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Abstract 

 

To ensure business continuation, Family Businesses (FBs) need to have in place succession 

plans and successor selection processes.  The succession debate is one of the most researched 

areas in FB, but studies have mostly focused on incumbent or successor points of view. 

Literature suggests employees’ perception, acceptance, participation, and influence are 

significantly in ensuring smooth leadership transition and employee commitment to strategic 

decisions.  Several theories offer explanations for why individuals might prefer to work for a 

man leader than a woman. However, this article makes a unique contribution to the FB 

literature by extending the gender preferences that have been developed in the management 

and the physiological literature to the examination of preferences to work for a woman from 

the family or outside of the family. It examines how kinship ties, gender, experience, and 

education in FBs relate to perceptions of female leaders as new successors across 256 

employees. 

 

Word Count; 6277 (Except, abstract and the references) 

Track; Entrepreneurship 

Key words; Family Business, Employee perception, Succession, Women entrepreneurship. 

 

 

 

Introduction 

Family Businesses (FB) are vital players of the global economy as they dominate commercial 

life and represent most of all businesses in around the world. Two of three organisations are 

family business. In many countries FBs are the main drivers of economic activities.   

 

In FBs, the succession process involves the transfer of business ownership, governance and 

management (Marques, Bikfalvi and Busquet, 2022) as an ultimate test of success reflected as 

sustainability in business (Nandi, Singh and Talip, 2019), and it is related to the creation of 

conditions allowing the continuation of a successful business, which requires displaying 

entrepreneurship to re-create and develop the company (Gimeno et al., 2010, p.54). However, 

unfortunately, a high percentage of FBs are not able to continue with lots of reasons and one 

of the important reasons has been identified as the next generations of family members either 

do not enter the business or women are not considered as a viable option for the succession.  

 

On successor selection, FB literature shows a strong preference for first-born sons whereas 

women have been rarely considered serious candidates for leadership in the family business.  

Family business scholars recognise that fair decision process is paramount in family business 

success as the family members involvement may create an environment conducive the 

favouritism (Im and Chen, 2020; Barnett and Kellermanns, 2006) which may lead employees 

to view their authorities as untrustworthy and biased (Burhan, Leeuwen and Scheepers, 2020). 

However, the employees are a potential important source of continuity and productivity in 
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organisations, particularly in FBs as most researcher and practitioners agree on is the 

importance of employee assessment to succession planning.  

 

A considerable body of research offered the explanation of the preference to work for a woman 

or a man. Perry, Davis-Blake and Kulik’s (1994) gender-based selection theory explains the 

determinants of gender-based selection decisions with an integrated cognitive and contextual 

perspectives. However, study mainly focused on the employee selection process and gender-

based selection decisions in organisations. Schein et.al.’s (1996) “Think Manager-Think male; 

A global phenomenon” also revealed that regardless of country context, males and females 

perceive that successful managers possess characteristics and attitudes more commonly 

ascribed to men than to women.  

 

Powell and Butterfield (2015) study examine the preference to work for a man or a woman as 

a boss by considering the respondents’ age, education level and experiences. This study also 

shows that, respondents who had a preference preferred to work for a man than a woman. 

Additionally, women prefer to work for a female boss over a male boss more than man did, 

whereas men preferred to work for a male boss over a female boss more than women did. 

However, such theories do not offer an explanation in a FB concept. Accordingly, we need new 

theories that explain whether individuals would prefer to work for a female boss from the 

family or outside of the family by considering the employees’ age, family tie, education and 

experience.  

 

Drawing on empirical material collected through survey with employees of FBs, the key 

contribution of this study is that it shows the importance of gender, education, and experience 

of the successors on employees’ willingness to accept a woman as a successor and to make this 

process run smoothly.  

 

Literature review  

 

Succession planning in FBs is considered as a key theme in the literature and the literature also 

suggest that succession is a course of action that encompasses many activities, such as training 

of the successor from childhood to adulthood. However, in regard to selecting the successor to 

ensuring the continuation of any family business, research mainly focus on how families can 

best prepare a successor who is from the next generation. When considering the importance of 

the successor selection, preparation of successor is considered as a crucial issue and the family 

prefers a member of the family’s next generation to take over the business. Notwithstanding, 

family firms often include a number of employees who are also non family members (Burhan, 

Leeuwen and Scheepers, 2020) and securing non-family employees’ commitment and 

cooperation is difficult if they do not believe that the family business supports them (Carsrud, 

2006). Non-family employees’, however, also play an important role for the succession and 

their perceptions need to be examined together with family members.  

 

The  employee perception is one of the key components of successful succession -for both the 

organisation, family and its employees (Dawson, 2012). Therefore, employee assessment 

should be considered as a significant factor for smooth succession in FBs. Employee 

assessments that focus on employee values and opinions are an important information source 

for helping organisations to make significant adjustments like succession.  Similarly, 

Mussolino and Calabrò, 2014; Patricia de Sá Freire, Soares, Nakayama & Spanhol (2010) 

examined the perceptions of the employees of FBs regarding changes brought about by the 

company’s succession process. They found that, in order to achieve the objectives of the 
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changes, required a new look at intra-organisational integration to eliminate harmful features 

of the FB, such as lack of dialogue and unilateral decisions. They also suggest the use of 

strategies for sharing information and knowledge to pave the way for understanding the entire 

succession process, overcoming uncertainties and individual resistance. (Cabrera-Suárez, 

2005) also discuss this issue, suggesting that poor relations between the successor and the 

family firm’s non-family team can hamper if not prevent successful intra-family succession.  

Given the importance attached to a family business relation with non-family members, there 

have been so few studies on the topic in the literature. The management of the non-family 

human resources has been examined by the researchers (Carsrud, 2006; Barnett and 

Kellermanns, 2006; Huynh and Luu, 2021 ), and studies address the perception of fairness, 

equity and justice by non-family employees in family firms.   (Chua, Chrisman and Sharma, 

2003; Burhan, Leeuwen and Scheepers, 2020) examined why relationship with non-family 

managers are so important in family firms by using Agency Theory. Their study showed that 

concern about relationship with non-family managers is the second biggest concern of family 

owners after the succession. Mitchell, Morse and Sharma, (2003); Tabor et al., (2018) 

attempted to demonstrate the extent to which the transacting cognitions expected of non-family 

employees are more demanding in FBs then in business general. Why individuals, especially 

non-family members choose employment in FBs over other types of employment opportunities 

have been studied by Covin (1994) and the central personal characteristics and occupational 

choice preferences of employees have been studied by (Block, Fisch, Lau, Obschonka and 

Presse, 2016) . First of all, their study showed that preferences for family firms as employers 

may vary across countries as they used samples of individuals in 40 countries. More recently, 

Bormann, Backs and Hoon (2021) examined the bounded nature of nonfamily employees’ 

individual stewardship behaviours in FBs and together with many valuable implications, their 

study shows that given prevalent gender role expectancies, stewardship culture fosters very 

different patterns of emotion-driven behaviours for men and women.  

 

Another study (Block et al., 2016) also show that; a preference to work in family firms 

correlates positively with being female, a positive opinion on entrepreneurship and self-

employment intention, while it correlates negatively with length of full-time education, living 

in an urban area, being manager and entrepreneurship education. People are more resistant to 

women’s influence than to men, not only in FBs. However, non-family employees’ resistance 

to accepting women as a successor have been examined by researchers (Vera and Dean, 2005; 

Martinez Jimenez, 2009) without considering the gender of employees.  

 

In short, this paper contributes to the literature by providing a new perspective on the 

employment perceptions for accepting woman as a new leader by considering successors’ 

family tie, experience, education and gender.  

 

Family tie and accepting woman as a successor 

 

Families are made up of people who have a shared history, experience, some degree of 

emotional bonding, sets of common goals for the future, and whose activities involve group 

issues as well as individual concerns (Carsrud, 2006, p.856). These group of people’s 

involvements is accepted the main differences between family and non-family businesses; 

however, it also makes them a more complex, where family members can be seen in all three 

circles; ownership, management and family. 

FBs are the unique constitutions as the families own, control and manage the business. In such 
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businesses, the founders aim to continue their legacy via inter family succession by handing 

over the business to their children. However, although the succession process is a vital process 

for FBs, unfortunately only approximately one third of FBs survive into the second generation. 

Moreover, when we look at the FB literature, one of the main reasons of succession rate is seen 

the inability to ensure successful transfer of ownership and management to the next generation.  

Agency theory is a systematic analysis of the relationship between principals and their agents 

(Greenwood, 2003; Solomon et al., 2021). In the family business context, this theory applies 

mostly to the relationship between an agent and the owners of a firm as a principle. Even though 

Agency Theory explains owner and agent relationship of a business, owner and agent become 

one person in most cases of family businesses (Kuruppuge et al., 2018). As a result of this 

relationship, the agency relationships in family firms are distinctive because they are embedded 

in the parent–child relationships found in the household and are characterised by altruism 

(Schulze et al., 2001, p.473). Altruism is examined as the practice of unselfish concern for the 

well-being of others and commonly the evidence of nepotism within the FB concept. As a result 

of altruism, parents tend to offer investment opportunities to their children (Lubatkin et al., 

2005), even if they have insufficient skills for international entrepreneurship, and even though 

hiring the right person is one of the most important functions of human resource management, 

family members tend to assign their family members to the strategic positions with their 

businesses (Lubatkin et al., 2005; Kontinen and Ojala, 2010; Mussolino et al., 2019). However, 

in terms of ownership and management, there is significant evidence that family businesses are 

quite reluctant to accept non-family ownership (Gottschalck, Guenther and Kellermanns, 

2020), as they see hiring non family managers reduces the family’s control of the firm (Welsh, 

Memili and Kaciak, 2016). Similarly, as noted by (Vera and Dean, 2005; Martinez Jimenez, 

2009) along with visibility, leadership and formation of their identities, women compete for 

power and authority against a third person; non-family managers. In minority-owned family 

firms, however, the preference for hiring family members may be culturally rooted rather than 

based on business needs alone (Shinnar, Cho and Rogoff, 2013; Osnes et al., 2019). However, 

research indicates that family business owners tend to control their business more than anyone 

in their businesses and they do not trust anyone, especially nonfamily members. Therefore, 

they do not like to delegate power to someone outside of the family.  

 

Consistent with Agency Theory we offer an initial hypothesis. 

Hypothesis 1a; Family tie is positively associated with accepting woman as a successor and 

Hypothesis 1b; Family member employees prefer to work for a woman from the family than 

a woman from outside of the family. 

 

Gender and accepting woman as a successor. 

 

Although the role of women in society has changed considerably, they are still overlooked by 

the family and non-family members as a potential leader in FBs. Not only in business, but also 

within families, the roles and patterns of behaviour are often gender specific (Discua Cruz, 

Hamilton, Campopiano and Jack, 2022; Ahrens, Landmann and Woywode, 2015; ).  

 

On the role of gender in the succession process, the literature consistently finds that male 

offspring are favoured within family firms regardless of suitability (Disuca Cruz et al., 2022; 

Le Breton-Miller and Miller, 2015; Ozdemir and Harris, 2019; Harris and Ozdemir, 2020;   

Overbeke, Bilimoria and Perelli, 2013) and focus on sons as successors and their relationship 

with FB owners/fathers. As examined by Wang (2010) and Martinez Jimenez (2009) in FB 

succession process daughters are almost always excluded as candidates due to an interaction 
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of macro (sociocultural attitudes to women) and micro (individual and family) factors. 

Similarly, (Glover and Reay, 2015; Ozdemir and Harris, 2019) argues that this gender bias in 

family businesses may stem from broader societal attitudes and cultural expectations of their 

gendered roles in society. Even in the case of being the oldest child, women felt less visible 

than their brothers with respect to the choice of succession (Vera and Dean, 2005) although 

succession is different when there are both brothers and sisters than when the owner has only 

one descendant (Chantal, Ilse and Roberto, 2014).  

 

According to Role Congruity Theory (RCT) (Eagly and Karau, 2002), the inconsistency 

between woman and leader roles leads to prejudicial evaluations against women leaders while 

underlining preference for men. Therefore, women more likely to face with prejudice than man 

without considering their talent and performance and these prejudice cause disadvantages for 

females. Several authors examined the employees’ gender and its preferences to work for and 

with the male or female managers. Some studies (Schein et al., 1989; Schein, 2001) show that 

females have no preferences between a man and a woman to work with. They see women and 

men as a manager just need to have a certain leadership characteristics and gender of the 

managers wouldn’t be an indicator to be a successful manager. However, the notion of “think 

manager-think male” (Schein, 1973) shows one of the biggest prejudices by associating being 

a manager with being a man.  

 

(Ridgeway, 1997)’s seminal work examines employee consideration of gender inequality. 

According to her, employee likely to show bias toward same-sex others, particularly the 

“people like me”, with the same training, experience and skills.  Stoker, van der Velde and 

Lammers, 2012  explain this tendency by using Bryne’s (1971) similar attraction effect and 

they assert that “people like who are similar to themselves”. Hense, women like leaders who 

have the same gender and share certain characteristics, and men are especially likely to dislike 

female leadership traits and prefer male leaders in organizations where female managers are 

rare (Stoker, van der Velde and Lammers, 2012). Similarly, as stated by Schein’s (2007) study; 

studies show to see men are more suitable for the leadership positions as characteristics such 

as leadership ability, more likely to be held by men than by women. Additionally, according to 

2021 Gallup’s Employee Engagement Survey conducted December 2001, women slightly 

more likely than men to prefer a male boss.  

Stoker et al., (2012) study also show the preferences of employees. According to their study, 

although the general stereotype of a manager is masculine, female employees have a stronger 

preference for female managers. Similarly, more recently, Powell and Butterfield (2013) study 

show that, when they expressed a preference, women preferred to work for a female boss over 

a male boss more than men did, whereas men referred to work for a male boss over a female 

boss more than women did. This study also consistent with Vecchio and Boatwright (2002) 

study as it asserted that women tend to have a stronger preference for female managers.  

Hence, consistent with the Role Congruity theory and the “think manager-think male” 

prototype we offer an initial hypothesis. 

 

Hypothesis 2; Female family member employees more easily accept a woman as a successor 

than men family member employees. 

 

 

The education, experience and accepting woman as a successor. 
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Effectiveness of entrepreneurship education is an important debate topic in entrepreneurship 

research area on whether entrepreneurs are born as an entrepreneurial characteristic, or they 

can develop entrepreneurial skills. Interestingly, there is no evidence that indicate linkage 

between education in entrepreneurship and being a successful entrepreneur, however, there is 

evidence that show a direct relationship between having education in entrepreneurship and 

intention (Heuer and Kolvereid, 2014; Stirzaker, 2015). In another words, students who 

graduate from entrepreneurship fields are more likely to be an entrepreneur than those that 

graduate from other disciplines.  

 

Chantal, Ilse and Roberto, (2014) analysed to what extent women are involved in the actual 

succession process in family firms and gender differences in terms of capabilities and ambition. 

They found few differences between male and female successors in the level of education, 

although female successors are more likely to be university educated than male successors.  

However, their results show that there is a clear gender difference regarding ownership; men 

strive more often for full ownership, whereas women opt for shared ownership, even when 

controlling for relevant variables such as the presence of children (Remery et al., 2014). 

Similarly, Lee et al. (2016) also find that the socialised gender perspective of the business 

owner is a key contextual construct. Studies investigating opportunities for women in family 

businesses reveal instances of (veiled or open) discrimination and present proposals to 

overcome these obstacles to make better use of women’s potential (McAdam, Brophy and 

Harrison, 202; Lee et al., 2016; Remery et al., 2014).  

 

Business Education in general has been studied broadly but importance of education in family 

businesses has not been studied widely. Although sons and daughters are equally well educated 

in FBs, even in management and business, fathers are deeply concerned about whether 

daughters can effectively manage the demanding tasks associated with the company. Another 

interesting point is  research shows that education is particularly important for non-family 

business owners, who do not have the luxury of using their family as a safety net and have to 

rely on other sources of support (Welsh, Memili and Kaciak, 2016; Ozdemir and Harris, 2019; 

Reay, 2019).  

 

Research also show that, if the successor has proven skills, performance, and experience in 

leading the organisation, the succession is more likely to be successful (Breton-Miller and 

Miller, 2016; Thurman et al., 2011), not only for the successor, but also for the business and 

the family. However, although the number of positions occupied by women in family firms to 

be greater than in their non-family counterparts, it is less common to find women as CEO or 

chairs of boards (Maseda, Iturralde, Cooper and Aparicio (2022, p.297). Analysing this stage 

as the successor development process, research argue that, in addition to education, training, 

and working experience (Schlepphorst and Moog, 2014; Ozdemir and Harris, 2019) successors 

need a special set of skills to adopt strategies at appropriate times in the development of the 

business, the environment, and the organisation (Hoy, 2012; Discua Cruz et al., 2022). 

Surprisingly, Gallo and Pont (1996) find that the most successful international family firms are 

those whose successors have education and work experience outside their home country as well 

as outside their company.  Similar to Gallo and Pont (1996), (Dyck et al., 2002) also assert that 

three characteristics are commonly used to measure successor competence; education, working 

within a family firm and experience working for another organisation. However, at this point, 

it should be noted that; as observed by (Ahrens et al., 2015), in their study female family 

successor seemed to be equipped with  higher levels of human capital compared to the selected 

male family successor. Nevertheless, male family successors are chosen not because of higher 

human capital levels, but because of the contest rulers’ gender preferences in favour male 
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family heirs. As found out by Ahren et al., (2015) study, male family successors are chosen not 

because of higher human capital levels but because of the contest rulers’ gender preferences in 

favour male family heirs. 

Entering the family business as an employee to gain experience seems natural to all members 

of the family, with parents giving important practical and psychological support 

(Constantinidis and Nelson, 2010, p.47). However, at that  point, nepotism can be a serious 

problem in FBs when favouritism is shown to nephews and other relatives by giving them 

positions because of their relationship rather than their competencies (Royer et al., 2008) . This 

supports the argument that giving to family members reduce the motivation of non-family 

members and sometimes creates conflict within family members. As, nepotism is defined as an 

individual’s attainment of recruitment, promotion, provision of more favourable working 

conditions or similar advantages irrespective of their knowledge, abilities, skills, educational 

level, and experience, but owing to their kinship ties (Liu, Eubanks and Chater, 2015), 

assigning family members without their capabilities or choosing the successor without 

considering his/her experience and capabilities increase the tension in family firms. Not 

always, but, study show that, in some cultures, nepotism play an important role for the 

successor selection. This is based on the view that the business is family property and will 

remain in the family (Gupta and Levenburg, 2012).  

However, although all employees in both family and non-family firms may form perceptions 

about the fairness of the treatment that they experience within their organisations, family 

involvement and influence in family firms can have unique effects on the fairness of these 

firms’ human resource (HR) practices as they relate to non-family employees (Barnett and 

Kellermanns, 2006, p.838). Frequently, a non-family member employee may feel unsecure and 

threatened by the owner's children, especially if they feel the she or he is not suitable for this 

new leadership position. Even though the importance of experience within or outside of FOBs 

have been extensively examined in family business literature (Royer et al., 2008) ,  opposite of 

Royer (Jalal and Prezas, 2012) examines  CEO succession when the new CEO is hired from 

outside the firm. They concentrated on two different types of incoming outsider succession; 

those hired from the same industry and those hired form a different industry. Very interestingly, 

results show that; although firms that announce CEO-hires from within their industry receive 

a better market reaction and have better stock performance in the post-succession year, in later 

years it is firms hiring from outside their industry that exhibit better stock performance.  

 

Hence, we offer an initial hypothesis. 

Hypothesis 3. Employees prefer to work with a woman who has an experience rather than 

who has a great level of education. 

 

Method, sample size and data collection 

 

The major contribution of the current study is that it includes the perspectives of the FB 

employees to analyse Turkish FB succession processes and employees’ assumption against 

women successors. Data were collected between 2014 to 2020. Data on employee perception 

were collected from public official filings at the Turkish Young Businessmen Association 

(GYIAD). Such filings represent the definitive source of information for FBs and daughters as 

successors. All the ownership, governance characteristics, and ownership structures were 

examined together with GYIAD general secretariat. In doing so, certain family related actors 

for this research were identified. FBs were selected that still employed the owner’s daughter in 
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the business, whether there was an existing succession process, and the researchers had no 

connection any of the families which took part in this study.  

The sample consist of the responses of 252 employees of family businesses based in Turkey 

which collected through questionnaire and this study focuses on quantitative approach. A total 

of 254 family and non-family member employees, representing 19 family businesses, were 

surveyed. The questionnaire contained measures of family tie, work experience as well as 

several demographic questions. The questionnaire as developed in two phases. A self-

developed questionnaire by the authors was distributed to employees who work in FBs, and 

the final realised sample included a total of 252 usable survey. The sample size included both 

male and female employees. The sample size is greater than 30 and below 500 is considered as 

suitable (Wright&Crimp, 1995) and the current sample size is 252. The questionnaire assessed 

two constructs using a 10-item scale. First part of items rated on a 5-point Likert Scale ranging 

from 1=strongly disagree to 5=agree. In second part, employees have been asked their 

preferences between two options. Demographic information, which included gender, 

education, experience, and family tie were also collected through the survey. The pilot study 

was conducted before circulating the questionnaire and the data analysis performed through 

SPSS. To make sure credibility and validity, demographic check has been conducted to ensure 

that right participants were approached. The participation was voluntary, and the 

confidentiality was retained during the study. 

 

 

 

 

Results 

 

Demographic variables  

Gender  

Female 51% 

Family Tie  

Non-Family 77% 

Age  

20-39 years 57% 

Experience  

5-10 years 35% 

Education  

University 55% 

Table 1. Descriptive variables 

 

As mentioned in the above table, it is evident that female representation is 51% and when 

considering the family tie, 77% are from non-family ties. When considering the age, 57% of 

the respondents belongs to 20-29 years and have experience (35%) with 4-10 years with 

university education (55%). 

The correlation analysis was used to understand the relation with the variables. 

 

Correlation variables Pearson 

correlation 

Sig value Results Interpretation 

Family Tie & woman as 

the successor 

0.186** 0.003 P< α Significant 
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Family Tie & acceptance 

of woman from the 

family 

0.050 0.433 P> α No significance 

Experience & Preference 

to work with woman 

0.291** 

 

0.000 P< α Significant 

Experience & Preference 

to work 

-0.227** 0.000 P< α Significant 

Table 2. Correlation between variables of interest 

 

From the above table, it is evident that family tie and considering women as a successor has 

significant relation (P<α, 0.003). Thus, it can conclude that there is a positive relation between 

family tie and accepting woman as a successor. Hence hypothesis 1a  cannot be rejected. When 

considering family tie and the employees prefer to work for a woman from the family, there is 

no significant relation (P>α, 0.570). From this it is evident that there is no relation between 

family tie and the employees prefer to work for a woman from the family. Hence hypothesis 

1b needs to be rejected. Regards to experience and preference to work, there is a significant 

relation (P<α, 0.000). It can be concluded that employees prefer to work with a woman who 

has experience than who is educated. Hence Hypothesis 3 cannot be rejected. Considering 

experience and preference to work, there is a significant relation (P<α, 0.000). Thus, it can 

conclude that employees prefer to work with a woman who has an experience in their family 

business than outside of their family business. Thus, hypothesis 4 cannot be rejected. 

 

After the correlation analysis, regression was carried between the variables of interest. 

Regression analysis was carried out to check the variations in the predictors (Nair et al, 2021). 

The below Regression analysis was carried between the family tie and accepting woman as the 

successor. 

 

 
Table 3.  Model Summary for Regression analysis between family tie and accepting woman 

as the successor 

When considering Model summary (Table 3), R- Square is 0.035. From this, it can understand 

that 3.5% of the variance is accountant for accepting woman as the successor by the Family 

Tie. Considering Durbin-Watson value 1.166, accepting woman as the successor has a positive 

autocorrelation with Family Tie. As per Durbin & Watson the value nearing 0 (below 2) is 

considered as positive autocorrelation and value towards 4 (over 2) is considered as negative 

autocorrelation.  
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Table 4. ANOVA analysis of Family Tie and Accepting woman as the successor 

 

From the ANOVA (Table 4) it can conclude that the model is significant for family tie and 

accepting woman as the successor (p<α, Sig value- 0.003).  

 

 
Table 5.  Model Summary for Regression analysis between gender and acceptance of woman 

from the family 

 

When considering Model summary (Table 5), R- Square is 0.002. From this, it can understand 

that 0.2% of the variance is accountant for accepting woman from the family by female family 

member employees. Considering Durbin-Watson value 1.588, accepting woman from the 

family has a positive autocorrelation by female family member employees.  

 

 
Table 6. ANOVA analysis of accepting woman from the family by the female family members 
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From the ANOVA Table 6, it can conclude that the model is not significant for accepting 

woman from the family by the female family members (p>α, Sig value- 0.433). 

 

 
Table 7.  Model Summary for Regression analysis of experience and employees prefer to 

work with a woman  

 

When considering Model summary (Table 7), R- Square is 0.226. From this, it can understand 

that 22.6% of the variance is accountant for employees prefer to work with a woman and the 

experience. Considering Durbin-Watson value 1.448, employees prefer to work with a woman 

has a positive autocorrelation with the experience. 

 

 
Table 8.  ANOVA analysis of experience and employees prefer to work with a woman  

From the ANOVA (Table 8)  it can conclude that the model is significant for the employees 

prefer to work with a woman by the experience of the employees (p< α, Sig value- 0.000). 

 

 
Table 9.  Model Summary for Regression analysis of experience and preference to work 

When considering Model summary (Table 9), R- Square is 0.051. From this, it can understand 

that 5.1% of the variance is accountant for experience and preference to work. Considering 



Employee Perceptions of Women as Successors in Family Businesses 

   

12 

Durbin-Watson value 1.596, employees’ preference to work has a positive autocorrelation with 

experience. 

 

 
Table 10. ANOVA analysis of experience and preference to work 

From the ANOVA (Table 10) it can conclude that the model is significant for the employee’s 

preference to work by the experience of the employees (p< α, Sig value- 0.000). 

 

From the above regression analysis, the relation between family tie and woman as a successor, 

the Durbin-Watson value is 1.594, which concludes that there is an autocorrelation between 

the two variables. The R square is 0.005, it can understand that 0.05% of the variance is 

accountant for woman as the successor by the family tie. Also, when considering the 

significance, the model is not significant (p>α, 0.288). When considering family tie and the 

employees prefer to work for a woman from the family, the Durbin- Watson value is 1.540, 

which concludes that there is an autocorrelation between the two variables. The R square is 

0.001, it can understand that 0.01% of the variance is accountant for woman from the family 

by the family tie. In the case of significance, it is not significant (p>α, 0.570). In the case of 

gender and considering woman as the successor, the Durbin-Watson value is 1.451, so there is 

an autocorrelation between the variables. The R square is 0.008, it can understand that 0.08% 

of the variance is accountant for woman as the successor by the gender. The significance 

between the variables is not significant (p>α, 0.163). When considering the education level and 

acceptance of woman, the Durbin-Watson value is 1.448 which means there is an 

autocorrelation and the there is a significant relation (p<α, 0.000). The R square is 0.226, it can 

understand that 22.6% of the variance is accountant for acceptance of woman by the education. 

 

 

Findings and discussion  

 

In this research study, the majority of the 252 respondents were non-Family members 

(86.5%) and 63.9 between the ages of 20-39. Approximately, two-thirds of the respondents 

were working 5-10 years in their FBs. A total of 70.2% respondents graduated from the 

university, together with 8.3% graduated universities abroad.  

 

In this article we attempt to provide a conceptual framework that addresses two important 

questions in FBs; To what extent the education, experience and family tie influence the 

perception of employees in order to accept a woman as a new successor? 

 

In this study, we offer an initial hypothesis by consistent with Agency Theory. Even though 

the Agency Theory mainly analyse the relationship between the owner and the managers, due 
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the nature of FBs, owner-manager relationships can be embedded in parent-child relationship. 

Therefore, the owner may easily consider their children as an agent. Moreover, Agency Theory 

posits that family owner-management promotes communication and cooperation within the 

family (Schulze et al., 2001). On the items pertaining to how employees perceive a woman 

management in their FBs, first examination has been conducted by examining the family tie. 

We asserted that, family tie is positively associated with accepting woman as a successor. 

According to results, family members do not have a problem to work with a woman. As can be 

seen on the findings, there is a positive relation between family tie and accepting woman as a 

successor. However, interestingly, there is no significant relationship between family tie and 

the employees prefer to work for a woman from the family. In terms of ownership and 

management, previous studies, mainly consistent with Agency Theory, stressed the importance 

of the family tie, especially for the succession selection. As a result of altruism, family members 

tend to offer the new leading position to their children. However, interestingly, when 

considering family tie and the employees prefer to work for a woman from the family, there is 

no significant relation. From this it is evident that there is no relation between family tie and 

the employees’ preference to work for a woman from the family.  

 

Several authors examined the employees’ gender and its preferences to work for and with the 

male or female managers. Even though very few studies showed that is no preferences between 

a woman and a man to work with and they just need to have some certain characteristics, the 

Role Congruity Theory underlines the preferences for men and sees men are more suitable for 

the leaderships position. Schein’s (1973) “think manager-think male” notion shows the biggest 

bias against the woman managers. However, research also assert that employee likely to show 

a bias toward same-sex others. In terms of family forms context, previous research revealed 

that family firm CEO predecessors gender preferences for male family successors, which 

observes a prioritising of sons over daughters (Ahrens et al., 2015; Discua Cruz et al., 2022). 

However, there is no research examined the employee perceptions towards the female 

successors. Hence, after evaluating previous research, we asserted that female family member 

employees more easily accept a woman as a successor than men family member employees. 

According to results, this study shows that accepting woman from the family has a positive 

autocorrelation by female family member employees. Moreover, when considering Model 

Summary (Table 5.) accepting woman from the family has a positive autocorrelation by female 

family member employees which supports the Role Congruity Theory.  

 

Regards to experience and the education, effectiveness of the education is an important debate 

topic in business and management literature. However, unfortunately, in FB context, even 

though sons and daughters are equally well educated, boys are almost always preferred for the 

leadership position over daughters. This preference can be seen because of “Nepotism” which 

creates demotivation and disturbance between the non-family employees. Even though the 

importance of experience has been examined in FB literature, in this article we attempted to 

shed light on this issue by discussing the women experience and education specifically. 

Regards to experience and preference to work, there is a significant relationship has been 

found. Additionally, the employees prefer to work for a woman who has an experience in their 

FB than outside of their FB.  

 

 

Conclusion and suggestion for future studies 

 

While the women presence in workplaces is increasing, women are still underrepresented in 

FBs. However, according to UK Family Business Sector Report (2021), family SMEs are more 
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likely to have female leaders than non-family firms -81.2 % of family SMEs, compared to 52.6 

% of non-family SMEs. Similarly, Global Entrepreneurship Monitor (GEM) 2020 report 

indicates that there are three economies (Saudi Arabis, Qatar and Madagascar) in which the 

female rate exceeds the male rate.  Although women tend to enhance their presence in FBs, 

unfortunately 31% of global family businesses have women on board and 18% of current 

family business leaders are female.  

 

In this paper, we aim to contribute to the literature by providing a new perspective on the 

employment perceptions in FBs for accepting woman as a new leader by considering family 

tie, experience, education and gender.  

 

In this study correlation is used to determine to answer of this question; “Is there any relation 

of gender, education, experience, family tie and accepting daughter as a successor in FBs 

between employees or not?”. The findings which are acquired from family and non-family 

member employees and when it is analysed, a significant relation can be seen. As the body of 

academic research suggests, gender status beliefs affect women’s presence in workplaces, not 

only FBs, but also in business life. However, this study shows that the experience also  critical 

factors for employees as well as for women presence in FBs. Even though the literature 

repeatedly indicate that the family members easily accept woman as a successor rather than 

non-family members, our results, interestingly show that, other variables like the experience 

can be the determinant factors for family members’ assumption.  

 

Unfortunately, as it was repeatedly found out by the previous studies (Miller et al., 2003; Wang, 

2010; Soost and Moog, 2021) family member male successors are still favoured. However, 

according to our results, educated employees, both from the family or not, less consider the 

family tie or gender of the new successor and they are open to work with someone professional 

and educated. At that point, extending the meaning of education can be considered the 

limitation of this study and the suggestion of the future studies. Education has been examined 

in family business literature for both the education in schools and the industry relevant 

education. Therefore, future studies may ask the importance of the education for the successor 

selection by separating the formal education and the industry relevant education. Similar to the 

previous research, our study reveal that female employees do prefer to work with female 

leaders.  

 

Previous research (Miller et al., 2013; Sharma et al., 2013; De Massis, Kotlar and Manelli, 

2021) examined the training within the family business or from outside the family business and 

revealed the importance of acquiring relevant education. In this study, we further showed that 

the employees want to work with someone who has an experience within their FBs. Further, 

experience is more important than education for employees. Furthermore, we acknowledge that 

the study has not been capture the industry and industry specific gender stereotypes, thus, it 

would be interesting for future research to investigate the industry and its effect on the gender 

stereotype.  
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