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Background 

The sphere of business is limitless due to the influence of socio-economic factors. Learning 

patterns and cultural beliefs are also changing with the social exchange process. The disparity in 

the Chinese family business, such as the powerful influence of the culture and family blood 

relationship includes the leadership of the family and the honor of the elder.  Chinese business is 

relatively new to globalization, and traditional family business methods can lead to poor outcomes 

for the economy. 

The family business should adopt an adequate change in the policies for conspiracy, fraud, and 

manipulation amongst business workers.  In such conditions, the family business will continue to 

rebound, survive and thrive in the global market. 

Abstract: In the social exchange business, China is a relatively young advantageous, where 

Alibaba started mass networking a few years ago. In the past, there was no middle class, and 

the economy had a restrictive power base which recently becomes more flexible. These changes 

provided the opportunity for the family business to grow as an economic power.  This paper 

will demonstrate how the economy of China can be affected by family business behavior and 

cultural influence. The concept of nepotism, cynicism, and succession of obligation plays a 

significant role in the Chinese family business. This paper tries to analyze the reasons for 

nepotism, cynicism, and succession within the traditional Chinese family culture. By measuring 

the positive and negative aspects of this relationship, processes can be implemented to combat 

nepotism, cynicism and poor succession planning.  
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This paper designed a packet framework based on the correlated feature configurations that need 

to brush up on the hindrances of Chinese Family Business unambiguously. The hypothesis is that 

a subdivision of nepotism, cynicism, and an undesirable successor will lead to dissatisfaction, 

which is harmful to the business. Meanwhile, three hindrances been have identified as associated 

with each issue as nepotism, cynicism, and negative succession (Qin & Deng, 2016). Surprisingly, 

the level of impediments in the Chinese family’s business disabled their accomplishment (Liu, 

2012).The research question, what degree are the hindrances identified by structural influences 

beyond the control of the market, and to what level are they determined by endogenous aspects 

that can be mitigated by the business policy? 

China's private business is made up of more than 80% of the family-owned and operated business. 

One of the crucial problems encountered in the process of family business growth and expansion 

is nepotism. Nepotism in the modern economy depends not only on blood family but marriage too 

for the formation of relations. Family members become very ambitious, but there is no openness 

to hiring non-family members. 

The economy of a developing country has demonstrated that only a few family businesses get 

through the first generation (Jackson, 2016); other research has indicated that 30% of the family 

business becomes stable and progress to the second generation, with maybe 15 or 16 percent of 

those businesses’ surviving for the third generation. The impact of this 15-16% of the family 

business surviving to the third generation needs to consider in conjunction with the growing 

economy of China. With the negative influence of nepotism affecting business activity further, the 

Chinese family business will find it difficult to survive within the setting of the world market 

(Tlaiss&Kauser, 2019).  It must assert that particular hindrances are not permanent, and do not 

constitute a complication on the level of entry into the business process but will interfere with the 

management levels.  

.The articulation of the Chinese family business refers to the complex business mechanism, which 

is controlled and guided by the founding family elders, and the notion that only family members 

will be able to lead the business into the further. There is no support for succession planning from 

employees not related by blood or marriage. The idea behind the Chinese cultural hindrances is to 

prevent any non-family member intrusion from reaching the workplace and misusing the family 

business (Jiang, 2017). It is well-known that in family businesses, the potential for conflicts 

increases; for this reason,  for a family business to be sustainable in the world market it needs to 
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implement practices which include employees who are not related by marriage or blood but instead 

for the experience. 

The principles and objectives are to preserve structures and relationships that resolve conflicts, so 

the family realizes their particular visions, goals, and objectives (Jackson, 2016). The purpose of 

business is to boost the potential capital for current and future generations. 

For the Chinese economy to remain prosperous, the Chinese Family business model needs to 

identify hindrances and implement a process to resolve these. (Tlaiss&Kauser, 2019), Identifying 

hindrances in family business models and implementing procedures to resolve these will allow the 

family business to be more competitive. (Jiang, 2017). Implementation of policies to enable 

employees and non-family members to be in the healthy competition is one-way Chinese family 

business can increase its standing in the global and Chinese market.  An inclusive business model 

that allows opportunities for up-skilling and appropriate management despite family hierarchy will 

ensure a competitive work culture and more resilient family business because the cross-cultural 

understanding of social responsibility allows better execution of social exchange process (Farooq, 

Hao, & Liu, 2019; Qin & Deng, 2016). 

China's family business relationships must be monitored continuously to avoid improper 

exploitation of the company's name or reputation and interference or unjustified influence of 

business interests(Jackson, 2016). The experimental model design explains these delinquencies 

and estimates the exogenous-endogenous factor for the stable effects that consist of both. Is there 

a non-sympathetic relationship between family businesses and inherited hindrance aspect to 

ruthless progress in the market? To better identify this relationship it is recommended that an 

unobstructed research approach would be most beneficial to the Chinese family business (Alonso, 

2018). 

The Hindrance issues of the Chinese family business can disturb the expansion of the business 

movement on a national level. The influence and impact of Chinese culture on the administrative 

process are significant, distinctive, and the importance of the culture in Chinese society, steeped 

in families, affects their economic (Tan&Fock, 2001). However, nepotism or mistrust of non-

family member, lead to obstruction of practicability and performance of the business (Luo, Lewin, 

Wu, & Li, 2019). That is why each family business owner noticed a different circumstance. Some 

have an assessment such company will sooner or later die or be replaced by the new business if 
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they excite these hindrances. At the same time, their willingness to up traditional impediments 

passes to the next generation as a lost generation of wealth (Alonso, 2018). 

One example is Singapore, a representative of several economies in Asia; while economic growth 

is partly the result of vibrant and active small and medium-sized enterprises, where the majority 

of the activity is Chinese owned and controlled (Tan&Fock, 2001).  This view is particularly 

troubling for Singapore, where public policy focuses on developing local business activity into 

significant business concerns (Dinh&Calabrò, 2019). These local businesses are primarily made 

up of Chinese family businesses because of Singapore’s history and economic development. 

 Chinese family businesses want to continue to grow and remain family-owned and managed. In 

different circumstances, parental leadership found in parent leading family businesses where 

business affairs that stay within the family control are influenced throughout the generations by 

family traditions, and therefore the hindrances facing business are only in their first or second 

generation (Jh, 2017). 

So the hindrances on business will have a significant effect on each family member in the affairs; 

(Jackson, 2016) they are unable to create a plan, unwilling to invest, and stalemate in their attempts 

to formulate specific mechanisms out of the current events and vicious circle.  The inherent cultural 

growth restrictions but it had some precedent; Wee Kheng Chiang, the father of chairman in 

retirement Wee Cho Yaw under Wee Cho Yaw's management, turned UOB into a giant 

conglomerate including financial services, real estate, and hotels, in Singapore.  

Kuok Khoon Hong Chairman and CEO of Wilmar International, having built it into Asia's leading 

agribusiness and is the world's largest palm oil trader. These are just some of the businesses that 

had created and developed by Chinese two usually distinct systems the family social system and 

the economic system in the business life of a company there is considerable research that examines 

the resolution of the struggles that ascend from the interconnection of these two systems. 

1.  Nepotism 

This paper explores the current standing of many types of research investigating the use of 

antecedent events in the functional assessment of the nepotism process.  An explicit on 

interventions conducted in the family’s integration of the Confucian values states “Respect for 

authority, for example, often meant the inability to question those in authority as well as the blind 

respect for and pursuit of esteemed titles. Strict hierarchical social structure granted only the 
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rights and privileges to superior while depriving the rights of subordinates”, would lead to family 

nepotism (Jh, 2017; Yoon, 2019). 

Nepotism among those of power or influence to favors relatives or friends, since the beginning of 

social research, scholars have struggled to understand the role of culture in economic development. 

The question of how cultural beliefs affect the work and the workers (Yoon, 2019); especially after 

Japan’s economy collapsed. The notion in china about capitalism called into question, and the field 

became progressively dichotomized between regional experts, who favor cultural explanations for 

the faltering economies, and social experts, who by and vast rejected culture as an explanatory 

factor especially China (Dinh&Calabrò, 2019). 

Though nepotism is not a part of the traditional recruitment processes used in large companies. 

Which initially offer work for official job qualifications and then later(Khan, Bhat, & Hussanie, 

2017), this process changes for social exchange relationships with new appointments.  

2. Employee cynicism 

Cynicism is a critical approach against the employing business induced by mistrust, disillusion, 

and various negative experiences. The family businesses in China include the following three 

statements: low trust, control orientation, and status orientation. Employees exhibit 

counterproductive work behaviors because they perceive little organizational justice. Many family 

business owners in China display a high level of deceitful personality quality (Zheng, Wu, Chen, 

& Lin, 2017), and this personality tends to determine the implications of the working culture. To 

establish a diverse culture, and heterogeneous management, a team, must form and a new working 

culture from top levels to lower levels (Schmitz, Froese, & Bader, 2018).  According to the 

opinions and results; employee cynicism hurts business processes, and productivity, distrust 

emerges, for instance, when individuals perceive that the business lacks reliability or values 

between the family business and employees diverge. 

Standard practice on family business is employee silence by decreasing work cynicism, but more 

effective action mediation moderated an outside person.  

3. Negative Succession 

Present information and research indicate that family business controlled by their founder or by 

the founder’s families and legatee had become the dominant form of economic organisations 

across the globe (Deng, 2015). Family successors have a substantial and negative influence on the 

business post-succession (Zhongyuan Zhang & Spicer, 2014). The acquisition of the founder’s 



 

North American Academic Research , Volume 2, Issue 11; November 2019; 2(11) 36-48       ©TWASP, USA 41 
 

specialised assets dramatically contributes to the entrance after the successor. Succession takes a 

period to complete, and it is difficult to know when the process starts and ends (Bennedsen, Fan, 

Jian, & Yeh, 2015).   

The succession is a process of drafting a coordinated transfer and holding the company to others 

in a manner that represents the minimum of work and progress in the company (Mustafa, Elliott, 

& Zhou, 2019). Because the family member or outsider is a reluctant successor or unqualified, the 

family member may hesitate to manage the family affairs for several reasons. 

Marital statuses (family members vs. non-family members) modify the relationship between 

behaviours, succession and performance outside the role. Both they changed only slightly to fit in 

with the family professional archives entry format (Karakitapoğlu-Aygün et al., 2019). Related 

literature suggests that contrary succession is the most crucial issue faced the family businesses. 

Even if the heir is well qualified but is not eligible for occupation, it is unlikely that they will 

proceed.  

The successor is a decision of the whole family involved because of an urgent matter, future risks, 

and challenges ahead. Usually, every family needs to take an active interest in the succession 

process (Soleimanof et al., 2018). 

METHODS 

The Model form of the three hypotheses, each hypothesis led to the unsatisfied outcome and 

symbolised the inherited hindrance aspect facing the Chinese family business.   

Three-figures represented the hypotheticals and transformation efficiencies, typically on a smaller 

scale than the original.   

Every figure given has a model made and the design created to avoid duplication. The greatest 

fame, conversely, is a result of not statistical models created to assist in the understanding of 

hindrances and insightful research (Tan and Fock, 2001). 

Hypothesis: 

Hypothesis (1) when there is less form of nepotism in the business, employee business families 

gain more confidence (Confidence period & Confidence scale) and benefits. It is alarming how 

nepotism has created many obstacles on many small business owners, in Figure 1: a form of 

nepotism.  

Research has begun to think and develop quick solutions to differentiate between ending these 

business catastrophes on an unprecedented scale at local, national and international levels. 
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According to figure one, the nepotism is the application of the view of favouritism towards family 

members or friends economically or in terms of employment. For example, granting privileges or 

functions to friends and relatives, regardless of quality, this specified a form of nepotism (Chen et 

al., 2014).  Also, there is no alternative to the development of business guidelines against nepotism; 

many businesses family dictate the possibility of placing family members in the primary eligibility 

category. For the first time, it impacts coinciding with major rise nepotism and significant business 

suffering.   

Hypothesis (2) the cynicism of employees has a direct link with financial loss and bankruptcy, 

which will be growing exponentially if left untreated. Employee cynicism falls into three 

categories,  

1. Business environment, lack of organisation between policies and practices, unethical 

behaviour, and inequitable compensations policies 

2. Business communication, lack of or poor communication and management incompetence 

in change implementation. 

3. Lack of employee involvement, the environment of the job, role conflict, role ambiguity, 

and work overload increase the discontent between workers. 

Firstly, is the talk of admission which emphasises that individuals can expect more autonomy when 

they are increasingly likely to be submissive, to stick inflexibly to the rules and be watchfully 

supervised and restrained as in many service occupations such as call centre environments. 

Secondly, many businesses mainly used the rhetoric of impartiality and justice which highlight 

fair treatment, a single and favourable employment relationship the reality is the employees are 

projected to admit changes and that some individuals may be treated less well than others. Finally, 

there is the administrative pomposity which environments change, as being essential, evolutionary 

and coherent and which accentuates the opportunities for employees to learn and increase their 

employability when in reality such initiatives are often mere play-acting, and the outcomes are 

more likely to mean more work for the same rewards. 

Hypothesis (3) the differences in competitive abilities between unfavourable successions that 

catalyse the development of harmful dominance hierarchies within the family lead to resource 

deprivation of the lowest-ranking member. 

It is giving the tests to the last hypothesis, which is the pointers of the differences in competitive 

abilities between unfavourable successor that catalyse the development of harmful dominance 
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hierarchies within the family (Zhang and Spicer, 2014). Concentrated resource deprivation onto 

the lowest-ranking member in the third hypothesis was that the presumed indications of differences 

in competitive abilities between unfavourable successions that catalyse the development of 

harmful dominance hierarchies within the family had already foreseen the outcome of the cases. 

Thus, I calculated the coefficients between both the pointers and the result of the situation and 

presented these transactions in figure 3. 

The successor is not an individual decision is whole family involvement because of a significant 

matter, future risks, and challenges ahead. The family need to take an active interest in the 

succession process (Soleimanof et al., 2018). They should not assume that the status quo will 

remain and that everything will work out well in the future. The means by its plans to take account 

of the family business deals on outlook succession would only help to further family business 

growth in the future and designed to stimulate real business’ successor to an understanding this 

form of a business advance (Chen et al., 2014). The successor is not an overnight operation. It is a 

conscious and thoughtful effort to ensure the successful delivery of work like a significant critical 

producer of both successor and positive mind in an excellent position to catalyse the development; 

consideration for succession is crucial. In general, the findings show that some successor planning 

and family planning practices aim to be somewhat present.  The company successor who failed to 

learn and understand the company's culture and adoption are at risk of managing the company 

Contradictory how the founders of the older generation and staff envisioned 

FORMATTING OF FIGURES  
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Conclusion   

The nepotism, employee cynicism attitude and force successor: all of these had negative 

consequences on the workplace, such as staff morale ratings are at an all-time low, affecting the 

smooth functioning of the company and whether employees are productive may lose motivation 

to achieve their goals and accomplish their daily tasks, this motivation is associated with 

intention of technology adoption by the company (Farooq, Fu, Ahmad, Zhang, & Hao, 
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2019).Avoid favouritism perceptions make sure that all employment, elevation, reimbursement 

and other employment opinions based on impartial reasons, including the individual's educations, 

skills, enactment and execution. Also, many people cover their fears and disappointments by 

complaining, blaming and criticising others.  

Listen and understand their position with respect, recognition, safety workspace or value they 

have lost. Meanwhile, determine whether to help the employee get what needs or realise their 

feels the way they feel. Showing that the manager hears and understands their feelings before 

asking them what they need to do next. When passive people think you don't listen, they escalate 

further in their beliefs. They don't require to fix it; they need to be heard and understand.  

There is no rule against persons identified as beneficiaries or executors. Many people choose 

their spouse, civil partner or children to become an outlet. The heiress is a new company that 

directly replaces an old company. The successor assumes the assets and liabilities of the former 

company and carries out the affairs of the old company under a new name. Efforts are helping to 

build the business's bench strength to ensure long-term health, growth, and stability. 

The process of identifying essential leadership needs and intellectual talents throughout the 

business over time and preparing individuals for current and future work responsibilities. 

Succession is a management process of continually identifying and evaluating external and 

internal leadership talents, compared to the company's criteria for success in the role and 

environment of the business. If the successor is unfulfilled and unhappy that carries over in the 

quality of their work, he/she will reflect on the pointlessness of working in the job that they do 

not want and will feel utterly unrealised. 
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