through their creation of positive emotional responses to succession (perhaps by showing
excitement at the prospect of working with their children), can allow their children to feel more
confident and affectively committed to the family business, which in turn leads them to
consider succession more intently. Our findings enrich theoretical perspectives on the role of
cognitive factors (self-efficacy and affective commitment) in inducing next-generations’
succession intention in the family business, thereby extending social cognitive theory logics in
the succession intentions literature.

Second, the findings further validate the use of entrepreneurial self-efficacy in this
context, as the results indicate its mediating effect on the relationship between parental
emotional support and succession intentions. Environment and context can affect a person’s
cognitive and affective reasoning, a determinant of their entrepreneurial self-efficacy
(Drnovsek et al. 2010). Family business owners influence their children’s self-efficacy beliefs
by providing emotional support and encouragement, which in turn can affect their children’s
vocational interest in the family business (Garcia et al. 2019). This study contributes to the
literature by empirically validating this theoretical claim in the international family business
context and extends knowledge of its interaction effects on other affective variables. Moreover,
these findings extend the related research that demonstrates that parental support, particularly
encouragement, is associated with self-efficacy beliefs and interests in specific vocations

(Ferry et al. 2000).
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Our study’s findings suggest that when holding affective commitment and parental
emotional support constant, increasing levels of entrepreneurial self-efficacy predict a lower
probability that the respondent intends to succeed to the family business. These findings
suggest that in a scenario where the emotional support from parents and affective commitment
to the family business are constant, an increasing level of perceived efficacy in entrepreneurial
endeavours may, in fact, inspire the children of family business parents more towards founding
their own company, rather than to take over their parents’ company. Zellweger et al. (2011)
consider that a certain level of entrepreneurial self-efficacy is required to see family business
succession as an attractive career option. However, there may be a point at which high
entrepreneurial self-efficacy levels may work in the reverse and steer individuals towards their
own start-up ambitions. As such, this study argues that certain tensions in the succession
literature may result from a predominant focus on the direct effects of family supports without
any consideration of their indirect effects through self-efficacy and commitment to the family
business.

Third, this study establishes that emotional support from parents plays a key role in the
development of next-generation members’ affective commitment, which in turn affects their
succession intentions. Successor commitment is emotionally connected to the family, wherein
a successor’s perceptions of the business as the ‘home’ can prompt intentions to take over
(Peters et al. 2012). This study supports this line of thought by establishing that parental
emotional support provided to children indeed bolsters their commitment to the family
business, which leads to higher intentions to take over the family venture. Our study analysis
finds that affective commitment has a positive and significant effect on succession intentions.

Combined, these findings are important, as they show that entrepreneurial self-efficacy and
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affective commitment are both instrumental to succession intentions and can be developed
through parental emotional support.

Fourth, this study examines the effect of birth order and gender of siblings on the
relationship between parental emotional support and succession intentions through the
additional exploratory analyses. Gender theorizing in succession literature considers processes
by which gender norms, gendered expectations, and gender identities develop in the family
business (Hytti et al. 2017; McAdam et al. 2020a). If, indeed, the successor role requires ‘a
process of becoming’ (Hytti et al. 2017, 681), it is still unclear how much of the gender-specific
nods and biases are led by the influence of the parent as incumbent (Salvato and Corbetta 2013;
Overbeke et al. 2015). Our study finds significant negative effects of the female indicator on
succession intention, entrepreneurial self-efficacy, and affective commitment. When studied
against sibling birth order (youngest/eldest) in our post-hoc analyses, the results indicate that
firstborn daughters have weaker associations with the affective commitment—succession
intentions relationship. The findings suggest that affective commitment plays less of a role in
developing succession intentions for family business daughters, potentially due to a perception
that succession is less likely for eldest daughters, irrespective of their loyalties to the firm. This
may be related to sex stereotypes which continue to affect the selection and self-selection of
family business successors by impacting both fathers’ and daughters’ cognitions about

women’s roles in society (Overbeke et al. 2015).

Practical implications

The results of our study suggest that parents who hope their offspring will become involved in

the family business may benefit by understanding the drivers of succession intentions, and the
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nuanced effect of sibling birth order and gender on these intentions. In addition, several factors
are also noted to significantly improve the succession intentions of the respondents that could
be applied practically by family business owners. An emotional attachment to the company is
an important contributor towards succession intentions (Cabrera-Suarez and Martin-Santana
2012; Garciaetal. 2019); it is therefore recommended that family business owners find positive
ways to meaningfully involve their offspring in the firm context. This echoes Cieslik and van
Stel (2017), who noted that university students who are actively involved in their parents’
business are more likely to pursue a family business career. The findings of our study highlight
the importance of parental emotional support; thus, it is recommended that family business
owners engage in positive discourse with children about the business operations and aspirations
of the company. For daughters who are not the eldest sibling, the results of our study indicate
that the development of entrepreneurial self-efficacy can be used to offset the negative effects
of gender. Past research has noted that, in comparison to males, females reap greater benefits
from business support received internally from family (Kickul et al., 2008; Powell and
Eddleston 2013). Additionally, it would appear that firstborn daughters may feel a reduced
sense of affective commitment to the family business, and may perceive a lesser sense of
belonging, meaning, or connection to it. Therefore, we suggest that efficacy-building support
and leadership tutoring for daughters (particularly those who are later born) are particularly

salient in the family business context.

Limitations and future research

This study is not without its limitations. In line with related research, we did not include

outcome expectations (i.e., the imagined consequences of engaging in a particular behaviour;
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see, for example, Garcia et al. 2019; Zellweger et al. 2011). Lent et al. (1994) theorize that the
interplay between self-efficacy and outcome expectations may be more complex than a simple
additive formula, where both act in synergy to increase an individual’s interest in a particular
career. Indeed, they suggest that positive outcome expectations may be required to amplify
self-efficacy beliefs. Given that our survey respondents came from current family businesses,
we would suggest that these individuals may have neutral to positive expectations for family
business succession (and success within that context); however, this suggestion requires further
testing. Future research is warranted in the form of a time-lagged design to determine the
outcome expectations of next-generation members of family firms.

Second, this study examines only one form of parental support (labelled as emotional
support, stemming from the dimension of emotional arousal proposed by Bandura et al. 1986),
although we acknowledge that social support also incorporates instrumental dimensions
(Edelman et al. 2016). In turn, we recommend further consideration of the scholarly discourse
on affect, emotion and other affect-laden constructs (Briner and Kiefer 2005; Ashkanasy and
Dorris 2017). Future studies on succession intentions in the family business incorporating other
aspects of social cognitive theory and alternative forms of parental support into the research
design are also welcome, as parents have been considered a source of vicarious and mastery
experience within family business (Davidsson 1995), and that parents as role models can
motivate the next generation to take up a leadership role in the family business (Dou et al.
2021).

Third, our study focuses on one type of commitment in the model—affective
commitment—and excludes normative and continuance commitment (Sharma and Irvin 2005;

Garcia et al. 2019), which may themselves be associated with different discretionary
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behaviours (Dawson et al. 2014; Meyer and Allen 1991; Sharma and Irving 2005) or discrete
relationships with succession intentions. Relating to the outcome studied, while the exclusive
focus was succession intentions, it could be argued that parental emotional support may also
influence a child to pursue a career outside the family business or to become self-employed
(Edelman et al. 2016; Zellweger et al. 2011). Fourth, although considered a wholly robust
analysis, it is acknowledged that cross-sectional data are applied to measure the constructs and
that more longitudinal research designs could provide better insights into the dynamics of the
association between parental emotional support and succession intention. In addition, while
this study applied country fixed effects to examine this large sample set, it is known that there
are many cultural effects which may provide a deeper understanding of the succession
intentions of each specific national subset if studied independently. Research suggests that
culture matters in shaping entrepreneurial behaviours within family business (Alrubaishi et al.
2021). Lastly, our post-hoc inquiry answers Garcia et al.’s (2019) recent call for research on
the influence of siblings on succession intentions and extends the works of Schréder and
Schmitt-Rodermund (2013) and Gimenez-Jimenez et al. (2021) by exploring gender and
sibling birth order together, finding that the moderating effect of gender on the effect of
affective commitment is only present for eldest children. Furthermore, our findings show that
affective commitment plays less of a role in developing succession intentions for family
business daughters, which may be related to sex stereotypes, resulting in daughters still being
deemed second choice in family business succession (Ahrens et al., 2015; Byrne, Fattoum and
Thebaud, 2018). Further research is needed to ground these findings, perhaps applying
elements of Family Systems Theory to the current understanding of succession and the socio-

cognitive experience of the family business.

27



References

Ahrens, J. P., A. Landmann, and M. Woywode. 2015. “Gender preferences in the CEO
successions of family firms: Family characteristics and human capital of the successor.”
Journal of Family Business Strategy 6(2): 86-103. doi.org/10.1016/j.jfbs.2015.02.002

Alrubaishi, D., M. McAdam, and R. Harrison. 2021. “Culture, Islamic Capital and the
Entrepreneurial Behaviour of Family Firms in Saudi Arabia.” International Journal of
Entrepreneurial Behavior and Research 27(6): 1476-1501. doi: 10.1108/ijebr-09-2020-
0575

Ashkanasy, N. and A. Dorris, A. 2017. “Emotions in the workplace.” Annual Review of
Organizational Psychology  and Organizational Behavior, 4, 67-90.
doi.org/10.1146/annurev-orgpsych-032516-113231

Bacq, S., L.F. Ofstein, J.R. Kickul and L.K. Gundry. 2017. “Perceived Entrepreneurial
Munificence and Entrepreneurial Intentions: A Social Cognitive Perspective.” International
Small Business Journal 35(5): 639-659. doi: 10.1177/0266242616658943

Bandura, A. 1986. Social Foundations of Thought and Action: A Social Cognitive Theory.
Englewood Cliffs, NJ: Prentice Hall, Inc.

Bandura, A. 1989. “Human Agency in Social Cognitive Theory.” American Psychologist
44(9): 1175-1184. doi: 10.1037/0003-066X.44.9.1175

Bandura, A. 1999. “Social Cognitive Theory: An Agentic Perspective.” Asian Journal of Social
Psychology 2(1): 21-41. doi: 10.1111/1467-839X.00024

Basco, R., and J. Gomez Gonzélez. 2022. “Antecedents of next generation succession intention
in family businesses: a cross-country analysis.” European Journal of International
Management, Vol. 1. doi.org/10.1504/EJIM.2022.10051782.

Bedford, V.H. 1989. “Ambivalence in Adulthood.” Journal of Family Issues 10(2): 211-24.
doi: 10.1177/0192513890100020

Bertschi-Michel, A., N. Kammerlander, and V.M. Strike. 2020. “Unearthing and Alleviating
Emotions in Family Business Successions.” Entrepreneurship Theory and Practice 44(1):
81-108. doi: 10.1177/1042258719834016

Bloemen-Bekx, M., F. Lambrechts, and A. Van Gils. 2021. “An Exploration of the Role of
Intuitive Forms of Planning in the Succession Process: The Explanatory Power of
Effectuation Theory.” Journal of Family Business Management. doi: 10.1108/JFBM-07-
2021-0066.

Bowen, M. 1978. Family Therapy in Clinical Practice. New York and London: Jason Aronson.

Boyd, N. G., and G.S. Vozikis 1994. “The influence of self-efficacy on the development of
entrepreneurial intentions and actions”. Entrepreneurship theory and practice, 18(4), 63-77.
doi.org/10.1177/104225879401800404

28


https://doi.org/10.1016/j.jfbs.2015.02.002
https://www.sciencegate.app/app/redirect#aHR0cHM6Ly9keC5kb2kub3JnLzEwLjExMDgvaWplYnItMDktMjAyMC0wNTc1
https://www.sciencegate.app/app/redirect#aHR0cHM6Ly9keC5kb2kub3JnLzEwLjExMDgvaWplYnItMDktMjAyMC0wNTc1
https://psycnet.apa.org/doi/10.1037/0003-066X.44.9.1175
https://psycnet.apa.org/doi/10.1111/1467-839X.00024
https://doi.org/10.1177/019251389010002004
file:///C:/Users/murtaght/Downloads/%20doi:%2010.1108/JFBM-07-2021-0066
file:///C:/Users/murtaght/Downloads/%20doi:%2010.1108/JFBM-07-2021-0066
https://doi.org/10.1177/104225879401800404

Byrne, J., S. Fattoum, and S. Thébaud. 2019. “A suitable boy? Gendered roles and hierarchies
in family business succession.” European Management Review, 16(3), 579-596.
doi.org/10.1111/emre.12298

Cabrera-Suarez, K. 2005. “Leadership Transfer and the Successor's Development in the Family
Firm.” The Leadership Quarterly 16(1): 71-96. doi: 10.1016/j.leaqua.2004.09.010

Cabrera-Suarez, M.K. and J.D. Martin-Santana. 2012. “Successor's Commitment and
Succession Success: Dimensions and Antecedents in the Small Spanish Family Firm.” The
International Journal of Human Resource Management 23(13): 2736-2762. doi:
10.1080/09585192.2012.676458

Calabro, A., A. Minichilli, M.D. Amore, and M. Brogi. 2018. “The Courage to Choose!
Primogeniture and Leadership Succession in Family Firms.” Strategic Management Journal
39(7): 2014-2035. doi: 10.1002/smj.2760

Cardella, G.M., B.R. Hernandez-Sanchez, and J.C. Sanchez-Garcia. 2020. “Women
Entrepreneurship: A Systematic Review to Outline the Boundaries of Scientific Literature.”
Frontiers in Psychology. doi: 10.3389/fpsyg.2020.01557.

Cardon, M.S., J. Wincent, J. Singh, and M. Drnovsek. 2009. “The Nature and Experience of
Entrepreneurial Passion.” Academy of Management Review 34(3): 511-532. doi:
10.5465/amr.2009.40633190

Carr, J.C. and J.M. Sequeira. 2007. “Prior Family Business Exposure as Intergenerational
Influence and Entrepreneurial Intent: A theory of Planned Behavior Approach.” Journal of
Business Research 60(10): 1090-1098. doi: 10.1016/j.jbusres.2006.12.016

Cetindamar, D., V.K. Gupta, E.E. Karadeniz, and N. Egrican. 2012. “What the Numbers Tell:
The Impact of Human, Family and Financial Capital on Women and Men's Entry into
Entrepreneurship in Turkey.” Entrepreneurship and Regional Development 24(1-2): 29-51.
doi: 10.1080/08985626.2012.637348

Chen, C.C., P.G. Greene, and A. Crick. 1998. “Does Entrepreneurial Self-Efficacy Distinguish
Entrepreneurs from Managers?” Journal of Business Venturing 13(4): 295-316. doi:
10.1016/S0883-9026(97)00029-3

Cieslik, J. and A. Van Stel. 2017. “Explaining University Students’ Career Path Intentions from
their Current Entrepreneurial Exposure.” Journal of Small Business and Enterprise
Development 24(2): 313-332. doi: 10.1108/JSBED-09-2016-0143

Conklin, A. M., Dahling, J. J., & Garcia, P. A. (2013). “Linking Affective Commitment, Career
Self-Efficacy, and Outcome Expectations: A Test of Social Cognitive Career Theory.”
Journal of Career Development 40(1): 68-83. doi: 10.1177/0894845311423534

Corsini, R.J. and B.D. Ozaki. 1994. Encyclopedia of Psychology (Vol. 1). New York: Wiley.

Curran, P.J., S.G. West, and J.F. Finch. 1996. “The Robustness of Test Statistics to
Nonnormality and Specification Error in Confirmatory Factor Analysis.” Psychological
Methods 1(1): 16-29. doi: 10.1037/1082-989X.1.1.16

29


http://dx.doi.org/10.1016/j.leaqua.2004.09.010
https://doi.org/10.1080/09585192.2012.676458
https://doi.org/10.1002/smj.2760
https://doi.org/10.1016/j.jbusres.2006.12.016
https://doi.org/10.1080/08985626.2012.637348
https://doi.org/10.1016/S0883-9026(97)00029-3
http://dx.doi.org/10.1108/JSBED-09-2016-0143
https://psycnet.apa.org/doi/10.1177/0894845311423534
https://psycnet.apa.org/doi/10.1037/1082-989X.1.1.16

Cruz, A.D. and E. Hamilton. 2022. “Death and Entrepreneuring in Family Businesses: A
Complexity and Stewardship Perspective.” Entrepreneurship and Regional Development,
doi: 10.1080/08985626.2022.2067902.

Cruz, A.D., C. Howorth, and E. Hamilton. 2013. “Intrafamily Entrepreneurship: The Formation
and Membership of Family Entrepreneurial Teams.” Entrepreneurship Theory and Practice
37(1): 17-46. doi: 10.1111/5.1540-6520.2012.005

Davidsson, P. 1995. “Determinants of Entrepreneurial Intentions.” RENT IX Conference,
Workshop in Entrepreneurship Research, Piacenza, Italy, November 23-24.

Dawson, A., P. Sharma, P.G. Irving, J. Marcus, and F. Chirico. 2015. “Predictors of Later—
Generation Family Members” Commitment to Family Enterprises.” Entrepreneurship
Theory and Practice 39(3): 545-569. doi: 10.1111/etap.12

De Massis, A., F. Chirico, J. Kotlar, and L. Naldi, L. 2014. “The Temporal Evolution of
Proactiveness in Family Firms: The Horizontal S-Curve Hypothesis.” Family Business
Review 27(1): 35-50. doi: 10.1177/0894486513506114

De Noble, A.F., D. Jung, and S.B. Ehrlich. 1999. Entrepreneurial Self-Efficacy: The
Development of a Measure and its Relationship to Entrepreneurial Action. Babson Park,
MA: Babson College.

Dess, G.G. & Robinson, R.B. 1984. “Measuring Organizational Performance in the Absence
of Objective Measures: The Case of the Privately-held Firm and Conglomerate Business
Unit.” Strategic Management Journal, 5(4): 265-273. doi: 10.1002/smj.4250050306

Dou, J., E. Su, S. Li, and D.T. Holt. 2021. “Transgenerational Entrepreneurship in
Entrepreneurial Families: What is Explicitly Learned and What is Successfully
Transferred?” Entrepreneurship and Regional Development 33(5-6): 427-441.doi:
10.1080/08985626.2020.1727090

Drnovsek, M., J. Wincent, and M.S. Cardon. 2010. “Entrepreneurial Self-Efficacy and
Business Start-Up: Developing a Multi-Dimensional Definition.” International Journal of
Entrepreneurial Behavior and Research 16(4): 329-348. doi: 10.1108/13552551011054516

Dyer Jr, W. G. 1992. “The Entrepreneurial Experience: Confronting Career Dilemmas of the
Start-up Executive”. The Jossey-Bass Management Series. Jossey-Bass, Inc., Publishers,
350 Sansome Street, San Francisco, CA 94104.

Eccles, J. S. 1994. “‘Understanding women's educational and occupational choices: Applying
the Eccles et al. model of achievement-related choices’’. Psychology of Women Quarterly,
18(4): 585-609.

Edelman. 2016. The 2016 Edelman Trust Barometer Special Report: Family Business.
Edelman insights. Available at: www.edelman.com/trust/2016-trust-barometer.

Eddleston, K.A., Kellermanns, F.W., & Sarathy, R. 2008. “Resource Configuration in Family
Firms: Linking Resources, Strategic Planning and Technological Opportunities to
Performance.” Journal of Management Studies, 45(1): 26-50. doi: 10.1111/j.1467-
6486.2007.00717.x

30


file:///C:/Users/murtaght/Downloads/%20doi:%2010.1080/08985626.2022.2067902
file:///C:/Users/murtaght/Downloads/%20doi:%2010.1080/08985626.2022.2067902
https://doi.org/10.1111/j.1540-6520.2012.00534.x
https://doi.org/10.1111/etap.12052
https://doi.org/10.1177/0894486513506114
https://doi.org/10.1002/smj.4250050306
https://doi.org/10.1080/08985626.2020.1727090
http://www.edelman.com/trust/2016-trust-barometer
https://doi.org/10.1111/j.1467-6486.2007.00717.x
https://doi.org/10.1111/j.1467-6486.2007.00717.x

Fernandez-Val, I and Weidner, M. 2000. “Fixed Effects Estimation of Large-T Panel Data
Models.” Annual Review of Economics 10: 109-138. Doi: 10.1146/annurev-economics-
080217-053542

Ferry, T.R., N.A. Fouad, and P.L. Smith. 2000. “The Role of Family Context in a Social
Cognitive Model for Career-Related Choice Behavior: A Math and Science Perspective.”
Journal of Vocational Behavior 57(3): 348-364. doi: 10.1006/jvbe.1999.1743

Finzi-Dottan, R. and O. Cohen. 2010. “Young Adult Sibling Relations: The Effects of
Perceived Parental Favoritism and Narcissism.” The Journal of Psychology 145(1): 1-22.
doi:10.1080/00223980.2010.528073

Frome, P. M., and J.S. Eccles 1998. “Parents' influence on children's achievement-related
perceptions. Journal ~ of  personality and  social  psychology”, 74(2):  435.
doi.org/10.1037/0022-3514.74.2.435.

Gagné, M., C. Marwick, S. Brun de Pontet, and C. Wrosch. 2019. “Family Business
Succession: What’s Motivation Got to Do With It?” Family Business Review 34(2): 154-
167. doi: 10.1177/0894486519894

Garcia, P.R.J.M., P. Sharma, A. De Massis, M. Wright, and L. Scholes. 2019. “Perceived
Parental Behaviors and Next-Generation Engagement in Family Firms: A Social Cognitive
Perspective.”  Entrepreneurship Theory and Practice 43(2): 224-243. doi:
10.1177/1042258718796

Gimenez-Jimenez, D., L.F. Edelman, T. Minola, A. Calabro, and L. Cassia. 2021. “An
Intergeneration Solidarity Perspective on Succession Intentions in Family Firms.”
Entrepreneurship Theory and Practice 45(4): 740-766. doi: 10.1177/1042258720956

Griffeth, R.W., D.G. Allen, and R. Barrett. 2006. “Integration of Family-Owned Business
Succession with Turnover and Life Cycle Models: Development of a Successor Retention
Process Model.”  Human Resource Management Review 16(4): 490-507. doi:
10.1016/j.hrmr.2006.08.006

Grote, J. 2003. “Conflicting Generations: A New Theory of Family Business Rivalry.” Family
Business Review 16(2): 113-124. doi: 10.1111/j.1741-6248.2003.0011

Hackett, G. and N.E. Betz. 1981. “A Self-Efficacy Approach to the Career Development of
Women.” Journal of Vocational Behavior 18(3): 326-339.

Hargrove, B. K., A.G. Inman, and R.L. Crane. 2005. “Family Interaction Patterns, Career
Planning Attitudes, and Vocational Identity of High School Adolescents.” Journal of Career
Development 31(4): 263-278. doi: 10.1007/s10871-005-4740-1

Hytti, U., G.A. Alsos, J. Heinonen, and E. Ljunggren. 2017. “Navigating the Family Business:
A Gendered Analysis of Identity Construction of Daughters.” International Small Business
Journal 35(6): 665-686. doi: 10.1177/02662426166759

Jaros, S. 2007. “Measurement Issues in the Meyer and Allen Model of Organizational
Commitment.” ICFAlI Journal of Organizational Behavior 6: 7-25. doi:
10.1017/jmo.2014.21

31


https://doi.org/10.1146/annurev-economics-080217-053542
https://doi.org/10.1146/annurev-economics-080217-053542
http://dx.doi.org/10.1006/jvbe.1999.1743
https://psycnet.apa.org/doi/10.1037/0022-3514.74.2.435
https://doi.org/10.1177/0894486519894759
https://doi.org/10.1177/1042258718796087
https://doi.org/10.1177/1042258720956384
https://doi.org/10.1016/j.hrmr.2006.08.006
https://doi.org/10.1111/j.1741-6248.2003.00113.x
https://doi.org/10.1177/0266242616675924
https://doi.org/10.1017/jmo.2014.21

Jaskiewicz, P., J.G. Combs, and S.B. Rau. 2015. “Entreprencurial Legacy: Toward a Theory
of How Some Family Firms Nurture Transgenerational Entrepreneurship.” Journal of
Business Venturing 30(1): 29-49. doi: 10.1016/j.jbusvent.2014.07.001

Kassean, H., J. Vanevenhoven, E. Liguori and D.E. Winkel. 2015. “Entrepreneurship
Education: A Need for Reflection, Real-World Experience and Action.” International
Journal of Entrepreneurial Behavior & Research. doi: 10.1108/IJEBR-07-2014-0123

Keller, H. and U. Zach. 2002. “Gender and Birth Order as Determinants of Parental Behavior.”
International Journal of Behavioral Development 26(2): 177-184. doi: 10.1007/s12110-
006-1016-9

Kickul, J., F. Wilson, D. Marlino, and S.D. Barbosa. 2008. “Are Misalignments of Perceptions
and Self-Efficacy Causing Gender Gaps in Entrepreneurial Intentions Among Our Nation’s
Teens?” Journal of Small Business and Enterprise Development 15(2): 321-335. doi:
10.1007/s11301-019-00179-0

Krueger, N.F., M.D. Reilly, and A.L. Carsrud. 2000. “Competing Models of Entrepreneurial
Intentions.”  Journal of Business Venturing 15(5-6): 411-432. doi: 10.1016/S0883-
9026(98)00033-0

Lanero, A., J.L. Vazquez Burguete, and C. Lopez-Aza. 2015. “Social Cognitive Determinants
of Entrepreneurial Career Choice in University Students.” International Small Business
Journal 34(8): d0i:10.1177/0266242615612882

Laspita, S., N. Breugst, S. Heblich, and H. Patzelt. 2012. “Intergenerational Transmission of
Entrepreneurial Intentions.”  Journal of Business Venturing 27(4): 414-435. doi:
10.1016/j.jbusvent.2011.11.006

Lent, R.W. and S.D. Brown. 2006. “On Conceptualizing and Assessing Social Cognitive
Constructs in Career Research: A Measurement Guide.” Journal of Career
Assessment 14(1): 12-35. doi: 10.1177/106907270528136

Lent, R.W., S.D. Brown, and G. Hackett. 1994. “Toward a Unifying Social Cognitive Theory
of Career and Academic Interest, Choice, and Performance.” Journal of Vocational
Behavior 45(1): 79-122. doi: 10.1006/jvbe.1994.1027

Lent, R.W., S.D. Brown, L. Nota, and S. Soresi. 2003. “Testing Social Cognitive Interest and
Choice Hypotheses Across Holland Types in Italian High School Students.” Journal of
Vocational Behavior 62(1): 101-118. doi: 10.1016/S0001-8791(02)00057-X

Lim, S.A., S. You, and D. Ha. 2015. “Parental Emotional Support and Adolescent Happiness:
Mediating Roles of Self-Esteem and Emotional Intelligence.” Applied Research in Quality
of Life 10(4): 631-646. doi: 10.1007/s11482-014-9344-0

Lifian, F. and Y.W. Chen. 2009. “Development and Cross—Cultural Application of a Specific
Instrument to Measure Entrepreneurial Intentions.” Entrepreneurship Theory and
Practice 33(3): 593-617. doi: 10.1111/j.1540-6520.2009.003

Long, R.G. and J.J. Chrisman. 2014. “Management Succession in Family Business.” In The
Sage Handbook of Family Business, edited by Melin, L., M. Nordqvist and P. Sharma, 249-
268. UK: Sage. doi: 10.4135/9781446247556.n13

32


https://doi.org/10.1016/j.jbusvent.2014.07.001
https://doi.org/10.1108/IJEBR-07-2014-0123
https://doi.org/10.1016/S0883-9026(98)00033-0
https://doi.org/10.1016/S0883-9026(98)00033-0
https://www.researchgate.net/profile/Jose-Luis-Burguete
https://www.researchgate.net/profile/Carlota-Lopez-Aza
http://dx.doi.org/10.1177/0266242615612882
https://doi.org/10.1016/j.jbusvent.2011.11.006
https://doi.org/10.1177/1069072705281364
https://doi.org/10.1006/jvbe.1994.1027
http://dx.doi.org/10.1016/S0001-8791(02)00057-X
https://doi.org/10.1111/j.1540-6520.2009.00318.x
http://dx.doi.org/10.4135/9781446247556.n13

McAdam, M., M. Brophy, and R.T. Harrison. 2020a. “Anointed or Appointed? Father—
Daughter Succession Within the Family Business.” International Small Business Journal
39(6): 576-600. doi: 10.1177/026624262094

McAdam, M., E. Clinton, and C. Dibrell. 2020b. “Navigation of the Paradoxical Landscape of
the Family Business.” International Small Business Journal 38(3), 139-153. doi:
10.1177/0266242619898

McHale, S.M., K.A. Updegraff, S.D. Whiteman. 2013. “Sibling Relationships”. In The
Handbook of Marriage and the Family, edited by Peterson, G. and K. Bush. Boston, MA:
Springer. doi:10.1007/978-1-4614-3987-5 15

McMullen, J.S. and D.A. Shepherd. 2006. “Entrepreneurial Action and the Role of Uncertainty
in the Theory of the Entrepreneur.” Academy of Management Review 31(1): 132-152. doi:
10.5465/amr.2006.19379628

McMullen, J.S. and B.J. Warnick. 2015. “To Nurture or Groom? The Parent—Founder
Succession Dilemma.” Entrepreneurship Theory and Practice 39(6):1379-1412. doi:
10.1111/etap.1217

Memili, E., T.M. Zellweger, and H.C. Fang. 2013. “The Determinants of Family Owner-
Managers' Affective Organizational Commitment.” Family Relations 62(3): 443-456. doi:
10.1111/fare.12015

Meyer, J.P. and N.J. Allen. 1991. “A Three-Component Conceptualization of Organizational
Commitment.” Human Resource Management Review 1(1): 61-89. doi: 10.1016/1053-
4822(91)90011-Z

Meyer, J.P., D.J. Stanley, L. Herscovitch, and L. Topolnytsky. 2002. “Affective, Continuance,
and Normative Commitment to the Organization: A Meta-Analysis of Antecedents,
Correlates, and Consequences.” Journal of Vocational Behavior 61(1): 20-52. doi:
10.1006/jvbe.2001.1842

Nelson, T. and C. Constantinidis. 2017. “Sex and Gender in Family Business Succession
Research: A Review and Forward Agenda From a Social Construction Perspective.” Family
Business Review, 30(3): 219-241. doi:10.1177/0894486517715390

Newman, A., M. Obschonka, S. Schwarz, M. Cohen, and I. Nielsen. 2019. “Entrepreneurial
Self-Efficacy: A Systematic Review of the Literature on its Theoretical Foundations,
Measurement, Antecedents, and Outcomes, and an Agenda for Future Research.” Journal

of Vocational Behavior 110(Part B), 403-419.
Nunnally, J.C. 1978. Psychometric Theory. New York: McGraw Hill Book Company.

Overbeke, K.K., D. Bilimoria, and T. Somers. 2015. “Shared vision between fathers and
daughters in family businesses: the determining factor that transforms daughters into
successors.” Frontiers in Psychology 6(625): doi: 10.3389/fpsyg.2015.00625

Peters, M., M. Raich, S. Méark, and S. Pichler. 2012. “The Role of Commitment in the
Succession of Hospitality Businesses.” Tourism Review 67(2): 45-60. doi:
10.1108/16605371211236169

33


https://doi.org/10.1177/0266242620948349
https://doi.org/10.1177/0266242619898610
https://doi.org/10.1007/978-1-4614-3987-5_15
https://doi.org/10.5465/amr.2006.19379628
https://doi.org/10.1111/etap.12178
https://doi.org/10.1111/fare.12015
https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/10.1006/jvbe.2001.1842
https://doi.org/10.1108/16605371211236169

Pfeifer, S., N. Sarlija and M. Zeki¢ Susac. 2016. “Shaping the Entrepreneurial Mindset:
Entrepreneurial Intentions of Business Students in Croatia.” Journal of Small Business
Management 54(1): 102-117. doi: 10.1111/jsbm.12133

Powell, G.N. and K.A. Eddleston. 2013. “Linking Family-to-Business Enrichment and Support
to Entrepreneurial Success: Do Female and Male Entrepreneurs Experience Different
Outcomes?”  Journal of  Business  Venturing 28(2): 261-280. doi:
10.1016/j.jbusvent.2012.02.007

Rauch, A., and M. Frese. 2007. “Let's put the Person Back into Entrepreneurship Research: A
Meta-Analysis on the Relationship Between Business Owners' Personality Traits, Business
Creation, and Success.” European Journal of Work and Organizational Psychology 16(4):
353-385. doi: 10.1080/13594320701595438

Riesmann, P. 1992. First Find Your Child a Good Mother: The Construction of Self in Two
African Communities. New Brunswick, NJ: Rutgers University Press.

Salvato, C. and G. Corbetta. 2013. “Transitional Leadership of Advisors as a Facilitator of
Successor’s Leadership Construction.” Family Business Review 26: 235-255. doi:
10.1177/0894486513490796

Sawitri, D.R., P.A. Creed, and M.J. Zimmer-Gembeck. 2014. “Parental Influences and
Adolescent Career Behaviors in a Collectivist Cultural Setting.” International Journal for
Educational and Vocational Guidance 14(2): 161-180. doi: 10.29333/iji.2020.1324a

Schroder, E. and E. Schmitt-Rodermund. 2013. “Antecedents and Consequences of
Adolescents' Motivations to Join the Family Business.” Journal of Vocational Behavior
83(3): 476-485. doi: 10.1177/0894486519894

Schroder, E., E. Schmitt-Rodermund, and N. Arnaud. 2011. “Career Choice Intentions of
Adolescents With a Family Business Background.” Family Business Review 24 (4): 305-
321. doi: 10.1177/0894486511416977

Sharma, P. and P.G. Irving. 2002. “Four Shades of Family Business Successor Commitment:
Motivating Factors and Expected Outcomes.” In Proceedings of the annual conference of
Family Firm Institute, Dallas, TX.

Sharma, P. and P.G. Irving. 2005. “Four Bases of Family Business Successor Commitment:
Antecedents and Consequences.” Entrepreneurship Theory and Practice 29(1): 13-33. doi:
10.1111/5.1540-6520.2005.000

Shen, N. and J. Su, 2017. “Religion and succession intention-Evidence from Chinese family
firms”. Journal of Corporate Finance, 45: 150-161. doi.org/10.1016/j.jcorpfin.2017.04.012

Shepherd, D.A. 2016. “An Emotions Perspective for Advancing the Fields of Family Business
and Entrepreneurship: Stocks, Flows, Reactions, and Responses.” Family Business Review
29(2):151-158. doi: 10.1177/0894486516634

Sheu, H.B. and J.J. Bordon. 2017. “SCCT Research in the International Context: Empirical
Evidence, Future Directions, and Practical Implications.” Journal of Career
Assessment 25(1): 58-74. doi: 10.1177/106907271665782

34


http://dx.doi.org/10.1111/jsbm.12133
https://doi.org/10.1016/j.jbusvent.2012.02.007
doi:%2010.1080/13594320701595438
http://dx.doi.org/10.1177/0894486513490796
http://dx.doi.org/10.29333/iji.2020.1324a
https://doi.org/10.1177/0894486519894759
http://dx.doi.org/10.1177/0894486511416977
https://doi.org/10.1111/j.1540-6520.2005.00067.x
https://doi.org/10.1016/j.jcorpfin.2017.04.012
https://doi.org/10.1177/0894486516634943
https://doi.org/10.1177/1069072716657826

Sieger, P., U. Fueglistaller, and T. Zellweger. 2016. Student Entrepreneurship 2016: Insights
from 50 Countries, St. Gallen/Bern: KMU-HSG/IMU. International Report of the GUESSS
Project 2016. Available at:
https://boris.unibe.ch/89857/1/GUESSS 2016 INT_Report_final.pdf (unibe.ch)

Sieger, P. and E. Monsen. 2015: “Founder, Academic, or Employee? A Nuanced Study of
Career Choice Intentions.” Journal of Small Business Management 53(S1): 30-57. doi:
10.1111/jsbm.12181

Stocker, C.M., R.P. Lanthier, and W. Furman. 1997. “Sibling Relationships in Early
Adulthood”. Journal of Family Psychology 11(2): 210-221. doi: 10.1037/0893-
3200.11.2.210

Suhartanto, E. 2022. “The mediating effect of family business self-efficacy on parental support
and succession intention relationship.” Journal of Family Business Management, Vol.
ahead-of-print No. ahead-of-print. https://doi.org/10.1108/JFBM-03-2022-0035

Suitor, J.J., J. Sechrist, M. Steinhour, and K. Pillemer. 2006. “I’'m Sure she Chose Me!”
Accuracy of Children’s Reports of Mothers’ Favoritism in Later Life Families.” Family
Relations 55(5): 526-538. doi: 10.1111/j.1741-3729.2006.00423.x

Tran, T.T. 2016. “Enhancing Graduate Employability and the Need for University Enterprise
Collaboration.” Journal of Teaching and Learning for Graduate Employability 7(1): 58-71.
doi: 10.21153/jtlge2016vol7nolart598

Turner, S.L., A. Alliman-Brissett, R.T. Lapan, S. Udipi, and D. Ergun. 2003. “The Career-
Related Parent Support Scale.” Measurement and Evaluation in Counselling and
Development 36(2): 83-95. doi: 10.1080/07481756.2003.1206908

Verbruggen, M. and L. Sels. 2010. “Social-Cognitive Factors Affecting Clients’ Career and
Life Satisfaction After Counseling.” Journal of Career Assessment 18(1): 3-15. doi:
10.1177/1069072709340516

Whiston, S.C. and B.K. Keller. 2004. “The Influences of the Family of Origin on Career
Development: A Review and Analysis.” The Counselling Psychologist 32(4): 493-568. doi:
10.1177/0011000004265660

Wood, R. and A. Bandura. 1989. “Impact of Conceptions of Ability on Self-Regulatory
Mechanisms and Complex Decision Making.” Journal of Personality and Social
Psychology 56(3): 407-415. doi: 10.1037//0022-3514.56.3.407

Xian, H., N. Jiang, and M. McAdam. 2021. “Negotiating the Female Successor—Leader Role
Within Family Business Succession in China.” International Small Business Journal 39(2),
157-183. doi: 10.1177/0266242620960711

Zellweger, T.M. 2017. Managing the Family Business: Theory and Practice. Cheltenham:
Edward Elgar Publishing.

Zellweger, T., P. Sieger, and F. Halter. 2011. “Should I Stay or Should I go? Career Choice
Intentions of Students With Family Business Background.” Journal of Business Venturing
26(5): 521-536. doi: 10.1016/j.jbusvent.2010.04.001

35


https://boris.unibe.ch/89857/1/GUESSS_2016_INT_Report_final.pdf
https://psycnet.apa.org/doi/10.1037/0893-3200.11.2.210
https://psycnet.apa.org/doi/10.1037/0893-3200.11.2.210
https://doi.org/10.1108/JFBM-03-2022-0035
https://doi.org/10.1111/j.1741-3729.2006.00423.x
http://dx.doi.org/10.21153/jtlge2016vol7no1art598
http://dx.doi.org/10.1177/1069072709340516
https://doi.org/10.1016/j.jbusvent.2010.04.001

Zellweger, T., P. Sieger, and P. Englisch. 2012. Coming Home or Breaking Free? Career
Choice Intentions of the Next Generation in Family Businesses. University of St. Gallen
Centre for Family Business. Switzerland: Ernst and Young.

36



Table 1: Summary statistics

No. of observations = 21,261 Mean Standard deviation Min. Max.
SI Index 2.788622 1.883656 1 7
ESE Index 4749777 1.35275 1 7
AC Index 3.955875 1.807301 1 7
PES Index 3.644764 2.021442 1 7
Gender (female = 1) 0.557623 0.49668 0 1
Eldest (oldest child = 1) 0 1
Age (years) 0.289169 0.453387 16 58
Work experience (has experience working in the firm = 1) 2252238 4.817126 0 1
Firm size (natural log of number of employees) 0.477527 0.499506 0 11.09741
Parent-led (business is led by a parent = 1) 1.895003 1.557271 0 1
Performance (perceptions of firm performance) Index 0.908188 0.288768 1 7

Note: SI = succession intentions, ESE = entrepreneurial self-efficacy, AC = affective commitment, PES = parental

emotional support.
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Table 2: Correlation coefficients

1 2 3 4 5 6 7 8 9 10 11
1Sl 1
2 ESE 0.3651* 1
3AC 0.6290* 0.3443* 1
4 PES 0.6258* 0.4096* 0.5691* 1
5 Gender -0.1738* -0.1227* -0.1189* -0.1415* 1
6 Eldest -0.0255* -0.0659* -0.0475* -0.0523* 0.0294* 1
7 Age -0.0962* -0.0296* -0.0409* -0.0570* -0.0121 0.0000 1
8 Work experience 0.2444* 0.1330* 0.2941* 0.2392* -0.1078* -0.0613* 0.0425* 1
9 Firm size (log) 0.3603* 0.2194* 0.2268* 0.2795* -0.1292* -0.0049 -0.0692* 0.0800* 1
10 Parent-led firm -0.0256* 0.0045 0.0320* -0.0021 0.0165* -0.0177* -0.0009 0.0863* -0.0825* 1
11 Performance 0.4685* 0.3878* 0.4425* 0.4679* -0.0626* -0.0331* -0.1223* 0.1654* 0.3732* 0.0290* 1

*Indicates significance at the 5% level or greater
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Table 3: Main results

Dependent variable
ESE

AC

PES

Female

Eldest

Age

Work experience
Firm size
Parent-led
Performance

No ownership stake
Ownership stake = 1-50%

Ownership stake = 51-99%
Ownership stake = 100%
Constant

Field of study fixed effects
Sector fixed effects
Country fixed effects

Observations
R-squared

1)

sl
0.15%%*
(0.011)

-0.19%**
(0.023)
-0.00
(0.023)
-0.01%**
(0.002)
0.49***
(0.030)
0.07%%*
(0.012)
-0.07*
(0.038)
0.34***
(0.016)
REF
0.43***
(0.031)
0.53%%*
(0.051)
0.36%**
(0.050)
1.13%**
(0.263)
YES
YES
YES
21,337
0.418

(2)
S

0.46%%*
(0.016)

-0.13%**
(0.020)
0.02
(0.021)
‘0.01***
(0.002)
0.12%%*
(0.022)
0.08%**
(0.010)
-0.11%**
(0.031)
0.13%%*
(0.009)
REF
0.26%**
(0.028)
0.33%%*
(0.039)
0.16%**
(0.040)
0.90%**
(0.170)
YES
YES
YES
21,337
0.541

(3)
Sl

0.37***
(0.009)
-0.15%**
(0.022)
-0.01
(0.021)
-0.01%**
(0.002)
0.29***
(0.026)
0.07***
(0.011)
-0.07**
(0.033)
0.21***
(0.013)
REF
0.29***
(0.031)
0.39%%*
(0.047)
0.22% %
(0.046)
0.87%%*
(0.196)
YES
YES
YES
21,337
0.511

(4)
ESE

0.13***
(0.007)
-0.10%**
(0.017)
-0.03*
(0.019)
0.01***
(0.002)
0.00
(0.019)
0.01
(0.007)
0.02
(0.036)
0.22***
(0.013)
REF
0.09***
(0.025)
0.19%**
(0.040)
0.14%**
(0.030)
3.05% %
(0.136)
YES
YES
YES
21,337
0.278

()
AC

0.35%%*
(0.010)
-0.04%**
(0.023)
-0.07***
(0.023)
0.00
(0.002)
0.52%%*
(0.033)
-0.02**
(0.009)
0.11%*
(0.034)
0.27%%*
(0.012)
REF
0.18%**
(0.028)
0.22%**
(0.040)
0.24%**
(0.034)
0.88%**
(0.208)
YES
YES
YES
21,337
0.412

(6)
sl
0.02%*
(0.008)
0.35***
(0.014)
0. 25***
(0.008)
-0.13%**
(0.020)
0.02
(0.021)
-0.01%**
(0.002)
0.11***
(0.030)
0.08%**
(0.011)
L0.11%**
(0.030)
0.11***
(0.009)
REF
0.23***
(0.030)
0.31%%*
(0.043)
0.13%**
(0.042)
0.49%**
(0.153)
YES
YES
YES
21,337
0.579

All models estimated using ordinary least squares. Standard errors are clustered by country
and sector and reported in parentheses. *** p<0.01, ** p<0.05, * p<0.1. REF = reference

category.
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Table 4: Additional Analyses:

The moderating effect of being eldest and of gender

(1) (2) ©) (4)
Dependent variable Sl Sl Sl Sl
Sample Full Full Younger child  Eldest child
ESE 0.02 0.00 -0.01 0.03
(0.009)  (0.012) (0.015) (0.022)
AC 0.35***  (0.41%** 0.39*** 0.46***
(0.017)  (0.017) (0.018) (0.023)
PES 0.25***  (.23*** 0.24*** 0.20***
(0.009)  (0.011) (0.013) (0.019)
Female -0.13*** -0.01 -0.08 0.19
(0.020)  (0.068) (0.081) (0.113)
Eldest -0.08 0.02
(0.074)  (0.021)
ESE*Eldest 0.01
(0.016)
AC*Eldest 0.03
(0.017)
PES*Eldest -0.01
(0.014)
ESE*Female 0.03** 0.04*** -0.00
(0.015) (0.018) (0.026)
AC*Female -0.09*** -0.07*** -0.14%**
(0.015) (0.018) (0.025)
PES*Female 0.02** 0.00 0.06***
(0.013) (0.016) (0.023)
Constant 0.51***  0.41*** 0.74*** -0.20
(0.156)  (0.150) (0.202) (0.291)
Controls YES YES YES YES
Field of study fixed effects YES YES YES YES
Sector fixed effects YES YES YES YES
Country fixed effects YES YES YES YES
Observations 21,337 21,337 15,167 6,170
R-squared 0.580 0.581 0.582 0.584

All models estimated using ordinary least squares. Standard errors are clustered by country

and sector and reported in parentheses. *** p<0.01, ** p<0.05, * p<0.1

40



Figure 1: Summary of mediation model of next-generation family members’ succession

intentions
Gender and Birth
order
Entrepreneurial
/ self-efficacy
Parental / Family business
emotional v succession
support intentions

Commitment to
family business
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