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Abstract 

The main aim of this research was to explore in-depth how professional succession 

planning might evolve corporate governance practices through identifying and describing 

the key aspects of family-owned businesses in Jordan. Further, this study considers how 

succession planning takes place and impacts corporate governance in achieving 

business strategic goals and objectives. The significance of this research derived from 

the importance of family-owned businesses continuity and sustainability in Jordan, given 

their contribution to the Jordan GDP and maintenance of social stability. 

This qualitative study was conducted through a semi-structured interview with founders 

of Jordanian family-owned businesses, CEOs, and candidate successors from different 

sectors.   Data were analysed using a thematic analysis strategy and Kings' template 

tool. The thesis identifies many issues facing Jordanian family-owned businesses, given 

the unique aspects, founders' management style and cultural perspectives involved in 

these businesses. The findings of the thesis outline that implementing professional 

strategic management practices and professional succession plans is a solution for 

conflicts and disputes. Accordingly, preparing the next generation professionally will 

supply with skilled and qualified generation aware of Jordanian family businesses' 

aspects such as legal form, family size, the importance of decentralization, and 

delegation.  

The study concludes that there are four distinct factors of succession planning in 

Jordanian family-owned businesses. Firstly, the importance of deciding preparation plan 

for the next generation is tied with an educational plan and career path. Secondly, the 

importance of consultants in governance and succession issues. Thirdly, the separation 

between family and business issues, and avoid mixing problems with Islamic Sharia law. 

The fourth is deciding the family constitution and its role in managing conflicts. The study 

also pointed out that the impact of traditional succession plans on corporate governance 

is characterized by splitting the business in the long run and consequently split among 

family members and increasing the level of conflicts and disputes.  

This study finds that the subject of Jordanian family-owned businesses is open and 

amenable for further explanatory, descriptive, or exploratory research. Furthermore, 

many areas such as the family constitution and Jordanian culture, the effect of Sharia 

law and culture on the decision-making process, and governance and conflict 

management are considered for this type of business. 
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Chapter One: Introduction 

1.0 Introduction 

The thesis begins with many facts that inspired the researcher to look at how family 

businesses expand and towards these businesses sustainability using corporate 

governance practices and succession planning. Succession planning accounts as one of 

the main resources strategies that focus on the people element. The clear interest in the 

governance of family-owned businesses from the world bank, big four consulting firms, 

and many reputable family businesses worldwide represents a key reason for making 

this research useful. 

Considering that more than 90% of small and medium-sized Jordanian enterprises are 

family-owned businesses (Al Emam, 2014), the researcher chose Jordan to investigate 

the potential dimensions of an applicable succession planning framework and suggest 

effective corporate governance practices for Jordanian family-owned businesses. 

The starting point of this research originated from the argument highlighted by Sonfield 

et al. (2016), which mentioned that the main task of managers and leaders is to control 

firms' activities, resources, and internal business processes, which are essential to the 

strategic business success. The achievement of strategic organisational success needs 

to manage the four key resources areas: people, finance, information, and technology. 

The main issue is ensuring that these resources are correctly utilised for delivering the 

business strategies and ensuring that these strategies are shaped to capitalize on the 

expertise in each resource area (Johnson et al., 2008; Devine, 2017).  

Furthermore, deploying, controlling, and managing these key resources reflects the 

firms’ strategic capability to create business activities competencies needed to run the 

whole business (Devine, 2017). These concerns show why this research will shed light 

on succession planning; because the main aspect is people resources. It also presents 

the role of corporate governance to ensure business continuity and sustainability and to 

reduce the probability of family greed toward control and power, which may harm the 

business in the long run. 

This chapter provides an introduction to this thesis topic. Section 1.1 to 1.3 outlined this 

research background, the aim of the research, and the objectives. 
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Sections 1.4 and 1.5 review the Hashemite Kingdom of Jordan, context selection, and 

business classification in Jordan, which reflect the core of this thesis. Sections 1.6 to 1.8 

discussed the methodology used in this research.  

1.1 Background to the Study 

The importance and contribution of family-owned businesses become apparent with the 

data that more than 70% of the global GDP forms around 75% of businesses worldwide 

(Times, 2014; Alshaeel, 2016). According to Collins and O'Regan (2011), the 

contribution made by family-owned businesses to the global economy exceeds the 

contribution made by non-family-owned businesses. Family businesses are the most 

important pillar in most economies worldwide (Shepherd and Zacharakis, 2000; 

Abouzaid, 2008; Abouzaid, 2014). 

Al Emam (2014) argued that Jordanian family-owned businesses formed around 90% of 

small and medium-sized businesses. Only 10% of these businesses pass to the third 

generation, and only 3% survive past the third generation. Family-owned SMEs are 

significant for Jordan's economy, where its sustainability affects Jordan's economic 

growth according to (Jordan Institute of Directors, 2014). The selection of Jordanian 

context by the researcher because of the previous two facts added to them that Jordan is 

the researchers' home country.  

Improving family-owned businesses performance and maintaining their sustainability and 

growth can be achieved through governing their practices and implying corporate 

governance policies (Devine, 2017; Sahni, Alwy and Al-Assaf, 2017). Indeed, the senior 

advisor on corporate governance at the International Finance Corporation (IFC) – World 

Bank argued that firms' growth, enhancing financial stability, and achieving market 

development needs implementing corporate governance practices (Al Emam, 2014). 

Ahmad Atiqa – the IFC country manager in Jordan – argued that "Many challenges are 

facing family-owned businesses willing to follow corporate governance policies including 

leadership succession and creating a balance between business and family interests" (Al 

Emam, 2014). These businesses should develop and implement a clear process for 

leadership succession to prepare leaders capable of taking over the business and 

avoiding internal disputes (Al Emam, 2014; Alshaeel, 2016; Devine, 2017).   
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The potential dimensions of the succession planning framework will be based on the 

most important factors that shape succession planning and corporate governance in 

Jordanian family-owned businesses, and it will shed light on the traditional succession 

planning features and its pros and cons on family, business, and ownership in Jordanian 

family-owned businesses. Moreover, it will explore their perception of corporate 

governance practices to support them with a coherent, manageable, comprehensive, 

and effective succession planning framework associated with firms' values, benefits, and 

resources.  

There are gaps in describing the main features and aspects of family-owned businesses 

in Jordan and exploring the relationship between the traditional way of succession 

planning and business governance in Jordanian family-owned businesses.  

The research problem tackles a lack of prior studies about Jordanian family-owned 

businesses in general, and particularly in describing how traditional succession planning 

affects corporate governance in family-owned businesses in a Jordanian context.  

There are few prior studies on family-owned businesses in Jordan, particularly in respect 

of the effect of some aspects or critical factors of succession planning such as; timing, 

interests of heirs, successor characteristics, and culture on corporate governance 

aspects of family-owned businesses in Jordan. Moreover, a gap exists in describing the 

process or framework of effective succession in Jordanian family-owned businesses. 

1.2 Aim of the Research 

This research aims to explore in-depth how professional succession planning might 

evolve corporate governance practices by identifying and describing the key aspects of 

family-owned businesses in Jordan. 

This research will explore the key aspects of family-owned businesses in Jordan in terms 

of succession planning and corporate governance. Most of the literature revised by the 

researcher about family-owned businesses focuses on Far East Asia, Western countries, 

and GCC countries. Although most Levant businesses are family-owned businesses, 

there is little literature about Levant countries' family-owned businesses. 

Further, a lack of research about the importance of succession planning and corporate 

governance in Jordanian family-owned businesses: this research seeks in-depth insights 
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into the steps to move from traditional succession planning to the professional alternative 

in Jordanian family-owned businesses. That reflects a need to establish a sharable, 

precise, and reusable framework that includes a deep understanding of traditional 

succession planning and perception toward corporate governance to feed Jordanian 

family-owned businesses with significant and harmonized knowledge in the scope of 

succession planning and corporate governance. 

1.3 Research Question and Objectives 

The main research question is: 

"How does traditional succession planning impact the corporate governance in family-

owned businesses in Jordan".  

Sub-question – "what steps could be taken to identify effective corporate governance 

practices in the long term". 

To fulfil this research aim, the below objectives are considered important to be achieved: 

Objective 1: To identify the key aspects of family-owned businesses in Jordan and how 

succession planning normally takes place. 

Objective2: To evaluate the impact of traditional succession planning on corporate 

governance in family-owned businesses in Jordan. 

Objective 3: To investigate the potential dimensions of good corporate governance 

practices in the long term in such businesses in Jordan.  

This research is limited only to unlisted family-owned businesses. The aim and 

objectives of this research can be achieved by answering the following research 

question. 
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1.4 The Hashemite Kingdom of Jordan and Context Selection 

Jordan is a small country in the Middle East with very limited natural resources: 

phosphates and potash. The World Bank classified Jordan in 2018 as an upper-middle-

income country with a GDP of about USD 42.2 Billion (world bank, 2018). Arabic is their 

official language. However, many Jordanian people speak the English language 

throughout the country. Islam is the country official religion. Jordan nowadays is home to 

Palestinian, Iraqi, and Syrian refugees due to the unstable political situation regionally 

and the Arab spring. Jordanian economic growth historically is based on their primary 

resources, similar to other developing countries, whether they depend on extractive or 

agricultural products. Jordan historically relies on agricultural products. Most of Jordan 

population is originally from Palestine and with a high level of education (Alhazaimeh et 

al., 2014) 

According to Supreme Judge Department (2020), Jordanian society employs Islamic 

values and beliefs in their daily actions, leading Jordanians to be family-oriented, 

hospitable, and abiding by rules that may affect the Jordanian business environment. 

Jordanian people follow Civil law, Sharia law (Religious legislation), and Tribal law. 

Sharia law applies in the cases of marriage, divorce, and death when it comes to 

inheritance.  

Arab family-owned businesses generally, and particularly with Middle Eastern 

companies, believe that family businesses are the best approach for achieving a good 

social standing and raising one's family name, rather than being based primarily on 

financial goals. Jordanian families are generally conservative and strongly tied to each 

other. For this reason, there is a certain obligation for these families to hire skilled or 

unskilled family members according to the family relationship only. It is also clear that 

Jordanian family businesses are still selecting their heirs based on choosing the eldest 

son because they are born sons who will carry the family name (Abu Ghazaleh, 2018). 

Respect and politeness are essential in Jordanian culture, and this is reflected in the 

process whereby it is the norm to seek advice from the elders and take their advice. This 

can complicate the situation for Jordanian family businesses (Al-Nsour and Jresat, 

2018). In Middle Eastern countries and particularly in Jordan, the philanthropic values 

are deeply rooted through supporting many philanthropic initiatives. Finally, in Jordanian 

culture, the family is considered the most important element, and supporting one's own 
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partners and family members through addressing their conflicts privately to avoid 

embarrassment is an important issue (Alshhadat, 2017). 

 

Worldbank (2018) argues that Jordan's political and economic situation makes it an 

emerging market and developing country. This argument increases the ability of the 

researcher to generalise the results for other Arab countries and particularly Levant 

countries due to the high level of cultural, political, social, and demographic similarities 

between these countries (Jordan, Lebanon, Syria, and Palestine). The Arab and 

particularly Jordanian people are often assumed to be conservative and risk-averse in 

their investment behaviour, which directs their vision toward continuity and sustainability 

of their investments. 

 

1.5 Businesses Classification in Jordan 

 

According to USAID Jordan (2016), Companies Control Department (2020); Ali (2019); 

Ministry of Industry Trade and Supply (2020), businesses in Jordan are classified into six 

legal business structures that fall under two main categories, which are small businesses 

and large businesses. Small businesses include five legal business structures: the 

individual Establishment, where this type is the simplest business structure related to 

one person responsible for covering all legal, financial, and administrative costs incurred 

by the business. The general partnership companies are about two or more partners; 

each partner is fully obligated to the business without limited liability. The limited 

partnership companies, combined with general partners and limited partners not 

permitted to be involved in the company's operation and are limited to their shares. 

Limited liability companies are formed of two or more partners considered as limited 

partners. And finally, the private shareholding companies are limited liability companies 

who offer, trade, and own their stocks privately without offering their shares to the 

general public on the stock market. 

 

The second main business category is large businesses. These businesses include the 

one legal business structure, which is public shareholding companies. The capital in the 

public shareholding companies is divided into shares of equal value, and shares are 

traded and offered on the Amman Stock Exchange (ASE).  
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1.6 Methodology and Philosophy 

According to this research aim and objectives mentioned previously, the research 

methodology is described in the below points: 

 Describe the major aspects of family-owned businesses in Jordan.

 Describe the succession planning process adopted by family-owned

businesses in Jordan.

 Explore the major factors of their succession planning that impact the

corporate governance in family-owned businesses.

 Evaluate the impact of traditional succession planning on family-owned

businesses corporate governance.

 Develop a framework of succession planning, customized for Jordanian

family-owned businesses, which would consider good corporate

governance practices which guarantee business sustainability and

continuity.

According to the previous main points deducted from the research question and research 

objectives, this research used primary data. It employed an interview research 

methodology to find answers to the research questions and achieve the research 

objectives. The data collection method used was semi-structured interviews, which 

contained open-ended questions. These interviews involved several one-to-one 

interviews with several owners, CEO's, or candidate successor of non-listed family-

owned businesses in Jordan. 

The researcher studied the succession planning process in family-owned businesses in 

Jordan. The researcher conducted exploratory research to fulfil these objectives and 

explore the relationship between traditional succession planning and corporate 

governance in Jordanian family-owned businesses. The researcher underpinned his 

research project with a philosophical framework, which will be seen in every step in this 

research. Every aspect of the research fits the philosophical framework used. 

The research was designed to explore respondents' opinion and perception of family-

owned business aspects and critical succession planning for corporate governance. The 

previous issues reflect that the philosophical framework of this research is interpretive, 

and the research will generate knowledge about every respondent experience, which is 
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the reality of their experience in running and managing their family-owned businesses in 

Jordan. 

 

1.7 Data Collection 

 

The researcher prepared the semi-structured interview content based on reviewing, 

developing, and adapting the main issues from the literature, which consists of three 

main parts added to the introduction part and general specifications. The first part of the 

interview described the major aspects of Jordanian family-owned businesses according 

to family members' motivational level, family structure, attachment and commitment to 

the business, and other aspects derived from the interviews commenced and accounted 

as important for studying succession planning and corporate governance. 

 

The second part of the interview explored how succession planning is adopted in 

Jordanian family-owned businesses according to the main features and aspects of this 

type of business. Finally, the third part explored the succession planning factors 

perceived as important to company governance and business continuity.  

The interviews focused on features of family-owned business operations, internal 

procedures, succession planning methods adopted, forms of conflicts, and it explored 

the level of governance in each firm. 

 

The semi-structured interviews were used to achieve the research objectives, where the 

interview was tested on a small sample to check their language, reliability, relevance, 

and logic. A large amount of data was needed to establish the empirical evidence from 

20 respondents.  

 

According to Zikmund (2010), convenience sampling is the best sampling strategy used 

for exploratory research when additional research is conducted with a probability 

sampling, where respondents were selected according to the researcher convenience 

because responses could be gathered at a low cost and quickly, in the absence of any 

research funding and given the time limits. Using convenience sampling is compatible 

with this research aim and objectives. 

 

Therefore, the researcher selected participants who have adequate experience in the 

Jordanian family business. The respondent's intention to describe their experience and 

talk freely with the researcher played a major role in sampling selection. The sample of 

this study was selected from Jordanian unlisted family-owned businesses registered 
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within the Amman Chamber of Commerce and from different industries such as retail, 

construction, trading, manufacturing, and the food industry to investigate related aspects 

and factors of family-owned business and succession planning that could affect the 

business.  

 

1.8 Data Analysis 

 

The data collected was analysed using the King template analysis. The selection of 

kings' template analysis for this study was chosen because it is a style of thematic 

analysis. It combines a set of procedures that guide the analysis of qualitative data 

without a rigid description of how to make the analysis. This kind of analysis was used to 

categorise common issues across the huge amount of qualitative data collected. It relied 

upon respondents' providing a series of responses to questions to create a fact (Burton 

and Galvin, 2019). The template analysis can be used in the context of any form of 

textual data such as interviews, focus groups, diary entries, and social media 

 

This analysis technique provides the researcher with the ability to look at the data from a 

different point of view and different levels when analysing the interview content, where 

respondents highlight the most distinctive issues for them in the interview commenced, 

and the individual memory presented incorporates the participants understanding of the 

event that constitutes the organisational memory (Hunt, 2003; Do et al., 2018). Using this 

analysis technique gives the researcher more freedom to interpret interview content in 

connection to the research aim and objectives to fit themes and recoding to find a deeper 

and richer meaning from the data compared with the established literature. 

 

1.9 Structure of the Thesis 

 

This thesis is organized into five chapters; the present chapter includes an overview of 

the research background, aim, objectives, research problem and the description of this 

study general structure and methods used. The present chapter also included a brief 

about the study's context (Jordan), its main issues, and its similarity to other Arab 

countries. The other four chapters are organised as the following:  

 

Chapter 2: This chapter demonstrates the literature review about the thesis topic. It 

consists of four main sub-sections; the first sub-section reflects a comprehensive 

literature review about family-owned businesses definition, importance, characteristics, 

and challenges surrounding it generally and particularly in the Arab region. the second 
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sub-section provides a literature review about strategic management in family-owned 

businesses, where it provides all views and critically discusses important theories and 

models in strategic management and strategic planning field. The third sub-section 

reviews succession planning topics as an important pillar of resources strategies and 

their relevance to family-owned businesses. The rest of this sub-section shows the 

succession process, successor selection, succession challenges, and resistance to 

succession planning from the literature and the main succession planning models for 

family-owned businesses. The fourth sub-section Discusses the corporate governance 

literature review, definition, history, and importance in family-owned businesses 

generally and particularly in Jordanian family-owned businesses.   

 

Chapter 3: This chapter discusses the used methodology, research philosophy, 

approach, and research strategy. This chapter shows the justifications for choosing the 

current research methods and methodology. Also, this chapter shows the rationale for 

choosing the qualitative method, the process of sampling, data collection, and data 

analysis. 

 

Chapter 4: This chapter demonstrates the outcomes and findings of this research. 

 

Chapter 5: This chapter provides the concluding remarks. This includes the summary of 

this study's implication and application, recommendations, and contribution to family-

owned businesses and the economy. Also, this chapter includes these study limitations 

and further suggested research. 

 

1.10 Conclusion 

 

The rationale and significance of studying family-owned businesses' succession planning 

and corporate governance are highlighted in this chapter. The introduction chapter 

highlighted the aim and objectives of this research, a brief about the Hashemite Kingdom 

of Jordan, and business classification in Jordan. The methodology and philosophy 

followed have been discussed, and the structure of the thesis has been reviewed.   
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Chapter Two: Literature Review 

 

Family-owned Businesses (FoB's), Strategic Management, Succession Planning (S.P), 

and Corporate Governance (C.G) 

 

2.0 Introduction 

 

This chapter will review family-owned businesses, strategic management, succession 

planning, and corporate governance models and theories.  

 

Section 2.1 will start with reviewing family-owned businesses. This section will continue 

with six main sub-sections about Family-Owned Businesses (FoBs), the most important 

issues in addition to their definition, importance, and their characteristics, the problems 

and challenges they face, and the factors that affect their stability, sustainability and 

continuity. The issue of FoB's in the Arab region will also be discussed in this section.  

 

Section 2.2 reviews strategic management; it continues with five main topics about 

strategic management in family-owned businesses, its main models, theories, strategic 

analysis, formulation, and implementation. 

 

Section 2.3 deals with the process, selection, challenges, resistance toward succession 

planning, and the main succession planning models in family-owned businesses. The 

conceptual and empirical information about succession planning will then follow. 

 

Section 2.4 reviews corporate governance (C.G), clarifying the difference between 

management and governance, reflecting on the importance of corporate governance for 

firms' behaviour and performance and will shed light on corporate governance in 

Jordanian family-owned businesses towards improving their performance and 

maintaining their sustainability and growth. 
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2.1 Family-owned Businesses (FoB's) 

 

2.1.1 Introduction to Literature Review 

 

Family-owned businesses represent the major part of companies worldwide, which are 

considered the main source of jobs for family generations (Ramadani and Hoy, 2015; 

Ibrahim et al., 2004). FoBs count as a significant economic pillar for countries' 

economies, and they are the main pillar for private sector investments and businesses 

around the world (Aloulou, 2018). They employ large numbers of people, provide the 

market with huge quantities of products, and contribute to a large amount of national 

savings; in addition to their contributing significantly to a large part of foreign trade, 

where the importance of FoB's arises from their dependence on the family in its 

composition, management, and financing (Sultan et al., 2017). These facts reflect the 

importance of these businesses and why the researcher focused on these businesses. 

 

FoB's form around 75% of businesses worldwide, and they gained their importance from 

the contribution of more than 70% of the global GDP (Times, 2014; Alshaeel, 2016). 

Indeed, Soto Maciel et al. (2015) argued that between 65% and 80% of world enterprises 

are family-owned businesses or managed by family members. Furthermore, according to 

Collins and O'Regan (2011), family-owned businesses that contribute to the global 

economy exceeds non-family-owned businesses. Family businesses are the most 

important pillar for most economies worldwide (Shepherd and Zacharakis, 2000; 

Abouzaid, 2008; Abouzaid, 2014). Also, more than 75% of Middle East businesses are 

family firms, and they are worth more than $1 trillion of assets (Zain and Kassim, 2012). 

This shows the researcher's selection of one of the Middle Eastern countries for this 

research, according to the size of these businesses in the Middle East.  

 

According to Department for Business Innovation & Skills (2014), the main objectives of 

FoBs were: creating a long-term income and opportunities for the next generation; 

emotional wealth; and financial freedom. Family businesses are considered the main 

source of jobs generation and play a main role in absorbing employment in most 

countries (Rexhepi et al., 2017). The family-owned businesses comprise sole 

proprietorship, partnership, private companies, and public companies (Beattie, 2018). 

This research will exclude public companies and focus on sole proprietorship, 

partnership, and private companies. Family controls can be largely informal rather than 

legal, and family members will prefer to work with unorganised firms instead of other 

organisations. 
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Family members often play an important role in the creation, sustainability, and growth of 

these organisations. The family is an integrated form of economic activity and organized 

life, and its role in business is perceived as of great importance. This can show the 

importance of family members and why the researcher will focus on their role in these 

businesses. The special and exclusive characteristics of the family-owned businesses 

and their importance to the national economy in general and the family require the study 

of these companies. This research will discuss the definition of family-owned businesses, 

their importance, characteristics, and the factors affecting their success and 

sustainability, which will add value to this research. 

 

2.1.2 Family-owned Business Definition 

 

Louie et al. (2019) define family-owned firms as an entity in which family members have 

a large percentage of ownership, and the founding family members hold the top 

management positions. Ramadani and Hoy (2015) argued that the definition of family-

owned businesses is a complex and complicated issue because of its unique form of 

enterprises, where (Ramadani and Hoy, 2015) suggested that the best way to define 

family-owned business is to determine its boundaries and compare previous studies. The 

researcher referred to previous studies to define family businesses which should be 

according to the criteria shown in Table (1) below (Ramadani and Hoy, 2015). 

 

Definition criterion No. of occurrences Frequency (%) 

Ownership 98 79 

Management 66 53 

Directorship 35 28 

Self-identification 19 15 

Multiple generations 11 9 

Intra-family succession 

intention 

9 7 

Total 238 100 

Table (1): Defining family businesses criteria 

Source: Ramadani and Hoy (2015, p. 11) 
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According to the previous Table (1), the definition of FoBs must include the ownership, 

management, and directorship criteria. These three factors reflect the maximum number 

of occurrences and frequencies. 

The centrality of the family businesses conceptual elements, which aim to define the 

family business, are that the three conceptual elements, namely "ownership", 

"management", and "continuity", define the family business (Hernández-Linares et al. 

2017). Elements are shown in Table (2). 

Conceptual 

elements 

Closeness 

centrality 

Frequency 

Ownership 1 209 

Management 1 141 

Continuity 1 44 

Governance 0.875 53 

Employ 0.875 30 

Self-definition 0.778 28 

Table (2): Centrality of the family businesses conceptual elements 

Source: Hernández-Linares et al. (2017, p. 9) 

A single criterion can be used to define family businesses, whereas some use two or 

more criteria, where the two main criteria are "ownership" and "management" 

(Hernández-Linares et al., 2017). The two previous Tables (1) and (2) gave the 

researcher the main criteria for family-owned businesses, which are ownership and 

management, which will be used in this research. 

Sharma et al. (1997) define family business from a strategic management perspective as 

"a business governed and managed on a sustainable, potentially cross-generational, 

basis to shape and perhaps pursue the formal or implicit vision of the business held by 

members of the same family or a small number of families". As defined by the Gulf 

Cooperation Council (GCC), the family business is a business in which one single-family 

owns at least 51% of shares, and at least one family member from that owns the 

business in the business management team (Zain and Kassim, 2012). The researcher 
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will use this definition in determining the family-owned businesses targeted in this 

research. 

 

Family firms are defined according to their potential for succession, whereas family 

businesses are those that will be passed to the next generation to manage and control 

(Aronoff et al., 2011). The general concept of family-owned businesses is about 

businesses that form the majority percentage of ownership and control within the family 

(Salman, 2005). Furthermore, Aloulou (2018) highlights that businesses can be 

considered family businesses if managed or owned by a family. Louie et al. (2019) 

suggested that if researchers want to identify family firms, it is a must to check the 

ownership of the largest percentage of shares of that firm and check if any family 

members enjoy a significant managerial position the same entity. 

 

Poza and Daugherty (2014) argued that family businesses are based on seven main 

pillars, which are: two or more family members controlled (15%) or higher of the 

business ownership, family members impact the firm management strategically, family 

relationship receives noticeable concerns, family presence is prominent, overlapping of 

family, management, and ownership elements, the interaction of family, management, 

and ownership creates a unique source of competitive advantage, and finally, keeping 

the business in the family is the main founder's dream. In the light of these pillars, Poza 

and Daugherty (2014) presented their vision of defining family businesses as a firm 

owned by one family member or more and who manage the business strategy directly 

and indirectly, which may affect the family relationship in the long run. The overlapping of 

the three subsystems of family businesses which are family, management, and 

ownership, supplies the business with a competitive advantage in managing the 

business. The researcher has chosen this type of business because of this business 

uniqueness compared to other businesses. 

 

According to Jabr (2013), a family-owned business is founded by a family member 

referred to as the "founder", where family members dominate ownership and 

management. Indeed, Soto Maciel et al. (2015) argued that 'The Family Business 

European Group' is considered a firm as a family business if it meets three main points, 

which are: firm's founders, spouse, or children made the majority of decisions; the rights 

of decision-making can be direct or indirect, and one or more family members represent 

the firm and involved in its governance. Furthermore, Soto Maciel et al. (2015) posit that 

it is a family firm when most business decisions are made by the founder or other 

relatives directly or indirectly and when family members mainly represent the firm.   
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Steier et al. (2015) highlighted that a family business is about a family-owning single 

business in which they manage and control its goals, objectives, strategies, structure, 

and culture. In real life, some families may invest in other assets outside their main firm 

as the original business expand, and the family wealth spreads over multiple investments 

and businesses (Steier et al., 2015). Family businesses are a double complex system, 

merging business and family systems overlapping and changing over time. Both systems 

are unique in their strengths, weaknesses, opportunities, threats, history, and challenges 

(Poza and Daugherty, 2014). This fact clarifies the researcher's reason behind focusing 

on the family system and the business system according to their overlapping over time. 

 

According to the previous family-owned business definitions represented by (Louie et al., 

2019; Ramadani and Hoy, 2015; Hernández-Linares et al., 2017; Sharma et al., 1997; 

Zain and Kassim, 2012; Aronoff et al. 2011; Salman, 2005; Aloulou, 2018; Poza and 

Daugherty, 2014; Jabr, 2013; Maciel et al., 2015; Steier et al., 2015), it can be noted that 

family business is a legal firm form, founded by a family or a member of that family, 

which will be passed to family descendants through engagement in the company 

operations or through succession. The family business concept turned around 

ownership, controlling, and management for continuity and sustainability. The researcher 

will use these three pillars to determine the sample of this research from Jordanian 

family-owned businesses according to their ownership by one family, controlled, and 

managed by one family.  This special concept reflects this type of company's importance 

which will be discussed in the coming section.  

 

2.1.3 Family-owned Business Importance 

 

Family businesses are widely spread worldwide and exclusively between small and 

medium enterprises, representing between 80 and 90% of United States wealth and 

employing 62% of the labour market in Latin America (Soto Maciel et al., 2015). Family-

owned businesses are the leading form of businesses worldwide that dominate the 

worldwide business landscape, but unfortunately, most of them fail to reach the third 

generation (Lansberg, 1999). Wealth and employment in family businesses in the United 

States gave an indicator toward the importance of these businesses.  

 

According to EFILWC (2002), family businesses account for a large majority of 

businesses in the United Kingdom and many other countries worldwide. Family-owned 

businesses have contributed positively and effectively to economic, industrial, 
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commercial, and services in many countries. Family businesses carry the weight of 

economic wealth creation in most economies and are considered the cornerstone of 

many economic areas (Phan et al., 2005). Family business stability is important for most 

countries because of its clear impact on their economic and social situation (Rexhepi et 

al., 2017). These facts support the researcher in his mission to look after these 

businesses for their continuity and sustainability. 

 

Family business sustainability and longevity are very important for countries' economies 

as a whole (Ramadani and Hoy, 2015; Sreih et al., 2019). FoBs are critical to countries 

economic growth, where their survival and longevity depends on their ability to inspire 

and manage family generations' behaviour (Sreih et al., 2019). Family businesses have 

economic and social importance worldwide, where most of these FoB's have achieved 

remarkable success in terms of management and scientific trends. Still, many of them 

have collapsed over time because of challenges faced them (Soto Maciel et al., 2015). 

 

Below Table (3) contains some relevant data reflecting family firms' importance for the 

global economy. These data focused on the contribution of the family-owned business in 

employment, economy, society, and other aspects. 

 

Family businesses constitute 80-90% of all businesses in the world's 

free economies. 

Family businesses generate 49% of the gross domestic product 

(GDP) in the United States. 

Family businesses generate 70-75% of the GDP in most other 

countries, 82% in Indonesia. 

Family businesses employ 80% of the U.S. workforce. 

Family businesses employ 50-75% of the working population 

around the world. 

Family businesses created 86% of all new jobs in the United 

States (1999-2009) 

A total of 37% of fortune 500 companies are 

family-controlled. 
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A total of 60% of all publicly held U.S. 

companies are family-

controlled. 

Number of family-owned 

businesses in the U.S 

17 million  

Number of U.S. family-owned 

businesses with annual 

revenues greater than $25 

million: 

35,000  

Family-business 

outperformance of nonfamily 

business in the United 

States: 

6.65% annually in return 

on equity (ROE), 

depending on the study 

10% in market value 

Family-business 

outperformance of nonfamily 

business in Europe: 

8-16% annually in 

return on equity (ROE), 

depending on the study 

 

Family-business 

outperformance of nonfamily 

business in Latin America 

(Chile):  

8% annually in ROA, 

ROE, and Tobin's Q 

value 

 

Family-business 

outperformance of nonfamily 

business in the information 

technology, consumer 

staples, consumer 

discretionary, and industrial 

sectors worldwide 

2-5% greater 

compounded annual 

growth rate of total 

return to shareholders 

over 10-year period 

versus the MSCI World 

Index (1997-2009) 

 

 

Table (3): Family Business Statistics 

Source: Poza and Daugherty (2014) 
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The previous Table (3) shows that family businesses constitute around 80 – 90% of all 

businesses in the world free economies and generate 49% of the United States Gross 

Domestic Product (GDP). Family businesses account for around 50-70% of the world's 

employment, representing about 37% of fortune 500 companies. These previous facts 

reflect a part of family businesses importance for the country economy, which also 

reflects the reason behind choosing this type of business to be studied in this research. 

 

According to EFILWC (2002), family businesses account for 95% of all businesses in 

Italy and the Middle East, 75% in the United Kingdom, 85% in Switzerland, 80% in 

Spain, and 70% in Portugal. Family-owned SMEs are significant for Jordan's economy, 

where its sustainability affects Jordan's economic growth according to (Jordan Institute of 

Directors, 2014). Studying these businesses in Jordan is significant according to their 

importance for the country and the economy.  

 

Since family-owned businesses are an important contributor to creating new jobs, 

exploiting the workforce, and creating wealth. Decision-makers need to give more 

attention to these businesses to ensure their continuity, longevity, and sustainability 

(Ramadani and Hoy, 2015). Indeed, according to Soto Maciel et al. (2015), the 

importance of family-owned business is reflected from the attention from many 

institutions such as Family Enterprise Research Academy (FERA), Family Firm Institute 

(FFI), or the Family Business Network (FBN). The topic of family business attracts the 

interest of Journals such as the Journal of Small Business Management, Academy of 

Management Review, and Harvard Business Review. Furthermore, the establishment of 

specialised journals such as the Journal of Family Business Management and Family 

Business Review supports business research and reflects these institutions' importance 

(Soto Maciel et al., 2015). This business importance added value to this research over 

other studies about corporate governance and succession planning which targeted non-

family businesses. 

 

2.1.4 Family-owned Business Characteristics 

 

Family businesses are characterised by several specifications related to their reason of 

existence, structure and legal form, which account as an optimal model for companies 

owned by individuals. These special characteristics differentiated family businesses from 

other companies, where the growth and continuity of family businesses depend on the 

possibility of dealing with these characteristics (EFILWC, 2002). The researcher focuses 

on family business characteristics due to the impact of these characteristics on choosing 
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the targeted sample for this study.  Family businesses outperform non-family businesses 

in terms of revenue, profit, and many other financial and non-financial performance 

indicators because of their unique characteristics (Jordan Institute of directors, 2014). 

This also counted as an important indicator in studying this type of business. The most 

important characteristics of family businesses are the following: 

 

2.1.4.1 The legal Form of the Family Business, Unique Features and 

Structure 

 

Family-owned businesses often tend to be individual proprietorships or partnerships, as 

mentioned by (Astrachan and Shanker, 2003). In the case of an individual proprietorship, 

the business ownership and control rest with a single individual who has a sole unlimited 

personal liability for the business. In the case of a partnership, the ownership and control 

stay between two or more legal persons, where partners share the risks and each other's 

decisions consequences, and partners have unlimited liability for the business (BIS, 

2011). This requires family business partners to be personally responsible for all the 

firm's obligations with the other partners. Because of these legal forms, the main 

characteristic of these forms is that family businesses do not need to disclose their 

financial statements to the public, where the business details and their competitive 

information remain confidential. Abouzaid (2008) notes that family businesses have long 

been the most controlling form of business organisation worldwide. The term family 

business refers to a unique type of company where most of the management decisions 

are in the hands of the controlling family. This study will explore if Jordanian family-

owned businesses prefer these two types of legal forms and the reasons and 

circumstances behind their choice.  

 

Family businesses are unique and have an exclusive structure of ownership and 

management that differentiates them from other businesses (EFILWC, 2002). There are 

four main critical factors that control family businesses' performance: ownership and 

control, management strategies and style, long-term view, and human resources 

(EFILWC, 2002). They are more opposed to professionalism than non-family businesses 

in terms of hiring external executives or looking for a piece of external advice through 

consultants or non-executive directors (Department for Business Innovation & Skills 

(DBIS), 2014). The DBIS' research added that fewer challenges on how a family runs the 

business are due to the absence of external shareholders. This research will also 

explore the Jordanian family businesses beliefs toward hiring non-family executives or 

consulting external consultants.  
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2.1.4.2 Participation of Family Members in Firms' Management 

This feature greatly impacts the firms' performance, where the family businesses' high 

performance is abided by its strengths such as; commitment of family members, 

continuity of knowledge, and reliability (Sharma et al., 1997). Sharma et al. (1997) added 

that when power is concentrated in the hands of one individual, it gives the firm an 

advantage in making decisions quickly and informally. Indeed, Jordan Institute of 

Directors (2014) posit that high levels of loyalty and commitment can be seen as a result 

of family members working in the business, and their rapid response and flexibility in 

solving the business issues and problems, as opposed to the bureaucracy that can 

otherwise occur. This flexibility provides family businesses with a competitive edge over 

non-family businesses. This research will explore if this feature is applicable for 

Jordanian family businesses and how it affects them. 

Family businesses play a major role in countries' economies because of their unique 

characteristics, such as the hard work of family members and commitment to the 

business (Crick et al., 2006). However, because many operations come under the 

family's control, the limited access to family businesses managerial know-how has a 

major significance. These family businesses should develop their core competencies that 

contribute to forming their family vision and draw their future (Crick et al., 2006). 

According to EFILWC (2002), the family business characteristics enhance their 

performance through many aspects such as; family management eliminating the 

principal-agent problem and agency cost efficiencies, leadership efficiency through the 

centralized decision-making and lower transaction cost, stakeholders' efficiencies 

through increasing loyalty and trust by employees, managers, and customers, and 

finally; longer time for decisions relating to investments which are constrained by limited 

time pressure needed to fix agendas and plans. The previous aspects of family 

businesses reflect that their performance is boosted because of the time and cost 

efficiencies and savings. The researcher will explore whether Jordanian family 

businesses exploit these characteristics for their benefit or handle them differently.     

Family member participation in the business can aid efforts to maintain business 

continuity and development on the one hand. However, the issue is that family members' 

participation can also lead to conflicts between them, threatening their survival and 

continuity. Ramadani and Hoy (2015) highlighted that the most common family business 

characteristic is the conflict between family members, which may destroy family and 
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business at the same time. There are many sources of conflicts mentioned in Figure (1) 

below. 

Figure (1): Major Sources of Family-Business Conflicts 

Source: KPMG, 2018, p.8 

The previous Figure (1) shows that conflicts were viewed differently by generations, 

where 22% of future leaders said that family members communication style was the 

leading cause of conflict while just and only 13% of current leaders agreed on this fact 

(KPMG, 2018). 
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The report from KPMG shows that the consulting companies focused on the conflict 

drivers in family-owned businesses and how to manage these drivers effectively. But, it 

does not suggest any framework which exploits these conflicts to create a more creative 

and productive environment that may benefit these firms (KPMG, 2018). This research 

will explore if the participation of family members in Jordanian firms' management added 

conflicts to their business and if these conflicts also referred to family business 

communication style or other reasons. 

 

2.1.4.3 Balancing Business and Family Needs 

 

According to the London School of Economics World Management Survey (2012), as 

cited by (Department for Business Innovation & Skills, 2014), family businesses are the 

worst managed type of business across many countries worldwide. Family businesses 

are made up of family and business systems, where these two systems intersect, with 

special specifications and roles for each system (Aloulou, 2018). According to the 

differences between family and business requirements, successful family businesses 

develop a family agreement or family constitution to clarify family obligations toward the 

business future (Ward and Montemerlo, 2011). There are two approaches for developing 

family agreement suggested by Ward and Montemerlo (2011) which are: a family-first 

approach, where the family tends to develop the family agreement more slowly, with 

more meetings, and include a family business consultant for facilitation, and a business-

first approach, where the family will develop the agreement more quickly, as a formal 

project, and likely depend more on its lawyer or accountant for advice. This research will 

explore the level of awareness of Jordanian family businesses towards family agreement 

and family constitution and their priorities towards the family or the business.   

 

According to Aronoff et al. (2011), as a family becomes larger and more complex, its 

need for policies increases. The dynamic nature surrounding these issues also increases 

to assure that these policies address changes. Ward and Montemerlo (2011) argued that 

family businesses need to build an independent board to save the business and to use a 

family agreement to strengthen the family. American family business (2002), as cited by 

Ward and Montemerlo (2011), argued that 35% of business-owning families formed a 

family agreement to strengthen the family and business performance. Added to that, in 

2011, 50% of Global family firms had a family agreement, as mentioned by IMD business 

school, Lausanne, Switzerland. These statistics reflect that family business awareness 

level towards family agreement increased over time. This research will explore if this is 
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applicable for Jordanian businesses if there is something different. According to Carney 

et al. (2013), family firms behave differently from non-family firms in terms of the lower 

level of debt, fewer R&D investments, and less international diversification, where they 

compensate these deficiencies through the high level of efficiency in transforming inputs 

to outputs which managed by family members. Sharma et al. (1997) added that family-

owned businesses have a higher sales growth rate, are more focused on asset 

utilization, and reduce taxable income by employing accounting policies efficiently. 

These are other characteristics that will be explored for Jordanian businesses in this 

research. 

 

2.1.4.4 The Effect of Family Culture on Business Culture 

 

Family businesses transmit their values and norms through generations, using narratives 

to build their meaningful existence and exclusive identity, considered a competitive 

advantage to boost their performance and generate revenues (Soto Maciel et al., 2015). 

These unique values and norms, which consist of the family culture, clearly affect family 

business decisions and performance.  

 

The family and business culture was considered the main guidance for family business 

members' commitment to working hard and making the most effective and efficient 

decisions accordingly. Many attributes strengthen family businesses, including emotions, 

care, love, closeness, loyalty, stability, commitment, safety, support, and tradition. On the 

other hand, many negative traits may harm the business, including anger, confusion, 

tension, competitiveness, and poor communication (Gulzar and Wang, 2010). Osnes et 

al. (2019) argued that tension and confusion in family businesses are disruptive attitudes 

for the family and the business, but it can also be seen as creative tension. The business 

culture consists of values, norms, and beliefs that form the family members and other 

workers way of thinking. The rules govern business members' daily actions, as it 

contributes to business success and sustainability (Soto Maciel et al., 2015). 

 

This research will explore whether Jordanian family businesses have common 

characteristics limited to these positive attributes that strengthen their business or the 

negative traits overwhelm the positive ones that characterise the Jordanian family 

business culture. 
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2.1.5 Family, Business, and Ownership Systems 

Family businesses should balance business requirements and opportunities with family 

needs and desires based on five variables: control, career, capital, conflict, and culture 

(Ramadani and Hoy, 2015). Family members of any family business should have a 

planned career path and the needed training (Lansberg, 1999). What differentiates family 

businesses from other types of businesses is the dimension of family influence through 

ownership and management involvement in such businesses (Aloulou, 2018). Do 

Jordanian family businesses aware of the importance of these issues? This research will 

explore this aspect and other aspects of these businesses in Jordan. 

The three-circle family business system model can describe the main special 

characteristic of the family business system, which was developed by Renato Tagiuri 

and John Davis in 1978 at Harvard Business School. The model shows the three 

overlapping subsystems of family-owned businesses (Salman, 2005). The three-circles 

model presents the ownership, family, and business as shown in Figure (2) below and 

how every individual in the family business can be as a family member, owner, worker or 

manager: 

Figure (2): The Systems Theory Model of Family Business 

Three-Circle Family Business System Model 

Source: (Poza and Daugherty, 2014) 
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Any individual linked with the family-owned business could be placed in one of the seven 

intersected sections shown in Figure (2). These seven sections are employed family 

members and owners; employed family members (but are not owners); not family 

members (but employed in the business); not family members (but employed in the 

business and not owners); non-family-owners; not employed in the business (but they 

are owners and family members); family members not involved in the business 

(Ramadani and Hoy, 2015). The intersection between the three family business systems 

– ownership, family, and business – supply the business with unique resources and 

capabilities, which count as the main breeder of firm sustainable competitive advantage 

and growth (Aloulou, 2018). The three-circle family business model placed family 

members in one of the seven sectors at a particular time without considering the causes 

and effects of time passage and changes that may occur over time for these 

subsystems. Additionally, family businesses have to realise that their system members 

may move across the system boundaries and change their belonging sector. This 

research will explore to which level the Jordanian family businesses are aware of these 

aspects and if they are aware of these seven sections, and changes may happen over 

time.   

 

The development model's main idea is that it shows that the individuals' relationship in 

the family business changes and develops over time. Individuals can move from one 

sector to another, which may cause problems and different types of reactions in the 

entire system. Figure (3) below shows the development model of family-owned 

businesses developed by Gersick, Davis, McCollum, and Lansberg in 1997. Any model 

describing family businesses should take time and changes over time into consideration 

to reflect the real business world accurately (Daliborka, 2017) 
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Figure (3): The Three-Dimensional Development Model of Family-owned 

Businesses 

Source: Gersick et al. (1997) as cited by Ramadani and Hoy, 2015, p. 22 

Figure (3) shows the Three-Dimensional Development Model and reflects how every 

subsystem in the family business has its development dimension. The family axis goes 

through the four stages of a young business family, entering the business, working 

together, and passing the baton. The ownership axis includes the controlling owner, 

sibling partner, and cousin consortium. The business axis includes three stages: start-up, 

expansion/formalization, and maturity (Ramadani and Hoy, 2015). This research will 

explore if Jordanian businesses are aware of the development of these three systems 

over time and if they realise that every stage of this development needs policies and 

rules to manage the family and business. 

According to Gersick et al. (1997), as cited by Sreih et al. (2019), the development model 

of family-owned businesses is based on three aspects: family evolution, business, and 

ownership structure. The business starts with the founder managing the business, and 

then the performance grows. This is followed by the business surviving and being 

passed onto someone else making the important decisions concerning the enterprise 

future. The previously proposed model of change surrounds family businesses issues 

about family, business, and ownership and how effective management should analyse 

these changing traits over time and adapt the firms' strategies according to these 

changes. Lansberg (1999) argued that there are three basic forms of family businesses 
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from the vantage point of ownership distribution: the controlling owner business, the 

sibling partnership, and the cousin consortium, which is different in structure and culture. 

Each form has unique structural properties with specific advantages and disadvantages, 

where each demands different managerial skills from its leaders. The development of 

any of the three main family business subsystems over time will impact other 

subsystems, but they are still independent in their sequences of changes.  

This fact shows that the business should be defined by these three development points 

overtime, where its move to a new stage on any or all dimensions, to form a new shape 

and new characteristics which will create new challenges towards its sustainability and 

continuity as will be shown in the coming section. This research will explore the form of 

Jordanian family businesses from the point of ownership distribution and how the 

structure and culture of Jordanian businesses impact the subsystems of these 

businesses.  

2.1.6 Family Businesses Challenges towards Sustainability and Continuity 

Family businesses face many challenges because of their unique form and due to 

strategic or structural reasons. FoBs can suffer from a high rate of collapse because of 

these challenges facing them in terms of continuity, longevity, and ultimately success 

(Jordaan, 2012). The researcher decided to review literature about challenges facing 

family-owned businesses which will support him in exploring Jordanian businesses 

facing these challenges and if these challenges impact their continuity and sustainability. 

The main challenges facing family-owned businesses are the following: 
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2.1.6.1 Succession and Transferring of Leadership Challenges 

 

According to Al Emam (2014), only 10% of family-owned businesses pass to the third 

generation, and only 3% survive past the third generation due to succession challenges, 

forcing founders to think seriously about choices that might affect their business empire. 

This fact reflects the importance of this challenge towards business continuity, and it is a 

motivator for the researcher to explore this type of business in Jordan. Succession in 

FoBs is a sensitive and complicated issue because of family and business 

interconnection (Sreih et al., 2019). When succession takes place in FoBs they have to 

manage the changes that occur professionally to maintain firms' performance and boost 

their profitability. Family business succession is defined as the founder passing off 

his/her leadership baton to a family member or non-family member successor (Handler, 

1994; Sonfield et al., 2016). Budhiraja and Pathak (2018) explain that succession 

planning identifies the firm's future leaders, ownership change, management and control 

transition, and leader's development in synchronization with the firms' vision and 

objectives. Succession in a family business is a continuous procedure rather than a one-

time event, which starts from the owners' first-generation and through the coming 

succeeding generation (Sreih et al., 2019). Succession challenges facing family-owned 

businesses impact their performance towards continuity and sustainability, which is 

important for this research to be explored in Jordan. 

 

Mokhber et al. (2016) argued that family business sustainability depends on succession 

planning, where its success is based on the founder's management skills in the 

successor foundation and successor transition process. Family business succession is 

one of the most important and difficult decisions facing them (Ramadani and Hoy, 2015). 

Indeed, Jordaan (2012) argued that the main challenges facing family-owned businesses 

centred on management and ownership, succession planning aspects, firms' governance 

structure, and managing family's wealth. Family businesses need to be aware of these 

challenges and ensure their continuity by developing and implementing the best 

strategies (Jordaan, 2012). On the other hand, there are negative effects of family 

business characteristics on their performance, resulting from where their emphasis is on 

stability and succession instead of profit and revenue, which may change their goals and 

result in inefficient management, low innovation, and slow adaptation (EFILWC, 2002). 

These arguments reflect an impact of succession planning on governance in this type of 

business which will be explored for the Jordanian context. 
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Family business longevity and sustainability depend on succession planning, including 

the succession process, successor's selection, and training. The biggest potential failure 

factor for family businesses is succession (PwC, 2016). Having detailed plans for 

business continuity does not make sense without addressing the most significant risk, 

where succession planning plays a major role in business continuity and its transition 

from one generation to the next (Aronoff et al., 2011). 

The succession process is one of the most sensitive stages in a family business's 

lifetime, leading to their disappearance (Soto Maciel et al., 2015). Succession is 

necessary for firms' continuity, security, and stability, and it is required devotion, effort, 

and objectivity of successor and predecessor. A well-managed succession process 

allows firms to respond to challenges and circumstances through employing new energy 

for growth, diversification, and professionalization (PwC, 2016). This task can be 

accomplished by efficiently developing, implementing, and communicating a succession 

plan (PwC, 2016). These issues gave the researcher some aspects of succession 

planning to be explored in the Jordanian context through this research. 

2.1.6.2 Conflicts Challenges between Family Members 

One of the most important challenges facing family-owned businesses is conflicts 

between family members, affecting business performance (Lansberg, 1999). When 

companies tend to become more complex in later generations, as the business expands, 

the family tree branches out, and the owners become more fragmented, the probability of 

conflicts increases (Lanberg, 1999). There are two main reasons for conflicts: the 

changes of the business, family, and ownership systems over time and transmitting of 

leadership and control role (Jordan Institute of directors, 2014; Sreih et al., 2019). The 

researcher will explore this aspect with Jordanian family businesses' founders and 

candidate successors. 

Jordan Institute of Directors (2014) states that family businesses may not recognise the 

changing nature of their main three subsystems (business, ownership, and family) over 

time, where the high level of management bureaucracy and lack of formal rules and 

systems may lead to destructive conflict between family members. In conjunction with 

the entry of family members to the business, conflicts occur between them about 

management roles, decision-making, and planning. 
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 Decision-making authority is an issue facing family businesses; because decision-

making and planning are important for firms' success and continuity, which is usually 

more centralised within the first generation (Sreih et al., 2019). Every stage in a FoBs' life 

cycle needs mutual trust and real cooperation between family members to overcome 

these challenges. Challenges may occur when family business members are not 

cooperating as one group. In this case, the transfer of management and authority will 

lead to a lack of trust and conflicts between family members. However, the conflict 

between family members might increase as the firm moves to the second generation 

stage because family emotional attachment decreases through generations (Sreih et al., 

2019). The researcher will explore if these conflicts between Jordanian families members 

exist or not to find out the aspects of these businesses.   

 

One of the main reasons for conflicts between family members in  FoBs, which affect 

their sustainability and continuity, is control, where control is about governing the entity's 

financial and operating policies to obtain firm activities benefits (Louie et al., 2019). 

According to competition between family members and their natural attitude toward 

independence, this may affect the family and the business. According to PwC (2016), 

53% of Middle Eastern family businesses claim alignment between family and business 

strategies versus 69% globally. This fact reflects a clear challenge facing Middle Eastern 

family businesses and needs to be explored for the Jordanian context, particularly 

through this research. 

 

2.1.6.3 Limited Age of FoBs Challenges and Globalization 

 

Jordaan (2012) states that the long-term success of family-owned businesses will impact 

the country development and its economic performance through contribution to GDP and 

other economic and social aspects. Still, unfortunately, the average age of family 

businesses is 25 years. Steier et al. (2015) argued that family businesses remain 

attached to their same core business. Business families are more ready to exit no longer 

viable businesses and move towards investing in other businesses. Business families 

grow through venturing into related and unrelated markets and not just through 

innovation in their existing business (Steier et al., 2015). These facts are a clear indicator 

of the limited age and globalisation facing family businesses. How to respond to these 

challenges through changing toward business families needs to be considered. 

According to this economic impact from family businesses, the researcher will explore 

the Jordanian context and if their limited age also accounted a challenge for Jordanian 

family businesses or not through this study. 
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Many family businesses face challenges for their sustainability, profitability, and 

continuity due to globalisation and increasing growth rate (Gulzar and Wang, 2010), 

where the main challenges facing the traditional FoBs because of Globalisation are the 

centralised management impacted by tradition, lack of long term planning, the hiring of 

unqualified and unskilled family members (and with the inability to fire unproductive ones 

easily), no clear policies, roles and responsibilities for family members,  absence of 

external managerial opinions, undefined benefits, salaries, and dividends for non-

working family members, family members problems affecting the business, absence of 

clear plans for handling the leadership to next generation, and decisions are made in 

response to problems without long-term strategic planning. The researcher will explore if 

these aspects of traditional family-owned businesses apply to Jordanian family 

businesses or not. These aspects will apply to traditional businesses, as Gulzar and 

Wang (2010) mentioned.  

 

Globalisation is considered one of the main challenges facing small and medium 

enterprises (SMEs) in Arab countries, especially as they seek to attract international 

interest and increase their domestic business. Globalisation is a phenomenon that 

appears when countries and people around the world are integrated closely with each 

other (Zain and Kassim, 2012). Family businesses must be agile and competitive in their 

local market to survive in the low trade barriers world. Indeed, the growth and 

sustainability of family businesses depend on the ability of owners and managers to 

respond and react to the globalised economic environment through changing and 

adapting their strategies, where 50% of the family businesses are convinced that 

professionalising the business is the next five years key challenge (PwC, 2016). This 

research will explore whether Jordanian family businesses believe in the transformation 

from traditional to professional businesses in the coming years or are already 

professional and plan for globalisation for their growth and sustainability. The coming 

section will show the main issues surrounding FoB's in the Arab region, which may 

cause these challenges in the Jordanian context. 

 

2.1.7 FoB's in the Arab Region 

 

Family-owned businesses form the main part of the Arab region private sector as 

presented by Al-Barghouthi (2016), where there is a marked increase in the level of 

interest of studying family-owned business in Arab countries, because of its crucial 

contribution in employment, job creation and the economy as the whole (Aloulou, 2018). 

Al-Barghouthi (2016) Identifies the Arab family business as a collection of relationships 
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based on relative networks, and the reasons for its existence are to maintain family 

members' loyalty, to create value for the family, and to enhance the family image in their 

social context.  

 

The Arab world consists of two distinct subcultures. The first one consists of the Gulf 

countries such as Saudi Arabia, Qatar, Kuwait, UAE, and Bahrain. These countries are 

united in the same Islamic and Bedouin subcultures, similar political systems, an 

economy supported by oil and energy resources, and the lack of nationals with reputed 

managerial skills. The second subculture derives from remaining  Arab countries, such 

as; Jordan, Lebanon, Egypt, Syria, and the West Bank; which are characterised with lack 

of natural resources and richness of qualified human resources and skilful managers, 

business founders, and entrepreneurs (Yasin and Zimmerer, 1995). The researcher 

wants to explore a country from the second subculture at the time of a counted amount 

of literature about family businesses in GCC.  

 

FoBs represent around 95% of Gulf area companies, which form 70% of the Arab region 

economy. FoBs start that about 55% of the GNP of any Arab country comes from the 

workforces of 70% of the private-sector jobs in the region (Gulzar and Wang, 2010). 

Family businesses in the Middle East are diversified, big, ambitious, dynamic, and 

successful (PwC, 2016). According to Alarabeya (2015), as cited by Al-Barghouthi 

(2016), 90% of the Middle East companies are owned by families, and a second or third 

generation manages 60% of them. These facts encouraged the researcher to study 

Jordan as a part of Arab countries and the Middle Eastern countries to explore its 

consistency and differences with other countries according to its exclusive aspects. 

Religion, culture, and ethnicity have a great effect on management style and managers 

in the Arab region, where they hold complicated duties of maintaining their traditional 

values and achieving modern results according to the Islamic culture, and this dominates 

business in most Middle Eastern countries (Welsh and Raven, 2006). Arab managers 

face conflicts between the Arab culture and religion on the one hand and Western 

ideologies; on the other hand, when playing their role as a manager, they have to 

achieve modern results and maintain the traditional and cultural values (Sonfield et al., 

2016). 

 

There are four main influences on Arab management: Islam, foreign rules, Bedouin 

traditions, and the West's need for oil. Tribal societies focus on the family as the main 

unit of interest, where families predominate in politics and society. The ruling family in 

every country has been in power for many years, and this family importance extends to 



 

Page    47 of 257                                                                                                  

businesses. Around 98% of commercial activities in the Gulf Cooperation Council (GCC) 

are family-run (Welsh and Raven, 2006). This research will explore the differences 

between GCC and non-GCC Arab countries because of the lack of literature about non-

GCC family-owned businesses. 

 

The Quran – the Islamic holy book - addresses business transactions, spending habits, 

financial issues, and management concepts. Business in the Middle East applies 

additional Islamic religious precepts that stress a father's authority and encourage older 

family members to respect. Middle Eastern cultures are unique, and there is a tendency 

towards fatalism, which appears largely in the "Insha' Allah' expression translated as 

"Allah (God) willing"; used widely to explain many uncertainties in life. In some countries, 

it is used for delaying and repositioning responsibility and decision-making, or when 

something has to be done, or when something is preventing it from occurring (Sonfield et 

al., 2016). Islamic culture dominates most Arab countries. Is Islamic culture dominate 

Jordanian businesses also or not? This is one of the aspects that the researcher will 

focus on in this study.  

 

In many Arab countries, family members of FoBs keep the top management positions 

and the key organisational positions for themselves innately. They rarely consider non-

family members for filling senior positions, rather than taking into account the business or 

the managerial perspectives, where family members may collect regular payments 

without any work requirements (Sonfield et al., 2016). Sonfield et al. (2016) added that 

when family businesses pass to second or third generations, they often encourage non-

family managers to join their business and non-executive directors or outside consultants 

to enhance the business performance. Sonfield et al. (2016) state that Arab family 

business owners' managerial behaviour is concerned with family power according to 

cultural perspectives, interested in cohesion among managers, and focus on family 

values and objectives as a base for their managerial behaviour. The closeness of family, 

and its extension beyond the husband, wife, and children, to include grandfather and 

grandmother in Arab society, even before Islam, impacts how business is conducted and 

managed. Family and religion clearly impact business practices and decisions in Arab 

countries (Yasin and Zimmerer, 1995). This research will explore the attitude of 

Jordanian family business founders towards religion, family, and the role of outsiders in 

their businesses.   

 

Most of the Arab countries encounter huge transformations which affect their economies 

and force the government to legislate new laws, policies, and development plans which 
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may impact family business performance and productivity (Aloulou, 2018). This transition 

and transformation can create new opportunities for existing family businesses or allow 

new family businesses to enter the market and benefit from these changes. Businesses 

have to seize these external environmental change opportunities and improve their 

performance rapidly. Yasin and Zimmerer (1995) argued that to implement successful 

strategies in the Arab world, you need to fine-tune these strategies to fit these countries 

unique cultural and economic features. Lately, the management styles in Middle Eastern 

organisations are in transition because of younger managers who have worked with 

foreign companies and/or are educated at Western universities. This aspect will be 

explored through this study from the point of view of Jordanian business founders and 

candidate successors, and if they believe that the government departments willing to 

respond to issues affect their sustainability and continuity.  

 

Al Emam (2014) argued that the Jordanian family-owned businesses form around 90% 

of small and medium-sized businesses. Only 10% of these businesses pass to the third 

generation, and only 3% of them survive past the third generation. FoBs are the 

backbone of Jordanian's economy, supporting and fuelling the growth of the private 

sector, where their sustainability is affecting Jordan's economic growth according to 

(Jordan Institute of Directors, 2014). PwC (2016) argues that the political and economic 

environment changes in the Middle East affect family businesses current performance 

and growth expectations, where family businesses have to be successful and active in 

responding to these significant challenges. 

 

2.1.8 Summary of Family-owned Businesses 

 

Family-owned business definitions represented by Louie et al. (2019); Ramadani and 

Hoy (2015); Hernández-Linares et al. (2017); Sharma et al. (1997); Zain and Kassim 

(2012); Aronoff et al. (2011); Salman (2005); Aloulou (2018); Poza and Daugherty 

(2014); Jabr (2013); Maciel et al. (2015); Steier et al. (2015) show that family business is 

a legal firm form, founded by a family or a member of that family, which will be passed to 

family descendants through engagement in the company operation or through 

succession. The family business concept turned around ownership, controlling, and 

management for continuity and sustainability, where this special concept reflects this 

type of company's importance. The researcher will choose his research sample through 

this definition and focus on businesses founded by family or a member of that family. 

The researcher will explore if these definitions apply to Jordanian family-owned 

businesses. 
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Times (2014); Alshaeel (2016); Ramadani and Hoy (2015); Ibrahim et al. (2004); Aloulou 

(2018); Times (2014); Soto Maciel et al. (2015); Shepherd and Zacharakis (2000); 

Abouzaid (2008); Abouzaid (2014) clarify the importance of family-owned businesses 

which emerge from their contribution to more than 70% of the global GDP, and forming 

around 75% of businesses worldwide According to Collins and O'Regan (2011); Soto 

Maciel et al. (2015); Lansberg (1999); EFILWC (2002); Sreih et al. (2019) family-owned 

businesses' contribution to the global economy exceeds the non-family-owned 

businesses, where family businesses stability, sustainability, and longevity are important 

for the economic growth, and they are the most important pillar to most economies 

around the world, these facts created a need to manage their behaviour effectively 

(Shepherd and Zacharakis, 2000; Abouzaid, 2008; Abouzaid, 2014). These facts reflect 

the significance of this research and the importance of exploring Jordanian family-owned 

businesses. The researcher will explore if Jordanian FoB's are aware of this western 

data and material. 

 

Sharma et al. (1997); Jordan Institute of directors (2014); Department for Business 

Innovation & Skills (2014); Aloulou (2018); Ward and Montemerlo (2011); Carney et al. 

(2013); Soto Maciel et al. (2015); Gulzar and Wang (2010); Osnes et al. (2019); EFILWC 

(2002); BIS (2011); Abouzaid (2008) argue that the legal form of the family business, its 

unique features, and unique structure are the main source of these businesses' 

competitive advantage, where the participation of family members in firms' management, 

the balance between business and family needs, and the effect of family culture on 

business culture are the main issues needed to be mentioned in any study about this 

kind of businesses. This argument leads the researcher to achieve the first objective of 

this research in identifying the key aspects of Jordanian family-owned businesses and 

exploring whether these ideas are relevant to Jordanian FoB's. 

 

Poza and Daugherty (2014); Gersick et al. (1997); Ramadani and Hoy (2015); Aloulou 

(2018); Lansberg (1999) argue that studying family businesses involves the need to think 

about the three-circle family business model and the three-dimensional development 

model to be aware of the changes and development of the three main subsystems 

forming family businesses which are family, business, and ownership. 

 

 Al Emam (2014); Sreih et al. (2019); Handler (1994); Sonfield et al. (2016); Budhiraja 

and Pathak (2018); Mokhber et al. (2016); PwC (2016); Jordan Institute of directors 

(2014); Louie et al. (2019); Jordaan (2012); Steier et al. (2015); Gulzar and Wang 
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(2010); Zain and Kassim (2012) argue that changes of family businesses' subsystems 

create challenges towards its sustainability and continuity such as; succession and 

transferring of leadership challenges, conflicts challenges between family members, 

globalization challenges, and limited age of family businesses challenges. According to 

the importance of succession challenges, the researcher will identify how succession 

planning normally takes place in Jordanian businesses through the second part of the 

first objective of this research.  

 

Al-Barghouthi (2016); Aloulou (2018); Alarabeya (2015); Sonfield et al. (2016); Welsh 

and Raven (2006); Zimmerer (1995); Al Emam (2014) highlight that many changes 

surrounding the Middle East region require family businesses to change fast, and to be 

prepared to respond to these changes using the skills required, competencies, and the 

right infrastructure to respond rapidly and survive. The reality also is that the main task of 

managers and leaders is to control firms' activities, resources, and internal business 

processes, which are important to the strategic business success reflects the importance 

of strategic management for family-owned businesses and the role of understanding the 

relationship between resource management and strategic success. Deploying, 

controlling, and managing firms' resources reflect its strategic capabilities to create 

business activities competencies needed to run the whole business. This research will 

explore Jordanian family business key aspects in the light of their resources, processes, 

and strategically readiness.  

 

Accordingly, the coming section will review the literature about strategic management, 

strategic models and theories, and its relevance and importance for family-owned 

businesses to find out the important issues needed to be explored for Jordanian family-

owned businesses through this study. 
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2.2 Strategic Management 

 

2.2.1 Introduction 

 

The necessity for controlling a firm' activities, resources, and internal business processes 

to guide the firms' future course of action arises because of its existence. This sub-

section with the four coming sub-sections discuss the strategic management in FoB's, 

the important issues surrounding it, its theories and models, strategic analysis and 

formulation, and resourcing strategies.  

 

"Strategy" is a word that comes from the Greek word "Strategos", which means 

generalship or the person who leads the army forces; it reflects the skills and capabilities 

of this person to plan for the battle and use resources effectively (Esfahani et al., 2018). 

Strategy in business shows the firms' long-term direction and how it responds to the 

changing environment through efficient use of resources and capabilities to achieve its 

competitive advantage and meet stakeholders' expectations. The word generalship may 

reflect the importance of strategy for family-owned businesses because of the reason 

behind its existence, which is the vision of the founder and his/her entrepreneurship.  

 

This section will review the literature of strategic management in family-owned 

businesses, which will be explored for Jordanian family-owned businesses in this study.   

 

2.2.2 Strategic Management and Family-owned Businesses 

 

Johnson et al. (2008) posit that strategic management involves people who decide and 

implement strategies. It emphasises the human element of the strategy, where the 

strategic management exists to deal with complex situations that arise from non-routine 

events facing the overall organisation. Strategic management aims to achieve the 

organisation's strategic goals and vision through a rational and logical course of action 

(Esfahani et al., 2018). It involves understanding the firm's strategic position through 

analysing the internal and external environment, then; setting direction, defining a vision, 

setting goals and objectives, forming strategies, and putting policies and an action plan 

in place to achieve them. After that, the firm can evaluate the performance periodically 

and calibrate the plans according to the feedback. Strategic management is the process 

involved with formulating or planning the strategy, implementing it, and evaluating the 

performance. It is a process that deals with organisational growth and with developing 

and utilising strategy, which is a guide to the organisation's operations (Sergio, 2011). 
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Strategic thinking is a process that fosters the identification of strategy, which can rewrite 

the rules of the competitive game to plan the future significantly. This research will 

explore the level of awareness of Jordanian family-owned businesses towards this 

concept and these processes and explore if Jordanian businesses are aware of this 

western material. 

  

Sotiriadis (2015) represented the strategic planning task of setting priorities and focusing 

energy and resources through organisational management activities. Strategic 

management is a management tool used to assess the organisational performance and 

environmental changes and work on adjusting the organisation directions according to 

these changes. Strategic planning is an organisation's written course of actions that 

direct the organisation progress. Bolland (2017) notes that strategic planning is "an 

organisational management activity that is used to set priorities, focus energy and 

resources, strengthen operations, ensure that employees and other stakeholders are 

working toward common goals, establish agreement around intended outcomes, and 

assess and adjust the organisations' direction in response to a changing environment". 

 

Esfahani et al. (2018) argued that strategic planning aims to boost organisational 

performance and productivity through providing an effective and focused direction for the 

organisation to achieve its competitive advantage. Successful strategic plans result in 

productivity, profitability, better performance, and economic success. Strategic planning 

has been a management tool for over 50 years, and it is still happening and continues to 

be taught in business schools worldwide (Bolland, 2017). Prahalad et al. (2014) argued 

that there's an absence of real breakthrough ideas and new strategic thinking in 

traditional succession planning. Strategic planning needs to generate and create 

resources to use the available resources effectively and be ready for the future. This will 

also be explored for Jordanian businesses if they are aware of strategic planning and 

strategic thinking in a professional direction or traditional direction to identify how 

strategic planning takes place in these businesses.  

 

AlKhanafaji and Nelson (2003) represent that every company has to develop their 

competitive advantage to compete in their marketplace, where the changing business 

environment and fast technological advances oblige organisations to think more about 

strategic management and to realise that the only supportive tool which helps 

organisations to focus on accomplishing a mission, is using a high level of analysis in 

relation to their opportunities and threats. Firms need to focus on the importance of 

fundamental changes in their operations, processes, and strategies to cope with twenty-
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first century rapid changes, and they have to continuously monitor, evaluate, and rethink 

their strategies and make a proactive effort to gain a competitive advantage (AlKhanafaji 

and Nelson, 2003). According to Turner (2017), the main challenge for many firms 

concerns how to develop and integrate innovative strategies in order to sustain firms' 

long-term growth, where businesses remain sustainable through having a solid strategic 

plan, conducting competitive strategies and plans, and increasing stakeholders' 

involvement approach. The level of awareness of Jordanian family businesses towards 

the development of their competitive advantages will be used in this study as one of the 

key aspects of FoB's in Jordan.  

 

From the previous definitions represented by Turner (2017); Johnson et al. (2008), 

Esfahani et al. (2018); Sotiriadis (2015); Bolland (2017); AlKhanafaji and Nelson (2003); 

and Sergio (2011), it can be summarised that strategic management consists of 

continuous actions and decisions. Firms need these continuous actions and decisions to 

achieve their goals and missions through effective and efficient policies and plans. In 

family-owned firms, family involvement in management and the intersection between the 

three unique subsystems (family, ownership, and management) is conceived as a 

potential source of unique resources and capabilities that supports the firm with a unique 

competitive advantage (Aloulou, 2018). Family-owned businesses need to respond to 

globalisation by coming up with new strategies and a new structure to survive 

competition (Zain and Kassim, 2012). The process of transferring the business 

leadership between generations may impact the business strategy (Ibrahim et al., 2004). 

Strategic and long-term planning will allow businesses to achieve greater success and 

fulfil their true potential (PwC, 2016). Strategic planning processes involve responding to 

external environmental circumstances using the best way to respond to them (Sotiriadis, 

2015). Family businesses may create and use other intangible unique resources called 

"family capital" to form their strategic plans (Songini et al., 2018), and these resources 

comprise human capital, social capital, and financial capital.  

 

Songini et al. (2018) represent that to build an effective and efficient strategic plan for 

family businesses, FoBs have to take into account their unique characteristics, such as; 

the overlapping between the three main subsystems (Ownership, Family, and Business), 

the unique values, beliefs, and goals of a family which may guide the strategic direction, 

the unique resources and competencies generated between family members, the 

different agency conflicts than the traditional owner-manager conflicts, the succession 

process and willingness to transmit the business to the heirs, and finally, the altruism to 

favour business interests over the personal returns. These family business 



 

Page    54 of 257                                                                                                  

characteristics should be embedded in the strategic plan development process for better 

future vision shaping. The unique differences provided by family ownership and control in 

family-owned businesses are a source of competitive advantage, where this competitive 

advantage overweight the family firms' unique agency costs (Poza and Daugherty, 

2014). The researcher will explore if founders of Jordanian businesses are aware of their 

unique business characteristics and exploit these characteristics for their benefit.   

 

Family businesses in the 21st century have to emphasize the non-economic goals and 

their nonfinancial performance in forming and implementing their strategic decision-

making, where family businesses should prepare their firms for the future instead of 

focusing on their current and routine problems to help families to approach their business 

in a unified way rather than individuality for sustainability and continuity (Shen, 2018). 

The coming section will shed light on relevant issues for family-owned businesses. 

 

2.2.3 Strategy, Strategic Planning Theories, and Relevance to the Family 

Business 

 

The strategy aims to align the family business goals and objectives with the governing 

family priorities. These strategies require a successful plan through projecting the 

business' future course of actions in family and non-family businesses (Braun et al., 

2016). Strategy formulation in family businesses must balance the family businesses 

unique advantages such as social capital, unique resources, and others, with the 

disadvantages of this unique type of business (Ibrahim et al., 2004). 

 

There are four basic perspectives to approach strategy and prepare organisations for the 

future: plan strategy, pattern strategy, perspective strategy, and the ploy strategy. The 

planning strategy is a future course of action with well-defined goals and deadlines to 

guide firms' futures (Ibrahim et al., 2004). Strategic management observes three main 

perspectives: prescriptive, descriptive, and configuration perspectives. These 

perspectives entail ten different strategy formulation schools: design, planning, 

positioning, entrepreneurial, cognitive, learning, power, cultural, environmental, and 

configuration school (Sergio, 2011). Sergio (2011) added that the idea of strategic plans 

are at the core of business and decision-making, and it is a better fit among managers 

interested in numbers, procedures, and accountability. This is why this research aims to 

discuss a planning school from a prescriptive perspective. 
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The main critique about strategic planning is that it does not generate a new strategy, but 

it implements one, and it is based on the assumption of a future scenario that might 

never occur. This future scenario assumes that a firm operates in a stable environment, 

where the future is more dynamic and unpredictable because innovation is far from being 

planned or programmed. According to Lee et al. (2015), family business success can be 

defined according to sustainability, productivity, and long-term survival. Businesses can 

use Key Performance Indicators (KPIs) to appraise and assess their success and long-

term survival rates. Brunninge and Melander (2015) argued that a family firm's longevity 

focuses on resources management from the perspective of financial and socio-emotional 

wealth rationalities, where the family is the main source of employees in family 

businesses who affect the firms' direction and its strategic plan. In addition, the real 

management efforts could be through real plans that improve firms' chances of success, 

in hand with clear policies to govern family business relationships (Bolland, 2017). These 

issues will be explored for Jordanian businesses by the researcher to identify the key 

aspects of Jordanian FoB's. 

  

There's a difference between strategy formulation in family-owned businesses and non-

family businesses (Ibrahim et al., 2004). In family businesses, families can approach 

their business goals and objectives unified through the strategic planning stage, which 

reduces the misunderstanding between family members. But Sotiriadis (2015) argued 

that strategic planning should assist managers and leaders' tasks through a set of tools, 

concepts, and procedures. The participation of family members in the strategic planning 

process in family-owned businesses aims to address critical issues, views, and concerns 

relating to their involvement in the business.  

 

Lee et al. (2015) argued that four main strategic planning theories reflect how family 

businesses prepare and develop their strategies in a traditional approach. These 

theories are the adjustment strategies, sustainable family business model, process-

oriented theory, and strategy as practice theory. The adjustment strategies used in family 

firms to balance the demand of business and family with the business outcomes and to 

face unexpected challenges in financial and human resource management. Adopting 

more adjustment strategies by family-owned businesses will reduce the probability of 

business failure and increase their success possibility and the firms' outcome. Some 

adjustment strategies allow family businesses to get more resources from the family. In 

contrast, other strategies allow for resource allocation from the business to facilitate a 

higher level of functioning. Family business owners can change by changing their 
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processes using adjustment strategies more easily than changing other family aspects 

such as structure, roles, and rules. 

 

90% of family businesses used one or more of the five adjustment strategies: 

reallocation of family resources, reallocation of business resources, intertwining business 

and family tasks, using volunteer help, and hiring paid help. Family business owners can 

provide important insights into the strategies they want to use, which contribute to their 

business success by a better understanding how to use adjustment strategies. The 

adjustment strategies do not focus on the strategic planning actual mechanism and time 

frame required in family-owned businesses, where it does focus on family resources 

such as family members' participation in the business and other resources which 

increase the importance of succession planning and governance in such businesses 

(Lee et al., 2015). This research will explore whether Jordanian businesses use 

adjustment strategies in a conscious or unconscious approach or don’t use them. This 

will support the researcher to find out how succession planning takers place in these 

businesses.  

 

The Sustainable Family Business model (SFB) was discussed by Lee et al. (2015), who 

argued that family businesses long term sustainability is a function of business and 

family functionality. The SFB model suggests that family and business are 

interdependent, and it helps explain how resources and interpersonal exchanges occur 

in family businesses (see Figure (4)). The SFB model can be used to assess how family 

businesses processes overlap between the family and the business system.  The SFB 

model is useful in understanding how business owners can benefit from adjustment 

strategies during family and business demand competition. This model suggests a 

mechanism to increase family and business coordination and communication to support 

strategic planning. Still, it doesn’t suggest or offer any conflict management solutions to 

be implemented in a real situation in family businesses. The model also focuses on the 

business's long-term sustainability without suggesting the use of succession planning as 

the main tool used to accomplish this goal.  
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Figure (4): The sustainable family business model (SFB) 

Source: Stafford et al., 1999 

Dafna (2008) argued that the process-oriented theory is a strategic planning theory of 

family businesses, which refers to activities and actions of leading business-oriented 

families along their business life course. This theory treats the business growth, financial 

performance, and other business outcomes as the results of the business processes in 

the organisational and environmental processes context. The activities, actions, and 

processes in family businesses are changed and modified by family members who are 

willing to add new strategic ideas and build new competencies for strategic planning 

tasks. The process-oriented theory is not enough for family businesses to depend on; 

instead of having a long term strategic plan, the business processes will depend only on 

family members' experiences and educational background without any long term vision.  

Strategy-as-practice theory can lead to new approaches to family business dynamics 

through conceptualising the role of action and comprising roles and relationships 

between actors and activities, which changed as time passed (Jarzabkowski and Kaplan, 

2010). The main drawback of this theory is that it is family-oriented rather than business-

oriented; it identifies the relations between family members, which may be changed 

according to other circumstances that have occurred in the past. This theory does not 
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suggest any succession planning mechanism or other family matters, governance, or 

conflict management, where it lacks the strategic planning process methods. Strategy-

as-practice theory does not mention a time frame for the strategic planning process and 

the responsible persons for this task.  

 

The adjustment strategies, sustainable family business model, process-oriented theory, 

and strategy as practice theory are theories used to develop succession planning in a 

family-owned business traditionally (Lee et al., 2015). These theories don’t consider the 

development of family, business, and ownership over time, accompanied by other 

specifications and attributes. This research will explore if Jordanian family businesses 

are using any of these theories in developing their succession plan or not to achieve one 

of the objectives of this research. Section 2.2.4 below will show tools and the main 

features needed to formulate and implement strategies in family businesses. 

 

2.2.4 Strategic Analysis, Formulation, and Implementation 

 

Strategy in family businesses and non-family businesses requires successful 

implementation, where family businesses must align the business goals and objectives 

with the governing family priorities (Braun et al., 2016). Strategy formulation in family 

businesses must balance the family business unique advantages such as social capital, 

unique resources, unique structure, and others, with the disadvantages of this unique 

type of business (Ibrahim et al., 2004). This research will explore the strategy 

implementation responsibility in Jordanian family businesses and how business founders 

manage this issue.  

 

Belmonte et al. (2017) argued that formulation of strategy in family-owned businesses 

needs to focus on interactions and distinctions between the business strategy and the 

family strategy, in addition to dealing with the adaptations, approaches, and method 

family business structures. The family business strategy must focus on succession, 

ownership, and management control (Belmonte et al., 2017). According to Esfahani et al. 

(2018), organisations failed to implement around 70% of their strategic plans, where 

ineffective strategic planning usually occurs because of lack of management 

commitment, vague strategies, business culture, resistance to change, or misallocation 

of resources. Turner (2017) argued that developing and implementing a strategic plan for 

family businesses will enable owners and founders to reposition their business to 

outperform competitors when they suffer from limited resources and conflicting demands. 
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These arguments will be explored for Jordanian businesses to identify how succession 

planning normally takes place in these businesses. 

 

There are many strategic planning and execution tools and techniques which are useful 

for helping family businesses to utilise their capabilities and develop their strategy to 

guarantee a professional formulation and implementation for their strategies. A 

Balanced-Scorecard is a tool used for strategy execution by deciding and putting specific 

and tangible measures against strategy (Scholey, 2005). Not every firm can manage 

what they can't measure, and they can't measure what they can't describe. This is the 

basic idea of the Balanced Scorecard, where companies have to describe the strategy, 

measure the strategy for what needs to be executed, and manage the strategy by the 

measurements (Kaplan and Norton, 1996). This study will explore if Balanced-Scorecard 

or other tools are used in Jordanian Businesses for strategy execution or not. 

 

The Balanced Scorecard aims to translate the family business strategy into operational 

terms through aligning the firm to the strategy needed, making strategy everyone's job, 

making strategy a continual process, and mobilising change through leadership (Kaplan 

and Norton, 1996). These principles are very important for managing a family business 

with different family members' preferences and thoughts. Matthews (2010) represents 

that the Balanced Scorecard model focuses on other stakeholders and not only the 

shareholders, considering that focusing on the other stakeholder's group will create 

shareholder values, which is very important in family businesses. 

 

Most managers try to implement strategies without realising and understanding many 

other factors that should be addressed to let strategy implementation work (Okumus, 

2003). Kaplan and Norton (1996) present a scorecard with four perspectives – financial, 

customers, internal business process and learning, and growth perspectives, which will 

provide an excellent balanced solution for facing challenges in the strategy 

implementation stage. The Balanced Scorecard requires a change in organisational 

culture, commitment, and support from the top management (Chavan, 2009), where the 

success of the Balanced Scorecard system depends on the organisation people. As 

mentioned earlier, one of the main reasons for strategy implementation failure is a lack of 

management commitment, vague strategies, and resistance to change, where 

successful formulation and implementation of strategies in family businesses need to 

avoid these traditional ways and make a new change. This would be explored in this 

study if this tool used in Jordanian family businesses or the management style of these 

businesses came with other tools to manage this issue. 
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Okumus (2003) argued that the Balanced Scorecard technique does not give the sense 

of urgency for problems that occur in the strategy implementation stage like the conflict 

between groups, resource allocation, and training, where many managers use the 

Balanced Scorecard as a performance measurement tool while Kaplan and Norton, 

(1996) represent that one of the significant benefits of BSC is performance 

measurement. One potential issue with this tool is that it could be biased if managers 

stick too rigidly and only use it to analyse what they want to measure. They neglect the 

changes in the external environment and their contribution in ways that create value. 

Because of this previous, family businesses need to use a strategy map with a balanced 

scorecard. 

 

The strategy map support firms with a solution to communicate their strategic priorities 

throughout its ranks aside from giving management attention to every perspective' 

content (Braun et al., 2016). Strategy mapping is a tool that should be used by the 

organisations who decide to use the Balanced Scorecard as a strategic management 

system for depicting and formulating the strategy (Kaplan and Norton, 2004), where this 

tool communicates the strategy using cause and effect diagram. The strategy map 

evolves out of the strategy, effectively communicating it and defining it in a context that 

lets employees understand and work more easily through plotting dimensions and 

perspectives of the Balanced Scorecard. Scholey (2005) highlights that most 

organisations' strategy execution took less attention than creating it, forgetting that it is 

meaningless without professional execution. This tool uses the cause and effect map to 

show how strategy achieves the desired outcomes by carrying out each BSC dimension. 

It gives an appealing visual format which makes the Balanced Scorecard easier to 

communicate. This research will explore the level of awareness for Jordanian family 

businesses towards the importance of strategy map and Balanced-Scorecard as key 

aspects of these businesses. 

 

Braun et al. (2016) argued that family businesses face failure in strategy implementation 

when there's a clear gap between each family member's needs and wants. The strategic 

mapping tool can help the owning families to maintain their competitive advantage and 

long-term growth and development. Family firms can use Kaplan and Norton's Balanced 

Scorecard with little modification projected on family firms, which may address the 

conflicts among family members and misalignment between family and business 

objectives. This is called a Family Enterprise Strategy Map (FESM), and it aims to get all 

family business stakeholders on the same page concerning their strategic objectives. 
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Family business strategy maps must be sufficient in addressing the complexities of the 

family domain issues, such as the family's intention with the business, personal priorities, 

processes, resources, personal ambition, and capabilities.  

 

The family enterprise strategy map contains four perspectives that reflect the strategic 

priorities of a managing family, which are: family business objectives (profitability, 

growth, longevity, diversification, leadership, transition, control, exit), family alignment 

(family members, owners, managers), family system (training, education, 

communication, relation, roles, accountability, motivation, compensation), and family 

business foundation (shared values, beliefs, brand equity, skills, capabilities, social 

capital), were mentioned as the main areas to focus on for each perspective (Braun et 

al., 2016). A family business traditional strategic planning models and tools focus on 

business needs and goals without addressing family challenges, succession, and 

governance for resources, making this type of business unique and competitive 

compared to other types of businesses. This will be explored in this research for 

Jordanian family businesses to support the researcher in evaluating the impact of 

traditional succession planning on corporate governance in these businesses. The 

coming section will reflect the importance of resource strategies in family businesses and 

why they need to be explored for Jordanian family-owned businesses. 

 

2.2.5 Resources Strategies in the Family-owned Business 

 

The main reason for the success of a family business is its unique resources, as 

mentioned previously, where the strategic plan implementation will enhance the 

resources management through effective resource utilization (Esfahani et al., 2018). The 

achievement of strategic organisational success needs to manage the four key 

resources areas: people, finance, information, and technology (Johnson et al., 2008). As 

shown in Figure (5) below. 
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Figure (5): Main Key Resources Areas 

Source: Johnson et al. (2008) 

The main issue is making sure that these resources can deliver the business strategies 

and ensure that these strategies are shaped to capitalise on the expertise in each 

resource area (Johnson et al., 2008; Devine, 2017). Additionally, deploying, controlling, 

and managing these resources reflects the firms’ strategic capability to create business 

activities competencies needed to run the whole business. Family business resources 

are firms' unique resources grounded in the interaction of family, individual family 

members, and the business. These resources are labelled as family resources assumed 

as the basis for trans-generational wealth creation as human capital, survivability capital, 

patient capital, and governance structure (Brunninge and Melander, 2015). The ability of 

family firms to review, reconstruct, and develop resources is important for ensuring long 

term survival which is recently focusing on resource management (Brunninge and 

Melander, 2015). Phillips (2017) argued that a good resourcing strategy would focus on 

firms' staff recruitment, development, and the retention of people resources that fulfil the 

firms' vision. 

This research will explore Jordanian family businesses in the resources strategies and 

their level of awareness towards the importance of these strategies. It will explore if 

Jordanian businesses exploit these resources consciously or unconsciously. These 

concerns show why this research will shed light on succession planning; because the 

main aspect is people resources and the role of corporate governance to ensure 

continuity and sustainability of the business and to reduce the probability of family greed 
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towards control and power, which may harm the business in the long run. Sharma et al. 

(1997) argued that many pieces of research do not mention the strategic management 

viewpoint and focus on family-owned businesses as a family foundation, where the most 

important issues concern how to improve the business performance and maintain 

business sustainability rather than family members' relationship only. The strategy 

formulation process should be dynamic in family-owned businesses because of 

permanent changes in the interaction between family and business. The below section 

2.2.6 will review the literature about the main models and theories of family-owned 

businesses strategy to be explored for Jordanian family businesses through this 

research. 

 

2.2.6 Family-owned Businesses Strategic Models 

 

Family-owned businesses are permanently looking for strategies and models to employ 

to guarantee their success and sustainability (Rexhepi et al., 2017). Strategic 

management in family-owned businesses differs from non-family businesses, focusing 

on wealth creation through competitive advantage. In family-owned businesses, the 

strategy must consider other family business unique factors such as family members' 

feelings, ownership, family interests and family relationship when thinking about strategic 

choices (Ibrahim et al., 2004). This research will explore this aspect in Jordanian family 

businesses if they focus on wealth creation only or consider other family factors. 

 

Family businesses are normally aware that long-term strategic planning is an issue they 

can't avoid. Still, low skills level and a lack of awareness about where to begin causes 

them to avoid this issue (PwC, 2016). Businesses must differentiate between a business 

plan and a strategic plan and realise that a plan that is not documented, communicated, 

managed, and monitored isn't a plan. According to Cortés and Botero (2016), the 

formulation of the strategy process in the family business has to consider the three main 

differences between the family business and non-family businesses which are: first, 

family-owners have interrelated relations with other members in the firm that tend to 

affect their decisions and type of choices. Second, family-owners behaviour and choices 

are affected by their economic and non-economic goals, which affect their decision 

prioritisation. And third, the financial and emotional ties of family-owners toward their firm 

increase their resistance to leave their ownership position easily, where they are more 

likely to make decisions in a way that protect their interests. These three factors of 

family-owned businesses will be explored in the Jordanian context and how these factors 

affect their daily decisions.  



 

Page    64 of 257                                                                                                  

This section will shed light on the Gersick three-circle models, the three-dimensional 

development model, agency theory, stakeholders' theory, stewardship theory, the four-

factor model, and others which are counted as theories and models that will help in 

understanding the family-owned businesses processes and characteristics (Poza and 

Daugherty, 2014; Sharma et al., 1997; El-Kassar et al., 2018; Kim et al., 2010). The 

coming points will clarify each model separately and how it is related to this research 

problem. 

 

2.2.6.1 The Resource-Based View (RBV) 

 

The resource-based theory examines the firms' competitive advantage (Barney, 1991). 

The Resource-Based View is used in family-owned businesses as a strategic tool which 

views the firm as resources used to create firms' value (Penrose, 1985), where firms 

sustainable competitive advantage and its growth depend heavily on how to use these 

resources in exploiting the surrounds opportunities and protect itself from threats. Poza 

and Daugherty (2014) argue that family businesses competitive advantages are best 

explained by the resource-based view of organisations. The family business 

competencies are established through the firm's unique, specific, complex, dynamics and 

intangible resources which embedded in internal processes, human resources, and other 

intangible assets which can form the firm competitive advantage, where the competitive 

advantage may be created from the overlapping of owner and manager responsibilities 

such as reducing administrative costs and faster decision-making.  

 

According to Brunninge and Melander (2015), the resource-based view of the firm exists 

to emphasize family-related resources that are supposed to be unique to family firms, 

where these resources are supposed to result in a competitive advantage.  Firms can 

achieve a sustainable competitive advantage based on unique resources which are 

valuable, rare, inimitable, and non-substitutable resources which might generate firms' 

sustainable competitive advantage (Barney, 1991; Azam, 2015) 

 

In strategic management concerns, the resource-based view links the firms' competitive 

advantage with a firms' specific and difficult to imitate resources and capabilities (Ahmad, 

2015). We can assume that this firm is at an advantage if the firms' resources are 

different from and superior to those of competitors. Mori and Charles (2019) argue that 

family businesses unique resources can sustain and generate the firms' competitive 

advantage, where the board members professional competencies, skills, and experience 

are one of these unique resources that firms need to be aware of Figure (6) below shows 
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the relationship between resource heterogeneity and immobility, value, rareness, 

imperfect imitability, and sustainability, and sustained competitive advantage. 

Figure (6): VRIO resources and relationships 

Source: (Barney, 1991) 

In the resource-based view method, firms must know the value of resources by 

understanding the nature of the resource environment and simultaneously understanding 

the resource management process (Brunninge and Melander, 2015). Managing the 

family business unique resources through effective and efficient strategies and plans will 

support these businesses in maintaining their competitive advantage, growth, and 

sustainability. Family members are the main unique resource of family businesses, 

where preparing the offspring and involving them in the family businesses are very 

important for successful succession. This model does not reflect the importance of time-

frames and other dimensions of family business such as family and ownership. 

Despite the RBV popularity, it is theoretically sterile, and it will remain incapable of 

contributing in any systematic way to the development of strategy theory (Sanchez, 

2015). 

The RBV may also look at the performance impact of family-owned businesses, 

considering that most family-owned businesses resources and capabilities are intangible, 

unable to be imitated and unique. How Jordanian family businesses' resources and 
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capabilities can generate firm competitive advantage or boost their performance is the 

main focus of applying RBV within this research.    

2.2.6.2 Gersick Three-Circle Model 

The most outstanding model represents the family-owned business as the system 

consists of three intersected circles (business, ownership, and family), where these 

circles overlap to form seven sectors. Every individual in this business can be placed in 

one of these sectors (Salman, 2005), as shown in Figure (7) below.  

Figure (7): The systems Theory Model of Family Business 

Three-circle Family Business System Model 

Source: (Poza and Daugherty, 2014) 

The three-circle model focus on family, business, and owners interests in the firm's 

strategic formulation stage, where each system has its own rules, structure, and norms 

(Ibrahim et al., 2004). Poza and Daugherty (2014) argued that different family members 

in business would define issues, priorities, and problems differently because of their 

position in one of the seven parts. Family businesses can be categorised according to 

their propensity to have business-first, family-first, or ownership-first perspectives on 
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issues. According to that propensity, the priority of that subsystem will be given over 

other subsystems. This research will explore the Jordanian family businesses awareness 

towards this model and the propensity of the tested sample in this study.  

 

According to Braga et al. (2017), each family business member has interests with the 

firm that can identify the goals, the potential conflicts, or actions needed to be performed. 

Ward and Montemerlo (2011) argue that each type of family agreement takes a 

particular perspective: family, the business, or the ownership. Many successful, long-

lasting business-owning families consider each perspective in a balanced way. Aligning 

business strategy with the owner and family strategy is important (PwC, 2016). The 

three-circle model reflects the importance of the three subsystems in formulating and 

implementing business strategy, where governance aims to manage this intersection 

professionally. The main criticism of this model is that it reflects only a snapshot of a 

particular time and neglects the changes over time. Exploring the existence of this model 

in Jordanian family businesses will let the researcher achieve this research second 

objective in evaluating the impact of traditional succession planning on corporate 

governance in FoB's.  

 

2.2.6.3 The Three-Dimensional Development Model 

 

Strategic planning in family businesses is a continuous task, where Sharma et al. (1997) 

argued that the three-dimensional development model reflects the development stages 

of each subsystem during time passage as shown in Figure (8) below to put the 

appropriate strategic plan in place according to that time frame, where every family 

business moves in these axes over time passage, the shape of the business and new 

characteristics occurs.  
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Figure (8): The three-dimensional development model of family-owned 

businesses 

Source: Gersick et al. (1997) as cited by Ramadani and Hoy, 2015, p. 22 

When the family business moves to a new stage on the axis of any dimension, new 

characteristics occur that describe the family business's life cycle. The development of a 

family axis is optimistic on the one hand, where the next generations are assumed to be 

ambitious, dynamic, and open to change (PwC, 2016). This fact supports the argument 

that one generation will move from traditional strategic planning to a professional 

alternative. This aspect will be explored for Jordanian businesses through data collection 

from founders, candidate successors, and managers. 

Poza and Daugherty (2014) argued that family firms face different systematic alignment 

and misalignments when the first generation ages and the second generation joins the 

business. The firm experienced revenue growth because of innovation and a willingness 

to change easily. Uribe et al. (2017) argued that in family businesses, the family and 

business life cycle impact the strategy determining approach implicitly or explicitly, where 

family business owners have to take the stages of development into their consideration, 

make conventional stage choices, and innovate in the structure of business because 

each development progression of these subsystems is independent and impact each 

other at the same time. 
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This model reflects that family business takes new characteristics with a new shape 

when it moves to a new stage on any dimension; these changes should be considered in 

the succession planning process of family-owned businesses. This is another aspect 

needed to be explored about Jordanian family business and the aspect of their 

succession planning through this study. 

 

2.2.6.4 Agency Theory 

 

Agency theory considers the owners (principals) and managers (agent) relationship, 

where agency problems may occur when the interests of owners and managers differ. 

The agency costs rise as the efforts needed to reduce these differs (Sonfield et al., 

2016). The agency relationship occurs when one party hires someone to act on behalf of 

his/her interests, wherein corporations, the managers (Agent) assume to act on 

shareholders (Principals) interests (Al‐Najjar, 2010). The agency theory was introduced 

to deal with solving problems that may arise when an agent is a manager of other 

peoples' money, where the agency problem may occur concerning the relationship 

between the shareholders and the agent. The agency theory aims to solve these 

problems (El-Kassar et al., 2018). Alzoubi (2016) states that agency theory brought an 

interchange between owners' or shareholders' and managers' interests through the 

separation of ownership and control, where corporate governance aims to decrease 

agency costs. An overview of agency theory is given in Table (4) below. 
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Table (4): Agency Theory Overview 

Source: (Eisenhardt, 1989) 

Agency theory is one of the main theories that describe how managers will manage the 

businesses instead of owners in the best interests of owners, where this theory is one of 

the main pillars of corporate governance (Kim et al., 2010), where governance aims to 

align managerial incentives and to monitor managerial behaviour. The principal-agent 

relationship forms from the separation of ownership and management. The main 

advantage of this separation is to simplify the ability of share ownership to be changed 

safely and without affecting the business operations through hiring skilful and 

knowledgeable managers (Al‐Najjar, 2010). Al-Najjar (2010) added that non-family 

members perform better than family members in managerial positions and eliminate the 

conflict of interests that may occur among family members but will create agency costs. 

Mori and Charles (2019) argued that the agency problem is less important in family-

owned businesses because the top managers are already under shareholders' control. 

Dalton et al. (2007), as cited by El-Kassar et al. (2018), argued that there are three ways 

to minimise the agency problems: firstly; improve the monitoring managers by directors, 

secondly; activate acquisition and mergers to correct bad behaving managers, finally; 
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agent equity ownership which lets managers adopt shareholders interests through 

ownership of firm shares. The agency problem solution is characterised by weakening 

the agent (managers) motivation to achieve and accomplish their own interests at 

shareholders' expense through good corporate governance practices Dalton et al. 

(2007). 

 

This study will explore Jordanian family-owned businesses impression of agency theory, 

agency problem, agency cost, separation of ownership and management, and how they 

believe in this issue. This exploration will be needed to achieve the second objective of 

this research is evaluating the corporate governance of Jordanian businesses. 

 

Family-owners often control their firm's management roles, which causes the agency 

conflict between managers and owners not to be significant in this type of business 

(Louie et al., 2019). When owners act as a manager, they are less likely to reduce their 

share value through irresponsible actions, but when family businesses expand and grow 

beyond a certain limit, it becomes a must to separate ownership and control; in this 

stage, the agency problem may occur. Songini et al. (2018) argued that there are other 

sources for agency conflicts in family businesses other than the classical principal-agent 

conflict. According to Poza and Daugherty (2014), the board is an important mechanism 

to limit conflicts between owners and managers. Corporate governance recommended 

including outsiders on the board to ensure the board's independence from top 

management and monitor CEO actions effectively. Agency costs can be avoided by 

employing certain managerial and governance practices. 

 

According to Mori and Charles (2019), agency theory supposes that the board of 

directors' role in family firms is to safeguard the family-owner self-serving behaviour and 

to prevent the requisition of minority shareholders. This role is extracted from the 

assumption that the board of directors monitors and control managerial decisions in the 

separation of ownership and control assumption. This role of the board of directors will 

reduce agency problems and agency costs effectively. Family-owned businesses should 

invest in internal governance mechanisms such as incentives and board of directors 

(Mori and Charles, 2019). This aspect will also be explored for Jordanian businesses if 

they have a board of directors with or without outsiders or not to govern their business 

effectively and efficiently. 

 

Hernández-Linares et al. (2017) argued that the agency theories and resource-based 

view need to explore the relationships between a firm's performance and family to find 
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out what type of family business leads to higher performance. According to family firms' 

development and changes during their life-cycle, it's likely to employ greater numbers of 

non-family member's as managers to sustain their position (Sonfield et al., 2016). The 

issue family businesses face hesitation in deciding when to separate ownership and 

management or to keep management with owners' control, where governance can be 

used strictly even if family members hold managerial positions. They refuse the 

separation of ownership and management choice; these choices need a depth 

understanding of the strategic planning stage in family-owned businesses. The agency 

theory lets family businesses concentrate on succession planning simultaneously with 

governance to govern the dynamics of family businesses. This provides time for coming 

generations to become involved in the business to avoid agency costs in the future. This 

theory does not consider the time frame or the family or non-family members' 

involvement in the strategic planning process. 

 

2.2.6.5 Stakeholders Theory 

 

According to El-Kassar et al. (2018), stakeholder theory states that the reason for the 

existence of any organisation is to serve its stakeholders in a good manner and fulfil their 

interests. Stakeholders include shareholders, customers, suppliers, employees, 

competitors, society, or any party interested, stake, or claim in that organisation (see 

Figure (9)). The stakeholder theory is one of the strategic management theories which 

argues that firms must pay attention to their various stakeholders in their strategy 

formulation stage (Ibrahim et al., 2004), the stakeholders theory is important for strategy 

formulation and execution in family businesses because of the existence of a family 

system which combines working and non-working members with different interests and 

claims in this business. This research will explore if Jordanian family businesses pay 

attention to all of their stakeholders or they are used to neglecting any party in their daily 

processes and decisions.  



Page    73 of 257 

Figure (9): A Stakeholder View of the Organisation 

Source: (Cummings and Patel, 2010). 

Kim et al. (2010) represent that stakeholders' views focus on forcing management to 

internalise the welfare of stakeholders through linking managerial incentives with some 

measure about stakeholders' welfare, which needs clear objectives and performance 

measurements and using the balanced scorecard and the triple bottom line tool instead 

of using the traditional approaches without clarifying every single aspect. Mohrman and 

Lawler III (2014) argue that achieving sustainable effectiveness requires expanding 

value contribution to the full set of stakeholders. This value will contribute to stakeholders 

sustainable well being through firms' activities. Delivering value to all stakeholders 

means transformation from seeing the environment and social contribution activities as a 

cost to seeing it as the firm's value. This aspect will be explored for Jordanian 

businesses and how business founders deal with stakeholders in welfare issues and 

deliver value. 

Kim et al. (2010) argued that the main critique of this theory is that managers’ 

engagement in stakeholders' activities will widen their goals and increase the firms' 

costs, where impaired business performance are likely to follow. The stakeholders' 

model needs to recognise the type of family firm it's dealing with, i.e., family-oriented or 

business-oriented, to add value for strategy formulation and execution.  
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2.2.6.6 Stewardship Theory 

 

This theory is mostly applicable when family members are managers in the company or 

a strong relationship between managers and family (Contrafatto, 2014). The stewardship 

theory forms the best aim of family business existence, referring to continuity, 

community, connectivity, and command. Songini et al. (2018) argue that the stewardship 

theory can be used to explain the impact of relatives' obligations and the sense of trust 

and loyalty among family members that arise from family members' involvement in 

management, ownership, and governance.  

 

The stewardship theory supposes that family members treat the business as an 

extension of themselves, and the business is connected to their well-being (Poza and 

Daugherty, 2014). This claims that family members inherit a responsibility to others and 

stewardship to pass the business to the next generation successfully. Another shape of 

stewardship may occur when family-owners place individuals on the board who have the 

knowledge and can provide objective advice in skills that the family lacks. From the 

stewardship perspective, independent and advisory directors are the primary line of 

defence against managerial opportunism. This research will explore these aspects for 

Jordanian family businesses, what type of stewardship existed in these businesses, and 

for which reasons from their point of view. 

 

According to Nkundabanyang et al., 2014 the roles of the board of directors can be 

divided under the control role, service role, and strategic role (see Table (5) below). The 

stewardship theory describes and focuses on the service role of the board and can be 

summarized in giving advice and support to the management, guiding managers to 

accomplish the company's objectives, and participation in strategy formulation and 

implementation.  
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Table (5): Board of Directors' Role 

Source: Nkundabanyang et al., 2014 

According to Mori and Charles (2019), the stewardship theory claim that family business 

owners are stewards to their firms, and the objectives of the organisation are already 

aligned to their motives and interests, where the main role of the family firms' board of 

directors is advising and serving the business rather than monitoring role in non-family 

firms. Stewardship theory focuses on respect for authority and work ethic and suggests a 

social control mechanism based on shared values, goals, and attitudes. The stewardship 

theory is important for this research because of its main role in family businesses. It 

raises the need for succession planning and governance to apply this theory effectively. 

2.2.6.7 The Four-Factors Model 

Ibrahim et al. (2004) argued that to analyse a family businesses strategy, you have to 

examine the succession process, which acts as an important dimension of strategy in 

these types of businesses and then test the contingency in firms' strategic actions. The 

four-factor model shows that a firm's future is affected by offspring involvement in the 

business. There are four factors involved in the decision process; family, business, 

personal, and market. This research will explore if Jordanian businesses are aware of 

the relationship between their business future and their offspring involvement or not and 

their level of awareness of the four factors involved in the decision process. 

According to Baron and Lachenauer (2021), family businesses have to think about their 

business in the light of their four groups of stakeholders, which are owners, board of 
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directors, management, and family members - along with rules about what may be 

decided for each - clarifies roles and minimizes conflict (see Figure (10)). 

Figure (10): Family Business Four-Factors Model 

El-Kassar et al. (2018) highlight that the four-factor model focuses on succession 

planning and the main issues that offspring have to consider when deciding to become 

involved in the family business. The main criticism about this model; is its lack of the 

dynamic perspective of the business, which needs governance, and it does not include 

the factors of the succession planning process in family-owned businesses. The strategic 

planning in family businesses that use the four-factor model should give more attention 

to the succession planning process to prepare heirs for the managerial and leadership 

positions (Ibrahim et al., 2004). 

2.2.6.8 Autonomy Strategy 

Autonomy is the main driver for the family's ambition to maintain and grow their 

businesses through encouraging commitment, decision-making, efficiency, 

independence, and long-term planning (Uribe et al., 2017), see Figure (11). Autonomy 

can be considered a family business competitive advantage that occurs through family 

well cooperation, where entrepreneurship within family businesses might be motivated 

by realising individual interests in work. The autonomy perspective is built on the 
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perspective that assumes that when something is motivated autonomously, the individual 

will take the interesting and most important actions. Autonomy in the family is a process 

of balancing individuality and autonomy with closeness and relatedness. It is enhanced 

by being adaptable and related to the business context and exercising certain actions in 

a freedom pattern. This research will explore Jordanian businesses' awareness of 

autonomy perspectives and how it affects their planning mission. 

Figure (11): Autonomy strategy in the family business 

Source: Developed by the author 

Autonomy is developed at three levels: the individual in the family, the family within the 

business, and the business within its context. The capacity to manage the complexity of 

these three levels and how the family develops successful and adaptable ownership 

strategies is linked to each other in family-owned businesses (Uribe et al., 2017). This 

research will discover the conflict between governance and autonomy and how family 

members can differentiate between them for business stability and sustainability. 
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2.2.6.9 Innovation Strategy 

 

According to the unique characteristics of family businesses, the innovation in this type 

of business is influenced by firms' factors and family members' characteristics (Braga et 

al., 2017). Family businesses need to survive in a highly competitive environment 

through innovation as the main driver of business sustainability. Innovation is the firms' 

differentiation and competitiveness factor employed by the most successful 

organisations and contributes significantly to firms' survival. Fuetsch and Suess-Reyes 

(2017) argued that innovation is a strategic model independent of the overall economic 

context and acts as the main driver of family business performance and growth by 

creating competitive business advantages. Family businesses sometimes hesitate to 

employ external managers to import skills and knowledge needed for innovation. Their 

innovation behaviour could be explained by the resource-based view or stewardship 

theory. This research will explore if Jordanian family members' characteristics influenced 

the innovation in these businesses in a positive or negative direction. 

 

According to Ahmed and Shepherd (2010), innovation is vital for organisations and 

nations advancement, where the creation and diffusion are the main elements of 

innovation. Innovation could occur when a new market or product is developed, a new 

market entered, or a new organisational structure is implemented. "Keith Goffin, the 

Professor in Innovation and New Product Development, at Cranfield School of 

Management in the UK" (Goffin and Mitchell, 2010) posit that the need for innovation is 

increasing day by day. It's driven by technological advancement, changes in customers 

tastes and preferences, and rapid changes in the business environment (Goffin and 

Mitchell, 2010). The degree of innovation could differ, becoming an incremental or 

radical innovation. 

 

Innovation becomes one of the main drivers of family business performance during the 

ongoing macro-environment complications. Innovation is the key to competitive 

advantage creation; that reflects on improving the business performance and stimulates 

the business growth (Fuetsh and Suess-Reyes, 2017). Brines et al. (2013) state that 

family businesses' continued success for multiple generations depends on refining their 

current opportunities and recognising the new ones through embedding innovation. 

Schumpeter defined innovation as the application of new ideas in products or processes, 

whilst other scholars argue that innovation is a method used in organisations to design or 

introduce something new in a specific market and its processes and subsequent 

application (Braga et al., 2017). This research will explore whether Jordanian family 
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businesses motivate innovation in their firms or prefer to follow the traditional 

management style. 

 

According to the Oslo Manual, Innovation is a new or improved product or process that 

differs from previous products or processes brought in to be used. Innovation has four 

types: product, process, organisational, and marketing innovation, and these types will 

represent changes in business activities. Product innovation is about changes in the 

potential products and services, where process innovation represents changes in 

production and distribution methods, organisational innovation is about implementing 

new organisational methods, policies, or relations, and finally, marketing innovation 

involves implementing new marketing procedures. These types of innovations can be 

deployed to enhance firms' performance and support growth (OECD, 2018). This study 

will explore whether Jordanian family businesses used innovation and their focus on their 

daily operations.  

 

 Innovation in family-owned businesses can be connected to a firms longevity through 

the implementation of new processes, new markets, and new business, thereby aiding 

the business towards succession to the next generations to have success and longevity, 

which will boost the economy as a whole (Braga et al., 2017). 

 

There are two types of the family business to be innovative; the first type is less likely to 

innovate to avoid risk, whereas these business owners tend to follow conservative 

strategies based on a regular income. The other type is businesses that are more 

innovative and looking for better performance with a greater tendency for 

entrepreneurship (Braga et al., 2017). The motivation of family businesses to add value 

to their firm through embedding new processes, new products, new procedures, or new 

management methods plays a major role in the success of firms' innovation strategies, 

but the existence of lack of trust among family members and firms' uncertainty can also 

affect this success in a negative direction and will be explored for Jordanian family 

businesses. 

 

According to Braga et al. (2017); OECD (2018); Fuetsh and Suess-Reyes (2017) 

definitions about innovation, it is about placing new products or services, improving 

processes and procedures, making a change in business structure, or improving and 

implementing new strategies which create firm value. The innovation strategy aims to 

bring new products, new processes, sales growth, employees' growth and an increase in 

business performance through the efficient use of firms' innovative capacity, employing 
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firm resources to facilitate this development and growth (Fuetsch and Suess-Reyes, 

2017). Family businesses must develop practices that promote the innovative capacity to 

enhance business performance through innovative behaviour. Innovation investments do 

not remain stable over time in family businesses. Still, it varies according to business and 

family goals compatibility, where family businesses are prepared to increase their R&D 

investment and take on risks when their business performance expectations are not 

fulfilled as planned.  

Rowley et al. (2011) argued that Cooper proposed a multidimensional integrative model 

of innovation, which drew together the types of innovation embedded in three of the 

earlier binary classification, administrative, technical, process, product, radical, and 

incremental innovation (see Figure (12)). Innovation in family businesses tends to be 

incremental rather than radical.  

Figure (12): A multidimensional model of innovation 

Source: Rowley et al. (2011) 

Family businesses perform better than non-family in cost savings generated from 

process innovation and lower than non-family businesses in labour productivity (Fuetsch 

and Suess-Reyes, 2017). In the end, the business firms' have to have one strategic plan 

that reflects the family's vision, mission, values, and objectives and covers all aspects of 

the business and long-term goals. Family businesses need to bridge the gap to future 

growth through robust and innovative succession planning and governance to maintain 

business sustainability and growth. These issues will be explored for Jordanian family 

businesses through this study.  
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2.2.7 Summary of Strategic Management  

 

The strategic management definitions represented by Turner (2017); Johnson et al. 

(2008), Esfahani et al. (2018); Sotiriadis (2015); Bolland (2017); AlKhanafaji and Nelson 

(2003); and Sergio (2011) can be summarised that strategic management consists of 

continuous actions and decisions which help the firm to achieve its goals, mission, and 

objectives through effective and efficient policies and plans. Strategic management 

involves people who decide and implement strategy and its emphasis on the human 

element of the strategy, where strategic management exists to deal with complex 

situations that arise from non-routine events facing the overall organisation. This 

research will explore the applicability of this western material to Jordanian family-owned 

businesses. 

 

Braun et al. (2016), Brunninge and Melander (2015), Bolland (2017), Sotiriadis (2015), 

Songini et al. (2018) highlight that in family-owned firms, family involvement in 

management and the intersection between the three unique subsystems (family, 

ownership, and management) conceived as a potential source of unique resources and 

capabilities that supports the firm with a unique competitive advantage, to build an 

effective and efficient strategic plan for family businesses. FoBs have to take into their 

account their unique characteristics, such as; the overlapping between the three main 

subsystems (Ownership, Family, and Business), the unique values, beliefs, and goals of 

the family which may guide the strategic direction, the unique resources and 

competencies generated between family members, the difference between the agency 

conflicts and the traditional owner-manager conflicts, the succession process and 

willingness to transmit the business to the heirs, and finally, the altruism to favour 

business interests over the personal returns. These aspects will be explored through this 

study, and this study will test its applicability to the Jordanian FoB's. 

 

Lee et al. (2015), Dafna (2008), Jarzabkowski and Kaplan (2010), Jarzabkowski and 

Kaplan (2010) argue that four main strategic planning theories reflect how family 

businesses prepare and develop their strategies in a traditional approach, which are; the 

adjustment strategies, sustainable family business model, process-oriented theory, and 

strategy as practice theory, where these are theories and models used to develop 

succession planning in family-owned businesses in a traditional way without caring about 

the development of the family, business, and ownership over time. Family-owned 

businesses need to respond to globalisation by coming up with new strategies and new 

structures to survive competition, where the process of transferring the business 
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leadership between generations may influence the business strategy. Strategic 

management and long-term planning will allow businesses to achieve greater success 

and fulfil their true potential. This research aims to discuss a planning school from a 

prescriptive perspective because the idea of strategic plans is at the core of business 

and decision-making, and it is a better fit for managers interested in numbers, 

procedures, and accountability. 

 

Braun et al. (2016), Ibrahim et al. (2004), Belmonte et al. (2017), Esfahani et al. (2018), 

Turner (2017), Okumus (2003) argued that organisations fail to implement around 70% 

of their strategic plans, where the ineffective strategic planning usually occurs because 

of lack of management commitment, vague strategies, business culture, and resistance 

to change, or misallocation of resources. Additionally, most of the FoB's managers are 

trying to implement strategies without realising and understanding many other factors 

that should be addressed to let strategy implementation work. Family business 

traditionally strategic planning models and tools focus on business needs and goals 

without addressing family challenges, succession, and governance for resources, 

making this type of business unique and competitive compared to other businesses. This 

study will explore this to evaluate the impact of traditional succession planning on 

corporate governance in Jordanian family-owned businesses. 

 

Esfahani et al. (2018), Johnson et al. (2008), Devine (2017), Brunninge and Melander 

(2015), Phillips (2017) represented that the main advantage and reason of success in 

family businesses are their unique resources, where the strategic plan implementation 

will enhance the resources management through effective resource utilisation. The 

starting point of this research evolves from the reality that the main task for managers 

and leaders is to control firms' activities, resources, and internal business processes, 

which are important to strategic business success. The achievement of strategic 

organisational success needs to manage the four key resources areas which are: 

people, finance, information, and technology, where the main issue is about making sure 

that these resources are capable of delivering the business strategies and ensuring that 

these strategies can be shaped to capitalise on the expertise in each resource area. 

Additionally, deploying, controlling, and managing these resources reflects the firm's 

strategic capability to create business activities competencies needed to run the whole 

business. These concerns show why this research will shed light on succession 

planning; because the main aspect is people resources and the role of corporate 

governance to ensure continuity and sustainability of the business and reduce a 
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probability of family greed toward control and power, which may harm the business in the 

long run. 

Cortés and Botero (2016), Penrose (1985), Poza and Daugherty (2014), Brunninge and 

Melander (2015), Ahmad (2015), Mori and Charles (2019), Salman (2005), Ibrahim et al. 

(2004), Braga et al. (2017), Ward and Montemerlo (2011), Sharma et al. (1997), Uribe et 

al. (2017), Sonfield et al. (2016), Al‐Najjar (2010), El-Kassar et al. (2018) argue that 

family-owned businesses are permanently looking for strategies and models to employ 

and to guarantee their success and sustainability. Strategic management in family-

owned businesses differs from non-family businesses, which focus on wealth creation 

through competitive advantage. Still, in family-owned businesses, the strategy must 

consider other family business unique factors such as family members' feelings, 

ownership, family interests and family relationship when thinking about strategic choices. 

Ibrahim et al. (2004) and El-Kassar et al. (2018) argued that there are many theories and 

models of family-owned businesses that can help in understanding their process and 

characteristics, where the most important among all FoB models and theories are; the 

Gersick three-circle model, the three-dimensional development model, Agency theory, 

Stakeholders theory, Stewardship theory, and the four-factor model. These models 

suggest managing the family businesses unique resources through effective and efficient 

strategies and plans will support these businesses in maintaining their competitive 

advantage, growth, and sustainability. Family members are the main unique resource of 

family businesses, where preparing the offspring and involving them in the family 

businesses is very important for successful succession. It is important to consider the 

three subsystems in formulating and implementing business strategy, where governance 

aims to manage this intersection professionally. Family business takes new 

characteristics with a new shape when it moves to a new stage on any dimension; these 

changes should be considered in the succession planning process of family-owned 

businesses.  

Many pieces of research do not mention strategic management in family-owned 

businesses and the focus on family-owned businesses as a family foundation, where the 

most important issues are about how to improve the business performance and maintain 

business sustainability rather than family members' relationship only. The strategy 

formulation process should be dynamic in family-owned businesses because of the 

dynamic environment that exists because of the interaction between family and 
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business. This research explores the Jordanian family-owned businesses' key aspects in 

the lens of strategic management. It will explore if Jordanian businesses can understand 

and implement business strategy professionally. It will also explore whether these 

businesses are willing to utilize their strengths and control their weaknesses to use their 

unique resources and capabilities to deliver business strategies. 

 

2.3 Succession Planning (S.P) 

 

2.3.1 Introduction 

  

The Succession Planning (S.P) section will deal with the process, selection, challenges, 

resistance toward succession planning, and the main succession planning models in 

family-owned businesses. The conceptual and empirical information about succession 

planning will then follow. Succession is an unavoidable step that is a must for companies' 

survival and will assure family well-being and stability (Soto Maciel et al., 2015). The 

literature about succession planning will be reviewed through this study to supply the 

researcher with the main milestones needed to be explored for Jordanian family-owned 

businesses and achieve these research objectives. 

 

Successful and leading family-owned businesses share two common features: they are 

efficient and effective in managing their resources, and they are survived through high 

levels of awareness toward succession planning (El-Kassar et al., 2018), where 

succession is the main challenge facing family businesses. According to Poza and 

Daugherty (2014), there is no significant difference in first-, second-, and third-generation 

family firms practices and dynamics, except that many second-and third-generation firms 

have engaged more in succession planning than first-generation firms, where the first 

generation won't have the ability or are not willing or interested to develop it. Exploring 

this aspect for Jordanian family businesses will help achieve the first objective of this 

research in identifying the aspects of succession planning in these businesses. 

 

Succession planning can be used for different parts of the succession processes such as 

the recruitment procedure, successor preparation process, preparation of candidates, 

involvement in the role, and managing successor and predecessor relationship to avoid 
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business failure and to keep away any causes that may threaten its survival (Osnes et 

al., 2019). 

 

Budhiraja and Pathak (2018) represent that succession planning identifies the firm's 

future leaders, ownership changing, management, control transition, and leader's 

development in synchronisation with the firms' vision and objectives. Succession 

planning plays a major role in business continuity and the success of the business 

transition from one generation to the next (Aronoff et al., 2011). Indeed, family business 

succession is one of the most important and difficult decisions facing them (Ramadani 

and Hoy, 2015). Due to the importance of succession issues in family-owned 

businesses, the next section will focus on succession planning and relevance to family-

owned businesses, which will be explored for Jordanian family businesses in this study.  

 

2.3.2 Succession Planning and Relevance to Family-owned Businesses 

 

Family business succession is defined as the founder passing his/her leadership baton 

to a family member or non-family member successor (Handler, 1994; Sonfield et al., 

2016). Succession in a family business is a continuous procedure rather than a one-time 

event, and it starts with the first-generation owner and carries on through to proceeding 

generations (Sreih et al., 2019). According to Ibrahim et al. (2004), family businesses 

must utilise successful strategies and a successful succession plan concurrently to 

achieve their long term success. Indeed, PwC (2016) highlights that 91% of Middle 

Eastern family businesses had no succession plan in 2016, a rate that is higher than the 

86% recorded in 2014. Sharma et al. (1997) argue that the most important strategy in the 

family-owned business that determines the firm's longevity is succession, where the 

succession strategy aims to achieve more than just the goal of deciding the succession 

strategy itself. Many family businesses in the Arab region face the threat of diminishing, 

where up to 80% of family businesses will not be able to survive; unless implementing a 

succession plan and putting in place corporate governance initiatives (Zain and Kassim, 

2012), where family businesses need to change their strategy, the mindset of top 

management and the management process become as competitive as possible. 

According to these statistics, this research will explore how succession planning normally 

takes place in Jordanian businesses, which puts these businesses at risk of diminishing. 

 

Phan et al. (2005) argue that there is a robust relationship between succession planning 

and strategic management. Managing a family businesses unique resources such as 

people through succession planning is the main pillar of strategic management. 
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Succession in FoBs is a sensitive and complicated issue because of family and business 

interconnection (Sreih et al., 2019). When succession takes place in FoB’s they have to 

manage the changes that occur professionally to maintain the firms' performance. Figure 

(1) -Major Sources of family-business Conflict shows that 13% of future leaders said that 

the succession-related issues are a source of family member conflict. In comparison, just 

11% of current leaders agreed.  

 

Shen (2018) argues that a significant number of family-owned businesses will face 

succession issues and problems in the next five to ten years, where family business 

management have to put greater effort towards succession planning, considering the 

non-economic factors and the family cultural context. Family-owned businesses should 

develop and implement a clear process for leadership succession to prepare leaders 

capable of taking over the business and avoiding internal disputes (Al Emam, 2014; 

Alshaeel, 2016; Devine, 2017). Furthermore, Mokhber et al. (2016) highlight that 

ineffective succession processes affect family members, business partners, and 

economic development. Many issues need to be considered succession planning, and 

these are: firstly; the timing of the succession affected by the founder's inner circle, 

secondly; generational interest in joining the business and the capability of managing it; 

and finally; the successor will be chosen by founder, family board, outsiders, or 

consultant (Mokhber et al., 2016). Despite the importance of succession planning for 

family firms, previous researchers found that family firms fail to implement succession 

planning (Aronoff et al., 2011). Likewise, according to Ernst & Young (2017), 54% of 

family-owned businesses participated in a family business survey, which showed that 

transferring business to the second generation is important, as shown in Figure (13) 

below. 
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Figure (13): Succession planning importance 

Source: Ernst & Young, 2017 p.19 

The structure of FoBs gives them much strength towards succession. For example, 

training the successor can begin early on, and mentoring can be a life process. Still, on 

the other hand, it reflects the many challenges in terms of family issues that occur and 

the inability to choose the successor fairly (Gulzar and Wang, 2010). Department for 

Business Innovation & Skills (2014) argues that the succession process in FoBs involves 

three different stages which are the pre-entry-stage, which focus on preparing the 

potential successor to take over the business, then the entry-stage which includes the 

integration of the prepared successor, and finally the promotion to the management 

position. The unique dimensions and special characteristics that shape family 

businesses involve a special pattern of ownership, management, governance, and 

succession (Aloulou, 2018). PwC (2016) also highlight that ensuring the business's long-

term future is the most important personal and business goal over the next five years. 

PwC (2016) argued that the percentage of global businesses that have a robust, 

documented, and communicated succession plan in place increased from 15% in the 

year 2014 to 16% in the year 2016, whilst in Middle East businesses, there was a robust 

succession plan in place with figures showing an increase from 9% in the year 2014 to 

14% in 2016. This study will explore whether this growth in succession plan exists in 

Jordanian family businesses or not to evaluate their awareness towards succession 

planning. 
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Poza and Daugherty (2014) argue that family businesses have to begin regular meetings 

to discuss family and business issues. After a few years, they then have to develop a 

family constitution that will guide their succession planning discussions and establish 

guidelines for family members' involvement and the transfer of the business across the 

generations. Family businesses usually tend to put off succession planning decisions if it 

requires a choice between two or more successors to be made (PwC, 2016). The family 

constitution includes family values, behavioural expectations of the next generation 

members involved in the business, and relations principles. Family-owned business 

succession is a broad subject to study and implement, where the assumption of a 

monolithic succession pattern is the best way to understand it (Osnes et al., 2019). This 

study will explore the existence of family constitution or regular family meetings in 

Jordanian family businesses. 

 

Belmonte et al. (2017) argue that the pattern of successor choice in an aristocrat family 

business usually takes place with the eldest surviving son (primogeniture). Preparing the 

next generation and keeping a positive family relationship with the senior generation 

involves encouraging the younger generation to become involved in the business 

formally and informally to develop their experience and credibility. Involving multiple 

generations into the family business can generate the diversity of knowledge and 

creativity, improving the quality of decision-making and encouraging the management to 

think outside the box and add value and positively affect the business performance 

(Fuetsch and Suess-Reyes, 2017). This research will explore how Jordanian business 

founders encourage family members to join the business and what they prefer for their 

businesses. 

 

2.3.3 Succession Process, Successor Selection, and Education   

   

Alshaeel (2016) argues that succession is a process, not a one-time event. This process 

includes choosing the successors, training the successor to run the family business 

operations and declaring the final selection of successor (where the successful 

succession process ends with the acceptance and integration of the new management) 

(Ibrahim et al., 2004). Succession is not an event, but it is a multistage process that 

begins before heirs join the businesses (Handler, 1994). The succession process 

impacts the firm's strategy. Choosing the successors may affect the training of the 

potential successor, which consists of transferring firms' values, objectives, technical 

issues, and managerial skills that may affect the successor strategic orientation. The 

biggest potential failure factor for family businesses is the succession process (PwC, 
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2016), where having detailed plans for business continuity does not exist. The successor 

process and successor selection will be explored through this research for Jordanian 

family-owned businesses and used to achieve this research's first objective.  

 

According to Mokhber et al. (2016), family business sustainability depends on 

succession planning, where its success is based on the founder's management skills in 

successor foundation and successor transition process. The succession process is one 

of the most sensitive stages in a family businesses lifetime, which may lead to the 

disappearance of a business in some cases (Soto Maciel et al., 2015). Succession is 

necessary for firms' continuity, security, and stability. A well-managed succession 

process allows firms to respond to challenges and circumstances through employing 

new energy for growth, diversification, and professionalization (PwC, 2016). This task 

can be accomplished by efficiently developing, implementing, and communicating a 

succession plan (PwC, 2016). The existence of a succession plan and how Jordanian 

businesses employ it will be explored through this study. 

 

Ward and Montemerlo (2011) argue that family agreement, a part of the succession 

process, might articulate values that will shape succession. Issues such as trust and 

belief in family members' inherent capacity to grow and develop as leaders are 

important. Those values regarding succession provide many family business principles 

as: "only the best person for the business can be CEO", "A business must have one 

leader – not co-CEOs-", and "the role of CEO and chairman should be separated", where 

the family may specify the process and criteria for selecting the successor. Alshaeel 

(2016) highlights that the succession process aims to explore the founder's role and 

recognise the impact of the next generations' preparation plans regarding the succession 

in family businesses. Indeed, family business continuity in the Arab region is significantly 

impacted by a founder’s management style, their awareness of the importance of 

strategic planning to align the family and business goals, the relationships between 

family members, Islamic values and beliefs, and the successor preparation plan. These 

aspects for Arab region family-owned businesses will be explored for Jordanian context 

to find answers for this study second objective in evaluating the impact of traditional 

succession planning in family-owned businesses. 

 

Ward and Montemerlo (2011) note that the family agreement process sparks attention to 

succession planning, it brings the family together, and it opens up all the questions to 

examine in terms of governance structures, where the family constitution may articulate 

the governance practices and family policies for all of the family institutions. Lansberg 
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(1999) argued that the succession process needs practical and emotional aspects, 

starting from how to mentor successors and set up a systematic selection process to 

how to make the best use of the board of directors during times of transition. According 

to Lansberg (1999), three types of succession transition are used in family businesses. 

The first is the transfer of a controlling interest in the company to one person and only 

one person who becomes the successor – this is the most common form of succession. 

Secondly, the fundamental changes in the authority and control structure of the system, 

from simpler to complex one (evolutionary succession) – instead of taking decisions by a 

single individual now have to be made by a team of brothers. Or thirdly, devolutionary 

succession is rare and remains poorly understood. This involves moving from a cousin 

syndicate to a controlling owner business. This research will explore which type of 

succession transition is used in Jordanian family businesses. 

Potential successors and other family individuals need relatedness, where the parent 

has to increase their effective motivation and commitment, which will increase the next 

generations' acceptance level probability for the leadership role and become able to take 

over the firm (Steier et al., 2015). According to Ibrahim et al. (2004), this type of 

succession should involve dynamics such as planned and unplanned elements that may 

occur in this stage, where the transition dynamics include succession choices, 

acceptance, and strategic change. Proceeding from the arguments of Alshaeel (2016); 

Ibrahim et al. (2004); Handler (1994); PwC (2016); Mokhber et al. (2016); Soto Maciel et 

al. (2015); Ward and Montemerlo (2011); Lansberg (1999); Steier et al. (2015), which 

reflect that succession is a continuous process that needs prior planning in family 

businesses, this research will explore if Jordanian family businesses believe in this fact 

or they follow another practices. The next section will review the challenges that may 

face these businesses in succession planning. 

2.3.4 Succession Planning Challenges 

Many family businesses reported high losses or closed down because of poor 

succession planning and selection of a successor, especially after the sudden death of 

the business owner or founder (Budhiraja and Pathak, 2018). The lack of a suitable 

person to run the organisation forces other family members to extend their retirement 

age. The conflicts occur between family members when one person in the family is given 

the powers and overlook others. Mokhber et al. (2016) argue that many challenges will 

affect the organisation's stability. In the long run, this can shorten and delay the 

succession process, heirs' motivation levels towards the business, external professions 
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involvement, and generations' different views. Lansberg (1999) argued that the most 

difficult task and the greatest challenge for a founder or president in family-owned 

businesses are finding the right successor. This research will explore the challenges 

facing Jordanian family businesses to achieve the objectives of this research. 

 

PwC (2016) argued that the most important challenge facing the Middle Eastern family 

businesses in the next five years is succession planning. AlEmam (2014) represent that 

Maali Qasem –(the executive manager of the Jordan Institute of Directors (JIoD))- 

declared that family businesses in Jordan form around 90% of small and medium-sized 

businesses, where only 10% of them pass to the third generation. Only 3% survive past 

the third generation. This previous fact reflects that succession is a problematic 

Jordanian family business issue. The successful family business results from many years 

of hard work, and this fact encourages them to pass this success on without disrupting 

their company's growth and stability. The implementation of a clear succession plan and 

policies for the selection of the right successor leads FoB's to ignore this difficult task 

(Gulzar and Wang, 2010), where many family businesses fail in succession because of 

bad planning, competition, technological changes, regulations, employee's demands, 

business un-sustainability, and uninterested family members for continuing the business 

(Al-Barghouthi, 2016) 

 

The succession process often comes up against many challenges, including the degree 

of acceptance of the new generation, their ability to implement their strategic agenda, 

and challenges that occur due to the nature of relations among successor and non-

successor family members (Ibrahim et al., 2004). Overcoming succession planning 

challenges starts through solving problems facing them by using an experienced 

management style and through implementing change management strategies to 

enhance the overall business performance (Sreih et al., 2019). In addition, succession 

dynamics may cause a conflict in family businesses, such as the tension between the 

generations, avoidance, and fear of leaving the role. Such conflicts can be mitigated 

through different actions, practices, enablers, and strategic switching between family 

members (Osnes et al., 2019). 

 

According to Budhiraja and Pathak (2018); Mokhber et al. (2016); Lansberg (1999); PwC 

(2016); AlEmam (2014); Gulzar and Wang (2010); Al-Barghouthi (2016); Al-Barghouthi 

(2016); Sreih et al. (2019); Osnes et al. (2019), there are many challenges facing family 

businesses in their succession planning which may refer to individuals, relations, context, 

or the process. This study will investigate these challenges facing Jordanian family 
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businesses, which usually affect succession planning implementation and business 

continuity. 

 

2.3.5 Resistance to Succession Planning 

 

The strategic management framework in family-owned businesses shows that the main 

objective of managing the succession process is to choose the best successor, where 

the word “best” depends on the goals of family firms. If the family firm is most concerned 

with family harmony, then the successor who will contribute the most towards that goal is 

the best leader. If the family firm’s goal is growth and profitability, another candidate 

might be preferable (Mokhber et al., 2016). Successful succession is built on many 

factors; successor's devotion, objectivity, effort, new generations' interest, succession 

plan existence, family members' harmony, and many other continuity signs (Soto Maciel 

et al., 2015). Al-Barghouthi (2016) argued that family businesses need to realise the 

importance of succession planning. It is about the whole institution and not about 

individuals, and it is about management, not about ownership. Tatoglu et al. (2008) 

argued that they need an effective succession process to ensure family business 

sustainability, where succession issues always threaten business success. Mokhber et 

al. (2016) explain that family businesses need to develop a business philosophy and 

practices while also focusing on balancing the relationship between family and business. 

This research will explore whether Jordanian family businesses are concerned about the 

business or the family and how they balance this issue.  

 

Successful succession in family businesses is the founders' task, where founders' need 

to focus on the next generations educational background, experience, and their 

relationship with each other (Aronoff et al., 2011). Budhiraja and Pathak (2018) argued 

that succession planning in family-owned businesses starts with the assessment of the 

firms' size, vision, and performance in the previous years, and where the last thing 

considered by most family-owned businesses is to assess leaders on various 

competencies like; trust, hard work, and accountability which are very important and 

valuable aspects to be assessed (Mokhber et al., 2016), added to that the motivation 

level and heirs development are most often neglected. 

 

Miller et al. (2003) represent that there are many reasons why successions fail, including 

unclear succession planning, unprepared successor, and family rivalries. Soto Maciel et 

al. (2015) argued that companies engaged with succession planning resistance have low 

interest levels in the business continuing, succession success, and firm's success. 
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Budhiraja and Pathak (2018) highlight that firms often avoid making decisions based on 

emotional, interpersonal relationships in the succession planning process. PwC (2016) 

presents that resistance to succession planning in family businesses occurs because of 

founders who do not want to let go of the business, who do not want to feel that their 

working life will be closed, who do not want to reduce their income, who are unsure how 

to start, or who might not have sufficient expertise to guide them for this process. This 

research will explore founders of Jordanian businesses attitudes toward succession 

planning and their resistance aspects towards succession. 

 

Developing a succession plan is a must in large family businesses because the growth 

achieved is already increased businesses complexity, formality, and hierarchy 

(Department for Business Innovation & Skills, 2014), where succession planning faces a 

low level of resistance when successors are prepared well, when family members 

relationship are friendly, and when family members already are planning for wealth-

transfer purposes. Family members usually decide to split the business into two or more 

separate entities instead of putting a successful succession plan in place to avoid 

disputes and conflicts between family members (Al-Barghouthi, 2016). The size of 

Jordanian family businesses involved in this study will be taken into account by 

evaluating the impact of their succession planning on corporate governance. 

 

Resistance to effective succession planning can be reduced if family members share 

trust and a respectful relationship, as this can help facilitate and enhance the decision-

making process (Sreih et al., 2019). Respectful family members let successors work hard 

to achieve business growth and help to put the firm in a reputable position through 

continuous development and improvement.  

 

According to  Mokhber et al. (2016); Soto Maciel et al. (2015); Al-Barghouthi (2016); 

Tatoglu et al. (2008); Aronoff et al. (2011); Budhiraja and Pathak (2018), family-owned 

businesses succession should be focused on the succession process and develop and 

implement a succession timing, characteristics of the future successor, the interest of 

next generations, and who will choose the successor. This research will focus on 

understanding how succession planning usually took place in Jordanian family-owned 

businesses. The next section will clarify the main succession planning models used in 

the succession process in family businesses. 
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2.3.6 Succession Planning Models 

 

There are many succession planning models developed by researchers and experienced 

family business founders, where the succession models are about how family 

businesses strategise the transmission of values and knowledge (Osnes et al., 2019). 

Ibrahim et al. (2004) argue that the successor socialisation model uses two socialisation 

pattern models. The first is about the early involvement and socialisation of the 

successor in the firm. The second one is about the late entry of the successor after a 

preparation period (which includes education and outside employment). These two 

approaches have a significant impact on firm strategies and performance development. 

Osnes et al. (2019) represent that a strategy-as-practice succession model allows family 

firms to focus on succession as a macro practice supported or enabled by actions and 

practices, consisting of legal structures and psychological aspects. Strategy as practice 

model focuses on how procedures or structures are strategy practices. Strategy 

practices can be the unspoken or explicit procedure, and the structure or habit is 

embedded within the strategic thinking. This research will explore the preferred 

socialisation model for Jordanian family businesses succession planning. 

 

Daspit et al. (2015); De Massis et al. (2014); Gilding et al. (2013); Handler (1994); and 

Caykoylu (2019) argue that the father-son succession model, the mutual role adjustment 

model (see Figure (14)), the life cycle model, and stepping stone model focus on the 

stages of succession which include the founders' role before the successor enters the 

business. 

 

 

Figure (14): Mutual Role Adjustment Model 

Source: Handler, 1990 
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In this case, the stage of successors entering the business is as an employee, and finally 

to the leadership passing succession and the role of founder onto that person in the long 

term. These models differ in several stages if someone else is included in training the 

new generation and the process of power transfer and founder withdrawals. The father-

son succession model represents the seven stages process and is categorised by two 

main events related to these stages (see Figure (15)). 

Figure (15): Father-Son Succession Process Model 

Source: (Longenecker and Schoen, 1978) 

Churchill and Hatten suggested the life cycle model in 1987 to describe the family 

business succession process. This model represents the succession process in four 

stages, as shown in Figure (16) below. The first and start-up stage is an owner-managed 

business and sets the business culture according to their leadership skills. The second 

stage is training the new generation and developing them to get skills, knowledge, and 

experience. The third stage is the generations partnership, where the delegation of 

responsibilities and participation in decision-making startup. The fourth stage started 

when power and responsibilities transferred, and a new generation led the company 

(Sharma et al., 2012; handler, 1994). 
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Figure (16): Life Cycle Model 

Source: Churchill and Hatten (1987) 

The main challenge in these models is the success and failure of this process due to 

many factors, one of which is the centralized control of family firms. Osnes et al. (2019) 

argued that the role perspective model is used in family businesses to explore hand-over 

dynamics, and it is a product of how a system will achieve its goals, how individuals 

pursue their role, how systems change over time, how the role changed over time, and 

the strategies changed it. 

"Passing the baton" is another pattern of succession transition proposed by Dyck in 

2002, and this involves identifying succession as the transition from one runner to the 

next one. This technique involves candidates competing for the leadership role. These 

models assume that the family is handing over one established business and one 

leadership role (Osnes et al., 2019). According to the success of family-owners over 

decades, family businesses have to continually try to overcome the potential and real 

challenges facing them in their succession, such as conflict, rivalry, and envy using 

innovative and creative solutions while addressing external challenges facing them and 

business needs (Osnes et al., 2019). This research will explore the succession planning 

model followed by Jordanian family businesses, or they are using a mix of these models 

or something else. 

According to the facts mentioned previously, the succession planning process, 

successor selection, challenges, resistance, and models will be used in this research to 

study factors that characterised Jordanian family-owned businesses to describe how 

succession planning normally takes place in a Jordanian context. 
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2.3.7 Summary of Succession Planning 

Soto Maciel et al. (2015), El-Kassar et al. (2018), Poza and Daugherty (2014), Osnes et 

al. (2019), Budhiraja and Pathak (2018), Aronoff et al. (2011), Ramadani and Hoy (2015) 

represent that succession planning identifies the firm's future leaders, ownership 

changing, management, control transition, and leaders development In synchronisation 

with the firms' vision, mission, and objectives. Family business sustainability and 

continuity depend on succession planning, where its success is based on the founder's 

management skills in successor foundation and successor transition process. 

Sharma et al. (1997), Zain and Kassim (2012), Phan et al. (2005), Sreih et al. (2019), 

Emam (2014); Alshaeel (2016), Devine (2017) argue that there is a robust relationship 

between succession planning and strategic management, where managing a family 

business unique resources such as people through succession planning is the main pillar 

of strategic management. The most important strategy in the family-owned business that 

determines the firm's longevity is succession, where succession planning aims to 

achieve more than just the goal of deciding the succession strategy itself. The ineffective 

succession process affects the family members, business partners, and economic 

development.  

There are three issues we need to be aware of in succession planning, which are; the 

timing of the succession affected by founder inner circle, generation interest in joining 

business and capability of managing it, and the successor will be chosen by the founder, 

family, board, outsiders, or consultant. Handler (1994); Sonfield et al. (2016); Sreih et al. 

(2019); PwC (2016); Mokhber et al. (2016) argue that there are many methods of 

succession planning and successor characteristics but without any information about the 

motives behind choosing the traditional way in selecting the successor, and the drivers 

and circumstances around forming a correction plan, and the resulting consequences of 

consisting family constitution and family council which this research will focus on. 

Alshaeel (2016), Ibrahim et al. (2004), Handler (1994), Soto Maciel et al. (2015), Ward 

and Montemerlo (2011), Steier et al. (2015), Lansberg (1999); represent that there are 

many reasons why successions fail including due to unclear succession planning, 

unprepared successors, and family rivalries. Succession planning in family-owned 

businesses starts with assessing a firm's size, vision, and previous performance. Finally, 

the last thing considered by most family-owned businesses is to assess leaders on 

various competencies like; trust, hard work, and accountability, where the motivation 
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level and heirs development are most often neglected in FoB's. To ensure family 

business sustainability, there is a need to implement an effective succession process, 

where succession issues always threaten business success. Family businesses need to 

develop business philosophy and practices while focusing on balancing the relationship 

between family and business. From the strategic management framework, the main 

objective of managing the succession process is to choose the best successor, where 

the word “best” depends on the goals of the family firm. If the family firm is most 

concerned with family harmony, then the successor who will contribute the most toward 

that goal is the best. If the family firm’s goal is growth and profitability, another candidate 

might be preferable. The previous arguments reflect that succession is a continuous 

process that needs prior planning in family businesses. 

According to Budhiraja and Pathak (2018); Mokhber et al. (2016); Lansberg (1999); PwC 

(2016); AlEmam (2014); Gulzar and Wang (2010); Al-Barghouthi (2016); Al-Barghouthi 

(2016); Sreih et al. (2019); Osnes et al. (2019), there are many challenges facing family 

businesses in their succession planning which may refer to individuals, relations, context, 

or the process. Family-owned businesses' succession focused on the succession 

process and the reasons behind their failure to develop and implement. These 

businesses neglect the succession timing, characteristics of the future successor, the 

interest of next generations, and who will choose the successor. This research will focus 

on under the umbrella of how succession planning usually took place in Jordanian 

family-owned businesses.  

This research will explore the Jordanian family-owned businesses succession planning 

because the main resource in these businesses is people, where deploying, controlling, 

and managing family-owned businesses resources reflects the firms’ strategic capability 

to create business activities competencies needed to run the whole business. The role of 

corporate governance in family-owned businesses is summarised in ensuring continuity 

and sustainability of these businesses and reducing a probability of family greed toward 

control and power, which may harm the business in the long run, which will be discussed 

in detail in the coming section. 
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2.4 Corporate Governance (C.G) 

 

2.4.1 Introduction  

The corporate governance (C.G) section will deal with clarifying the difference between 

management and governance, reflect on the importance of corporate governance for 

firms' behaviour and performance, and will shed light on corporate governance in 

Jordanian family-owned businesses towards improving their performance and 

maintaining their sustainability and growth, moving away from a common misconception. 

 

The stewardship theory (one of the main family-owned businesses strategic models) is 

used to explain the impact of relatives obligations and the sense of trust and loyalty 

among family members that arise from family members' involvement in management, 

ownership, and governance (Songini et al., 2018). This theory raises the need for 

succession planning and governance to be applied. El-Kassar et al. (2018) highlight that 

the four-factor model focuses on succession planning. The main issue that offspring 

have to consider when deciding to become involved in the family business is a need to 

understand the business's dynamic perspective, which needs governance. 

 

Zain and Kassim (2012) argue that 80% of family businesses will not survive; unless they 

implement a succession plan and put in place corporate governance initiatives. 

Accordingly, this section deals with a corporate governance definition history. It reflects 

on the most important issues around corporate governance in FoB's, and its importance 

toward Jordanian family-owned businesses continuity and sustainability, which needed 

to be explored through this research.  

 

Kim et al. (2010) represent that increasing shareholder wealth is every firm's main goal, 

where well-functioning organisations foster economic stability and growth. The term 

"Corporate Governance" became familiar because of several shocking corporate 

scandals and failures of financial firms, which caused a global economic crisis that led to 

calls for regulatory reform and corporate governance improvements (Kim et al., 2010). 

The success and failure of any organisation or any organizing activity are related to 

governance (Steier et al., 2015), which lead organisations to distinguish between 

management failure and governance failure. As family businesses grow and expand, the 

relationship between stakeholders becomes more complex and sensitive. In this stage, 
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the success and failure of the business depend on a firms' seriousness in managing the 

growth, preserving family harmony, and ensuring fairness between stakeholders (Gulzar 

and Wang, 2010). 

 

Corporate governance is about the structures and processes that affect power and 

influence during corporate decision-making. Corporate governance ensures that 

stakeholders' actions are consistent with the controlled bodies (Cortés and Botero, 

2016). Corporate governance theory focuses on the role of the board of directors as a 

monitoring tool of management (Beattie, 2018). One of the United Kingdom's institutes of 

director's principles relates to the need for all unlisted family businesses to establish 

family governance mechanisms to organise the relationship between corporate 

governance and family governance and boost the coordination and understanding 

among family members (Beattie, 2018). The corporate governance concept emerged 

according to problems that occurred around ownership and control separation (El-Kassar 

et al., 2018). 

 

Relationships between stakeholders play a major role in family-owned businesses, 

where there are two main types of relationships. The first type is the internal relationship 

between family members. It may be a healthy relationship that will contribute to the firms' 

success or a relationship full of conflicts that may lead to business failure. The second 

type is the relationship between other stakeholders such as customers, suppliers, 

competitors, government, and employers, where this relationship could be positive or 

negative and full of conflicts (Gulzar and Wang, 2010). These relationships create the 

need for corporate governance policies and practices.  

 

This research will explore the Jordanian family-owned businesses in the scope of 

corporate governance perspectives and practices to evaluate the impact of traditional 

succession planning on corporate governance and investigate the potential dimensions 

of good corporate governance practices. 

 

2.4.2 Background of Corporate Governance (C.G) 

 

According to Beattie (2018); OECD (2015); El-Kassar et al. (2018); Kim et al. (2010); 

Al‐Najjar (2010); Hartzler (2016); and Louie et al. (2019), there is not a unified definition 

of C.G. There's a critical variance between management and governance; governance 

ensuring that businesses run in the right direction, and governing business bodies, while 

management relates to the work of actual running of the business and to executive 
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management work (Beattie, 2018), where 70% of business pitfalls could be avoided 

through putting in place effective and sound governance mechanisms. Cadbury (1992), 

as cited by El-Kassar et al. (2018), argue that corporate governance is a set of 

mechanisms and processes that firms operate through when ownership and 

management are separated.  

 

According to OECD (2015) – the Organisation of Economic Cooperation and 

Development - the main purpose of corporate governance is to "build a business 

environment surrounded with trust, transparency, and accountability needed for fostering 

long-term investment, financial stability, and business integrity". The concept of 

corporate governance evolved after corporate scandals involving companies such as 

Enron and Arthur Anderson, where companies became more mature in embracing the 

social factors and not emphasising on just maximizing earnings (El-Kassar et al., 2018). 

 

Corporate governance is an interrelated process that ensures that firms manage and 

direct their activities toward all stakeholders' interests (Kim et al., 2010), where strategic 

management concepts aim to create positive relationships with stakeholders to create 

sustainable economic wealth. CG comprises a set of relationships between firms' 

stockholders, management, board, and other stakeholders, which form a structure for 

setting objectives and monitoring the firm performance toward maintaining these 

objectives (Al‐Najjar, 2010). Hartzler (2016) argued that good corporate governance is 

the main goal for healthy companies and a key for sustainable private sector 

development. Corporate governance is about management, control, responsibility, 

accountability, and transparency within a firm (Al Emam, 2014). 

 

The main issue that family businesses need to be concerned about is the costs and 

benefits of proper structure and governance code needed  (Beattie, 2018). Firms need to 

realise that every stage in their business life cycle needs to be efficient, with no universal 

best practice. Corporate governance is used to boost investors' confidence through 

controlling the corporation and putting a system of accountability in place (Louie et al., 

2019). Firms applying good corporate governance principles can minimise agency 

conflicts through overseeing managers' performance and ensuring that they avoid the 

opportunistic attitude, where governance may cover many areas such as board 

composition, directors' remuneration, risk management, and board committees. 

 

According to Beattie (2018); OECD (2015); El-Kassar et al. (2018); Kim et al. (2010); 

Al‐Najjar (2010); Hartzler (2016); and Louie et al. (2019), who define and described CG 
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from their different point of views, classify these concepts as financial, economic, 

accounting, marketing, or management issues. The importance of stable and sustainable 

family businesses leads to the need to adopt and understand the importance of 

corporate governance practices to guarantee firm success, growth, and sustainability. 

 

This research will explore the Jordanian family-owned businesses' governance practices 

and their awareness of governance mechanisms, responsibility, accountability, and 

transparency. It will also explore the relationship with stakeholders in these businesses.  

 

2.4.3 Corporate Governance Importance 

 

It is clear that for every firm, good corporate governance practices, processes, rules, and 

mechanisms have positive effects on a firm's behaviour and performance through 

directing, monitoring, and controlling these firms' practices (El-Kassar et al., 2018), 

where the corporate governance practices interested in balancing businesses 

stakeholders' benefits and interests. Robust family governance is essential in family 

businesses suffering from a lack of clarity and alignment between family members (PwC, 

2016). Family governance provides a well established and secure communication 

channel and a robust mechanism to prevent and resolve disputes and prevent conflicts 

that may damage and bring down the family firms.  

 

Better management and a more effective board result from strong governance 

fundamentals, which lead to enhanced efficiency, reduced risk, improved decision-

making, and other business benefits (Hartzler, 2016). Business failure is caused by bad 

management practices, which characterised by a low level of managerial experience, 

incompetence, unbalanced experience, fraud, business neglect, and other practices, 

where the disappearance of governance or bad governance practices motivated bad and 

ineffective management and vice a versa (Beattie, 2018). Aronoff et al. (2011) argue that 

governance refers to how family business decisions are made. Before developing any 

policy, it may need to address how it makes decisions because it's hard to move forward 

on policies until you agree on how you will agree. According to Sir Cadbury, as cited by 

Gulzar and Wang (2010), corporate governance is the system that directs and controls 

companies. It refers to the processes, policies, structures, and internal laws that govern 

companies' management. It also expresses how board members are accountable to the 

company and shareholders. 
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Sahni et al. (2017) highlight that the Saudi economy as a part of the Arab region 

economy is active in traditional family governance, but the challenge for them is to move 

away from conservative, traditional, weak corporate governance mechanisms and 

become significant players in high value, mixed Islamic, and international corporate 

governance standards and principles. The main purpose of corporate governance is to 

promote transparency, accountability, disclosures, fairness, and responsibility (Gulzar 

and Wang, 2010). CG role aims to confirm financial statements' credibility and assure its 

compliance with the financial accounting system. The well-structured CG mechanisms 

would produce an efficient monitoring solution and control management decisions 

(Alzoubi, 2016). Good corporate governance practices are very useful for unlisted firms 

as for listed firms (Gulzar and Wang, 2010).  

 

CG needs to occur from inside and outside business conflicts to align managers and 

owners interests (Al‐Najjar, 2010). Good corporate governance practices must provide 

rewards for management and board members to work for the company's and 

shareholders' interests and to use the company's resources efficiently. Corporate 

governance policies play an important role in achieving economic objectives (OECD, 

2015). Corporate governance principles are very important in helping the organisation to 

adapt to changes in the environment and unexpected disruption that may occur over 

time (Cortés and Botero, 2016). Organisations’ governance structure and use of these 

structures are affected by the organisational cultural context. The organisations' success 

and sustainability are linked to their decisions about which corporate governance 

structures to use and the decision procedure to follow (Cortés and Botero, 2016). 

 

According to continuous changes in the internal and external business environment, 

businesses have to be aware of and prepared for these changes to maintain their growth 

and survival and avoid environmental dynamics. Thus, their state of awareness toward 

governance practices and readiness to imply these practices will support them to 

maintain their goals and guarantee sustainability (Zain and Kassim, 2012). The 

researcher will explore Jordanian family-owned businesses governance practices and 

how it affects their business behaviour and performance. It will explore how they direct, 

monitor, and control their practices, resolve disputes and prevent conflict from achieving 

these research objectives. 
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2.4.4 Corporate Governance in Family-owned Businesses 

 

Family businesses are owned, managed, and controlled by family members, where the 

family impacts the firm through governance, ownership, and top management (Mori and 

Charles, 2019). Improving family-owned businesses' performance and maintaining their 

sustainability and growth can be achieved through governing their practices and implying 

corporate governance policies (Devine, 2017; Sahni et al., 2017), where Philip 

Armstrong, the senior advisor on corporate governance at the International Finance 

Corporation (IFC) – World Bank argued that firms' growth, enhancing financial stability, 

and achieving market development needs implying corporate governance practices (Al 

Emam, 2014). Jordan Institute of directors (2014) posit that to implement a successful 

strategy in family-owned businesses; they need to handle the relationship among family 

members and between family members and managers, where the most important issues 

around this aspect are the nature of these relationships and how to handle them. Ahmad 

Atiqa – the IFC country manager in Jordan – argued that "There are many challenges 

facing family-owned businesses willing to follow corporate governance policies including 

leadership succession and creating a balance between business and family interests" (Al 

Emam, 2014).  

 

According to Cortés and Botero (2016), family involvement in the business tends to 

address many types of conflict of interests which are: the conflict between managers and 

shareholders, the conflict between controlling and non-controlling shareholders, the 

conflict between shareholders and creditors, and the conflict between family members 

who are not shareholders and who do not work in the business with family shareholders. 

Alshaeel (2016) argues that family businesses in Arab countries should prepare a 

succession plan early to avoid the company's collapse in the future. Moreover, the 

application of corporate governance and the formulation of regulations that guarantee 

the rights and justice between partners contribute to the stability and sustainability of the 

company, where some countries located in the Middle East like Egypt developed 

voluntary corporate governance guidance for non–listed FoBs (Gulzar and Wang, 

2010). The separation of the management from the ownership and implementation of 

strategic planning for the company's development and optimisation of its resources to 

compete in the market by attracting managerial talent from outside the family business 

are all important factors in ensuring business continuity and sustainability. These types 

of conflicts in Jordanian family-owned businesses will be explored through this research. 
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Understanding the corporate governance in family businesses requires understanding 

the benefits and challenges occurring in the family firms because of family involvement 

(Cortés and Botero, 2016). With their different and unique ownership structure, family 

businesses use a different corporate governance structure from non-family businesses 

(Beattie, 2018). Governance in FoBs can be seen through the high degree of control, 

where owners closely hold these firms. On the other hand, it may sacrifice growth for 

control (Gulzar and Wang, 2010). According to Department for Business Innovation & 

Skills (2014), the second generation differs from the first business founder in their 

openness to governance and changing management to stimulate growth, sustainability, 

and profitability. They are also open to having an external consultant on their board. 

Sonfield et al. (2016) argue that employing or consulting non-family members can supply 

family businesses with significant management strengths and competencies, such as 

expertise, external experiences, new ideas, and wise decisions. El-Kassar et al. (2018) 

argue that the competitive advantage of family-owned businesses lies within their 

corporate governance system and good practices, which facilitate the utilisation of 

human capital. 

 

Information disclosure is an important pillar of corporate governance in any firm. Still, 

family businesses showed a conflict in this important issue because of their cultural and 

legal differences compared with non-family firms (Louie et al., 2019), where family firms 

were willing to disclose bad earnings warnings whilst trying to minimize the potential 

legal costs, where they disclose less information in corporate governance issues and 

earnings forecasts. Poza and Daugherty (2014) argue that family governance is a joint 

decision-making system by family and business which govern the relationship between 

family, business, and wealth. This mission will be assisted by the board, family council, 

family constitution, ownership structure, and capable non-family managers. The main 

outcome from family governance is rational economic and socio-emotional decision-

making which is not overwhelmed by traditional family dynamics. This research will 

understand the benefits and challenges facing Jordanian family businesses in family 

members' involvement. It will explore this business level of information disclosure to 

achieve these research objectives. 
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Figure (17) below shows the family governance structure (Poza and Daugherty, 2014). 

Figure (17): The Family Governance Structure 

Source: (Poza and Daugherty, 2014) 

According to Poza and Daugherty (2014), there are many challenges facing family 

business governance, such as nepotism, where prioritising the family agenda over a 

balance between family, ownership, and management permit the governance policies to 

continue across generations efficiently. Loss of family Identity and value is another 

challenge. Family values, legacy, and beliefs are the anchors of the family continuity 

plan, which may erode when family growth and wealth increase. Family conflicts, the 

belief that fair means equal, current leaders' unwillingness to go and dilution of wealth 

challenges family business governance. They are more likely to face conflicts between 

later generations or across branches of the extended family. 

Furthermore, family businesses loving the need for equality exists, but transferring the 

business equally to unprepared siblings to govern the relationship between family and 

the business may destroy the family and the business. Family CEO's perceived the 

business and family much more favourably than other family and non-family managers 

do, where the critical need to build a family governance institution is often. Finally, the 

distribution of family capital can negatively affect the family access to new investment 

and business opportunities which family conflicts may support. 
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According to Mori and Charles (2019), the board of directors in family-owned businesses 

is the firms' central governance body that provides monitoring and resource functions in 

small and medium enterprises (SMEs), where a well functioning board of directors is 

important for SMEs performance, where family business forms the majority of these 

enterprises. The board's role depends on its composition, management readiness to 

implement board decisions, and the execution mechanism. The board members 

experience, competencies, and connections are very important to understand the impact 

of the board on strategic decision-making in family-owned businesses, where the agency 

theory, stewardship theory, and resource-based view (RBV) are also used to assess 

these impacts (Mori and Charles, 2019). The existence of the board of directors and their 

role in Jordanian family businesses will be explored through this study to investigate the 

dimensions of good corporate governance practices in such businesses. 

 

Cortés and Botero (2016) argue that the presence of independent board members 

diminished in family business because of family involvement, where the main factors to 

be realised are the characteristics of the boards, the performance of the board, and the 

effect of boards on firms performance. Having board members know the business, 

greater experience, shared strategy, and business direction will result in a more 

successful family business. There is some evidence arguing that outside directors in 

family firms will improve their performance simultaneously; it has been reported that 

there's a negative relationship between the proportion of the outside directors and firms' 

performance (Mori and Charles, 2019). 

 

Effective governance structures lead to firms' long-term success. Implementing 

appropriate governance policies and support systems in family businesses need to be 

understood well because of the nature of adjustment strategies by policymakers (Lee et 

al., 2015). According to Osnes et al. (2019), succession planning in family-owned 

businesses is one of the important tasks of the governance structure, where Botero 

(2016) argued that family businesses need to develop a governance system that 

facilitates business structures and processes development, which will support the family, 

ownership, and business systems in planning problem solving and decision-making.  

 

Cortés and Botero (2016) argue that successful family businesses have to establish two 

governance bodies to manage the business, which is the business council and to 

manage the family, which is the family council. The family council consists of family 

members whose aim is to support the family to analyse the family commitment problems 

toward the company, convey family values, improve communication among family 
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members, and develop a family member agreement, where the business council focus 

on business development, family expectation towards the business, identify potential 

leaders for the business, organise decision-making process, solve conflicts, and improve 

the exchange of information among family and business. This research will explore the 

existence of the family council and the business council in Jordanian family businesses, 

and if any task of these councils is being practised in these businesses. 

 

2.4.5 Corporate Governance in Jordanian Family-owned Businesses 

 

Abouzaid (2008) argued that many Jordanian family-owned businesses did not adopt the 

corporate governance framework because of their misconception toward its high cost 

without any existing guarantee of its benefits. Jordan Institute of directors (2014) 

highlights that corporate governance is built on the unique advantages of family 

businesses to ensure that family businesses work on their weaknesses and leverage 

their strengths. Abouzaid (2008) highlights that easy and quick decision-making of 

family-owned businesses refers to the lack of formal rules and systems that may 

introduce problems and can only be solved through good corporate governance 

practices. Jordanian companies are either unaware of the general corporate governance 

principles or work in a close environment (Abu Ghazaleh, 2018). This research will 

explore if this misconception towards adopting corporate governance framework has 

existed in Jordanian family business or not. 

 

Abu Ghazaleh (2018) argues that the Jordanian code of corporate governance is only for 

listed companies in the Amman Stock of Exchange, which ensures their compliance. 

Controlling family-owned businesses through adopting a corporate governance system is 

not common in a Jordanian context or the Middle East, mainly due to the 

misunderstanding about the cost and benefits of applying this system (Sonfield et al., 

2016). Jordanian traditions affect the family businesses, and business founders willing to 

employ unqualified relatives and family members because of traditions and values 

dominating their attitude (Sonfield et al., 2016), where valuable corporate governance 

practices can be adopted in Arab and developing countries through promoting a new 

corporate principle among firms and relate it to social and economic standards (El-

Kassar et al., 2018). 

 

The main legislation for corporate governance regulation in Jordan is the securities law 

(no. 76/2002), the companies law (no. 22/1997), the capital market regulation, insurance 

supervision law (no. 33/1999), privatization law, and the bank law (Al‐Najjar, 2010), 
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where Srieh et al. (2019), argued that family businesses in the Middle East would have 

an 18% increase in their value if they apply sound corporate governance practices. Still, 

the reality of their situation is that they have weak corporate governance practices and 

are reluctant to change their old way of running their business. 

 

2.4.6 Summary of Corporate Governance 

 

According to Beattie (2018); OECD (2015); El-Kassar et al. (2018); Kim et al. (2010); 

Al‐Najjar (2010); Hartzler (2016); and Louie et al. (2019), there isn’t a unified definition of 

corporate governance, where they defined and described CG from their different point of 

views, and reflect this concept towards financial, economic, accounting, marketing, or 

management issues. The importance of stable and sustainable family businesses leads 

to the need to adopt corporate governance practices to guarantee firms success, growth, 

and sustainability. This research will explore the Jordanian family businesses awareness 

towards the importance of corporate governance for their continuity and sustainability 

and if these businesses need to evolve to meet challenges facing them in succession 

planning and governance practices. 

 

Hartzler (2016), Aronoff et al. (2011), Gulzar and Wang (2010), Sahni et al. (2017), 

Alzoubi (2016),  Cortés and Botero (2016) highlighted that Improving family-owned 

businesses performance and maintaining their sustainability and growth can be achieved 

through governing their practices and implying corporate governance policies, where 

firms' growth, enhancing financial stability and achieving market development needs 

implying corporate governance practices. Good corporate governance practices and 

policies are the main pillars for healthy companies and a key to sustainable private 

sector development. To implement a successful strategy in family-owned businesses, 

they need to handle the relationship among family members and between family 

members and managers. This research will explore the Jordanian family business 

awareness towards the importance of corporate governance and its added value for their 

business. It will also explore if the large scale or transnational Jordanian family-owned 

businesses have a different level of awareness than small businesses. 

 

Mori and Charles (2019), Devine (2017), Sahni et al. (2017), Sonfield et al. (2016) argue 

that the most important issues around this aspect are the nature of these relationships 

and how to handle them. Better management and a more effective board result from 

strong governance fundamentals, which lead to improving efficiency, reducing risk, and 

improving decision-making. Corporate governance is about management, control, 
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responsibility, accountability, and transparency. Yet the foundation of relationships in 

corporate governance relate to forms from corporate large scale business, within the 

family business, these as of equal importance, but how do the family business assure 

they will meet this overtime or face the insolvency of their enterprise. 

 

Abouzaid (2008), Abu Ghazaleh (2018), El-Kassar et al. (2018), Al‐Najjar (2010) argue 

that many Jordanian family-owned businesses did not adopt the corporate governance 

framework because of their misconception toward its high cost without guarantee about 

its benefits. Corporate governance builds on the unique advantages of family businesses 

to ensure that family businesses work on their weaknesses and leverage their strengths. 

Easy and quick decision-making of family-owned businesses relates to the lack of formal 

rules and systems, which may introduce problems that can only be solved through good 

corporate governance practices. The translation of corporate governance models to the 

family business appears to be critical. Still, the absence of consideration of the needs 

within Jordanian family business perhaps recognizes a gap in the current understanding 

of corporate governance. 

 

This section presented the most important points and aspects of corporate governance 

to be explored for Jordanian family-owned businesses through this research. It is 

evaluating the impact of traditional succession planning on corporate governance in 

Jordanian family businesses, which is the second objective of this research and 

investigating the potential dimensions of good corporate governance practices in the 

long term, which is the third objective that will be achieved after exploring these 

businesses in previous main areas. 

 

2.5 Conceptual Territory Informing the Study 

 

The four previous sections reflect family-owned businesses, strategic management, 

succession planning, and corporate governance issues. The family business concept 

turns around management for continuity and sustainability (Aronoff et al., 2011; Salman, 

2005). The unique features and unique structure of these businesses are the main 

sources of their competitive advantage (Aloulou, 2018; Ward and Montemerlo, 2011), but 

these businesses need to be aware of the changes and development of the family, 

business, and ownership systems over time (Gersick et al. 1997; Ramadani and Hoy, 

2015). These changes create challenges towards their sustainability and continuity, such 

as; succession and transferring of leadership challenges, conflicts challenges between 

family members, globalization challenges, and limited age of family businesses 
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challenges. Accordingly, they need to be prepared to respond to these changes using 

the skills required, competencies, and the right infrastructure to respond rapidly and 

survive (Al-Barghouthi, 2016; Aloulou, 2018). 

 

The preparation stage of these businesses is achieved by building an effective and 

efficient strategic plan that considers these businesses' unique values, beliefs, 

characteristics, and competencies (Braun et al., 2016, Brunninge and Melander, 2015). 

This process should be dynamic because they permanently change the shape of 

interaction between family and business. Unfortunately, businesses failed to implement 

around 70% of their strategic plans, where ineffective strategic planning usually occurs 

because of lack of management commitment, vague strategies, business culture, 

resistance to change, or misallocation of resources (Turner 2017; Okumus 2003). Most 

of the FoB's managers are trying to implement strategies without realising and 

understanding many other factors that should be addressed to let strategy 

implementation work. Family business traditional strategic planning models and tools 

focused on business needs and goals without addressing family challenges, succession, 

and governance for resources, which made this type of business unique and competitive. 

 

Family businesses need to concentrate on succession planning simultaneously with 

governance to manage the dynamics of family businesses for succession, where a family 

business sustainability and continuity depends on the succession planning, and its 

success is based on the founder's management skills in successor foundation and 

successor transition process (Soto Maciel et al., 2015; El-Kassar et al., 2018). The 

current gap in the conceptual territory of corporate governance, strategy, and its 

relationship with succession lies with the generic review of the needs of the business as 

opposed to considerations of family business or enterprises set within the Jordanian 

family business. 

 

The importance of stable and sustainable family businesses leads to adopting corporate 

governance practices to guarantee firms success, growth, and sustainability (Beattie, 

2018; OECD 2015). Moreover, to implement a successful strategy in family-owned 

businesses, they need to handle the relationship among family members and between 

family members and managers (Wang, 2010; Sahni et al., 2017). Corporate governance 

builds on the unique advantages of family businesses to ensure that family businesses 

work on their weaknesses and leverage their strengths (Abouzaid, 2008; Abu Ghazaleh, 
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2018).  However, the needs for business owners in family enterprises is not a major 

focus of the material, and therefore some understanding of how it would be centred in a 

Jordanian family business is key to the translation of these notions 

 

2.6 Conclusion and Review of Conceptual Framework 

 

Most of the published research focuses on the theoretical side of succession planning 

and corporate governance issues, as mentioned in sections (2.2.6, 2.3.6, and 2.4.4). The 

factors that govern family-owned businesses in other countries with success stories as 

mentioned in section 2.4.3. These studies also fail to indicate the main reasons that 

prevent such businesses from preparing the appropriate succession plan and following 

frequent steps to accomplish good corporate governance 

 

Chapter two has highlighted the literature of family-owned businesses, strategic 

management, succession planning, and corporate governance, including the need for 

skills, competencies, and the right infrastructure to respond to challenges facing these 

businesses over time. The main arguments have been the need for an efficient strategic 

plan, succession plan, and corporate governance practices in Jordanian family-owned 

businesses to respond to their challenges, which looked at the impact of the traditional 

succession planning on corporate governance in these businesses through exploring 

these unique business aspects. The below Figure (18) shows this researchs’ conceptual 

framework. 
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Figure (18): Researchs’ Conceptual Framework 

Source: Researcher 

The previous Figure (18) shows this researchs’ conceptual framework; it shows the 

relationship between the three main pillars of this research: family-owned businesses, 

succession planning, and corporate governance. The previous chapter and literature 

reviewed through this study reflect the need for stable family-owned businesses and how 

it affects other stakeholders directly. This research will explore the role of corporate 

governance and succession planning in family-owned businesses continuity and 

sustainability in the Jordanian context. 

Strategic management and succession planning theories and models have been 

discussed. Jordanian family-owned businesses could benefit from studying these 

theories and models and respond rapidly and survive using their unique values, beliefs, 

and competencies toward sustainability and continuity.  

By conducting the previous up to date literature review, the study observes a lack of 

clarity regarding Jordanian family-owned businesses succession planning and corporate 

governance practices that need to be explored under the umbrella of these research 

models and theories. The next chapter is about the research methodology and design 

used to achieve these study objectives. 
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Chapter Three: Research Methodology and Design 

 

3.1 Introduction 

 

This research aims to explore in-depth how professional succession planning might 

evolve corporate governance practices by identifying and describing the key aspects of 

family-owned businesses in Jordan. This research will explore the Jordanian family-

owned businesses into how succession planning normally takes place and impacts 

corporate governance. In this chapter, the methodology and design used are discussed, 

and the previous chapters provide the theoretical background on which this research is 

based. 

 

The researcher decided to collect data to meet three research objectives. The primary 

data was collected through semi-structured interviews. The major aspects of Jordanian 

family-owned businesses and the succession planning process adopted by Jordanian 

family-owned businesses derived using thematic analysis of respondents' responses 

about features and aspects of Jordanian family-owned businesses. The interviews 

focused on features of family-owned business operations, internal procedures, 

succession planning methods adopted, forms of conflicts, and it explored the level of 

governance in each firm. 

 

This research focused on exploring the effect, impact, and how to change from traditional 

succession planning to a professional framework. The emphasis will explore the main 

factors of traditional succession planning and how it impacts Jordanian family-owned 

businesses corporate governance.  

 

Accordingly, this chapter will discuss the philosophical approach in section 3.2. The 

research method adopted is discussed in section 3.3, followed by the data collection 

process in section 3.4. Section 3.5 discusses the sample design and the choice of 

interviewees. Section 3.6 reflects a detailed overview of the data analysis technique and 

tool used in this research. Finally, sections 3.7 and 3.8 discuss the reliability, validity, and 

ethical issues used to achieve the research objectives. 

 

3.2 Research Philosophy 

 

The researcher should be aware of the most critical phase in this journey, selecting the 

research philosophy (Saunders, 2011). The researcher should recognise the 
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philosophical research assumption with particular attention even if the study is qualitative 

or quantitative, where a researcher's perception toward the improvement of knowledge is 

the main driver of the research philosophy adopted. The research philosophy adopted 

controls researchers' investigation (Guba and Lincoln, 1994). The researcher's adopted 

approach affects the selected research strategy, where the research question controls 

the research philosophy adopted (Saunders, 2011). In this research, the researcher 

decided to explore the Jordanian family-owned businesses to enrich knowledge about 

this type of business according to respondents' opinions and views. 

 

Saunders and Lewis (2018) point out that al researcher's decision about which design 

and philosophy to adopt and the clarity of displaying this thought is very significant 

because it will guide the researcher's research design decision-making. Enhancing 

research validity needs to be justified by an effective research approach, where research 

needs to obtain research results through conducting a satisfactory inquiry (Creswell, 

2014). Leedy and Ormrod (2004) define research as a procedure used to systematically 

find the answer to a question or find the resolution of a problem with the support of a 

demonstrable fact. The research uses a process to find the answer or the solution, which 

has to be organised and clear research methods that aim to broaden knowledge or 

resolve the problem. Blaikie and Priest (2019) argue that the methodology describes how 

a researcher has decided how to do their research, the research methods used, and 

undertaken the critical analysis.  

 

The researcher reviewed the most relevant ontology, epistemology, methodology, and 

axiology philosophies to choose the most suitable philosophy to answer the research 

questions (Yilmaz, 2013). Kivunja and Kuyini (2017) argued that human-made 

philosophical assumptions to understand the social phenomena truth and reality fall 

under the umbrella of the ontological perspectives in research. From an ontology 

perspective, the researcher analyses the data collected according to their assumption of 

existence and actuality and depending on their personal beliefs toward that issues 

(Scotland, 2012). Consequently, the researcher needs to follow the epistemology 

perspective to understand the reality of humans, where epistemology is concerned to 

understand world knowledge (Saunders et al., 2009). Finally, researchers need the best 

relevant approach and procedure to discover new knowledge within the research context 

(Kivunja and Kuyini, 2017). Table (6) below outlines the five main business and 

management research philosophies. 
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Table (6): The Five Main Research Philosophies 

Source: Saunders et al., 2009 

According to Table (6) above, the most common philosophies for this research are 

positivism and interpretivism, where section 3.2.1 below will clarify these two 

approaches. 
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3.2.1 Positivism versus Interpretivism 

 

3.2.1.1 The Positivism Research Philosophy 

 

The positivism research philosophy relates to the stance of the natural scientist. 

Saunders and Lewis (2018) define positivism as "a research philosophy similar to those 

used in the physical and natural sciences, where it is a highly structured method 

employed to facilitate replication, resulting in law-like generalization". According to Collis 

and Hussey (2014), positivist research focuses on discovering measurable and 

observable facts, leading to the production of meaningful and credible data. Saunders 

and Lewis (2018) argue that positivism aims to find causal relationships in research data 

to create law-like generalization, which will help explain and predict organisations' 

behaviour. Positivist research achieved its objectives using a deductive approach, and it 

facilitates replication using a highly structured methodology and quantitative method (Gill 

and Johnson, 2010).  

 

This argument does not match this research problem, where, in reality, the impact of 

traditional succession planning on corporate governance will be evaluated according to 

respondents' perceptions. The researcher wants to focus on exploring what it affects and 

evaluate this impact through respondents' themes of responses. 

 

3.2.1.2 The Interpretivism Research Philosophy 

 

The interpretivism research philosophy holds the social reality, which is based on 

interpretation and interaction, where it assumes that all knowledge is a matter of 

interpretation (Quinlan, 2011). Bell and Bryman (2007) represent that interpretivism is an 

epistemological assumption that defends understanding differences between humans as 

social actors. This philosophical approach believes that human behaviour can't be 

measured as natural sciences. In the interpretivism philosophical approach, the 

researcher focuses on the subject under study, and it depends on their understanding of 

the world, where the researcher extracts meaning from respondents responses in a 

subjective way, based on their interaction with respondents and according to their 

contexts' experience (Bogdan and Biklen, 1998).  

 

 

 

 



 

Page    118 of 257                                                                                                  

3.2.2 Deductive versus Inductive Approach 

 

According to Collis and Hussey (2014); Bell and Bryman (2007), the approach to theory 

development used can be a deductive or inductive approach, where theory is defined as 

an explanation of the relationship between two or more concepts or variables. All 

research projects will need to link to theory somehow, and the most likely link will be 

through the research topics relevant literature (Saunders and Lewis, 2018). The 

positivism philosophy is normally associated with deductive research, and interpretivism 

research is usually associated with inductive research.  

 

The deduction approach describes a researcher's dependency on a theory or model, 

then develops a hypothesis and tests it through designing a research strategy. In 

contrast, the induction approach lets the researcher develop a theory by collecting data 

and analysing it (Saunders and Lewis, 2018). The hypothesis suggests a correlation 

between two or more variables and formulates in operational terms, where the deductive 

approach is accomplished by quantitative research (Saunders, 2011). According to Bell 

and Bryman (2007), the deduction approach is a top-down approach from general to 

more specific, where the inductive approach works from specific observation and data 

analysis to develop theories and create a generalisation model (see Figure (19)) 

 

 

Figure (19): Deductive and Inductive research 

Source: Adapted from Saunders and Lewis, (2018) 
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Leedy and Ormrod (2004) highlight that induction research is a bottom-up approach that 

derives theories, models, and concepts from specific observations and empirical data. A 

conclusion is drawn from the population according to the phenomena observed in the 

sample. The inductive approach is used in social sciences, where employing a 

qualitative method to collect data to understand an experience or phenomena (Easterby-

Smith et al., 2012). Conducting inductive research allows the researcher to be more 

flexible in modifying the research through its process, which leads to a deeper and closer 

understanding of events and phenomena (Saunders, 2011). In an induction approach, 

understanding the research context emphasises the necessity to research to generalise 

a theory. It possesses a more flexible structure to research emphasis changes as the 

research progresses (Saunders and Lewis, 2018). 

This research will reflect more than one reality about Jordanian family-owned businesses 

developed from the epistemological assumption and interpretive framework to create 

new knowledge and understanding from respondents' responses. The method used is 

qualitative in achieving the research objectives and answering the research questions 

using an inductive approach which will inform individuals' logic and understanding. The 

below Figure (20) show this methodological research pyramid. The interpretive 

philosophy will support the interview research methodology, which supports the data 

collection methods (Semi-structured interview).  

Figure (20): Research Methodological Pyramid 

Source: Adapted from Saunders et al. (2009) 
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To conclude, exploring Jordanian family-owned businesses, their succession planning 

process adopted, and major factors of succession planning that impact corporate 

governance. It requires a closer and deeper understanding of these businesses. In this 

research, the researcher defines his research question, "How does traditional succession 

planning impact the corporate governance in family-owned businesses in Jordan". This 

research will discover various respondent interpretations and investigate the main 

aspects and factors needed to meet the research objectives and answer the research 

question, which will be elaborated further. 

3.3 Research Method 

3.3.1 Research Types 

Saunders et al. (2011) argue that the research purpose aims to characterise the 

research design under three types: exploratory, explanatory, or descriptive research. The 

research design is a road map that aims to facilitate the researcher with a structured way 

to clarify a potential problem in all research stages. The research study might adopt 

more than one purpose (Yin, 2014). The coming subsections will discuss the three types, 

purposes, and researcher choice in this work. 

3.3.1.1 Explanatory Research 

Explanatory research can be used to clarify and identify the variables cause and effects 

relationships at the time when the research problem has already been defined narrowly 

(Zikmund, 2010). Therefore, explanatory research requires testing a hypothesis that 

forms a well-defined research problem, where questions can be answered using 

quantitative and/or qualitative methods (Saunders and Lewis, 2018). 

This research is not explanatory because it does not aim to clarify variables cause and 

effects relationships or test hypotheses. It aims to explore aspects of Jordanian family-

owned businesses and then to explore the succession planning process adopted. 

3.3.1.2 Exploratory Research 

Exploratory research clarifies and simplifies ambiguous problems or new phenomena 

(Zikmund, 2010). Thus, exploratory research is frequently conducted to explore 

unexplored phenomena or understand a general problem's dimensions. Saunders and 
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Lewis (2018) suggest more than one way of conducting exploratory research: the first 

way, searching the academic literature, the secondly, using unstructured observation, 

and thirdly, using semi and unstructured interviews with experts on the subject. 

Exploratory research is well suited to qualitative methods to clarify concepts and insights, 

formulate problems more precisely, and form hypotheses without testing them (Saunders 

et al., 2011).  

 

This research is exploratory because it simplifies or clarifies ambiguous problems and 

new phenomena. This research will explore the Jordanian family-owned business 

aspects, succession planning process adopted, and evaluate the impact of traditional 

succession planning on corporate governance. 

 

3.3.1.3 Descriptive Research  

 

Descriptive research is designed to describe a phenomenon's characteristics by 

determining answers for who, when, what, how, and where questions; it is unlike the 

exploratory purpose because it is based on the previous understanding of the research 

problem (Zikmund, 2010). Descriptive research may be an addition to exploratory 

research to define and examine phenomena more fully or differentiate them from other 

phenomena (Saunders and Lewis, 2018). 

 

This research aims to explore what is going on in family-owned businesses in Jordan by 

answering the main aspects of Jordanian family-owned business, how succession 

planning normally takes place, and how traditional succession planning affects corporate 

governance in family-owned businesses. Each question will involve collecting qualitative 

data using semi-structured interviews. Accordingly, these research objectives will be 

achieved through exploratory research to explore the Jordanian family business aspects, 

features of succession planning adopted, and the main critical factors and aspects of 

traditional succession planning which affect corporate governance in Jordanian family-

owned businesses. 

  

3.3.2 Quantitative versus Qualitative Research 

 

As mentioned in section 3.3.1.2, exploratory research was used in this thesis. According 

to Saunders and Lewis (2018), any research strategy such as an experiment, survey, 

case study, or interview can be used for exploratory, descriptive, or explanatory 
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research. Simultaneously, some of these strategies belong closer to the deductive 

approach, whereas others may belong closer to the inductive approach. 

   

Saunders (2011) argues that selecting qualitative or quantitative methods depends on a 

researchers' philosophy, approach, type, strategy, and method. This can help the 

researcher answer the research questions and achieve the objectives. According to Gill 

and Johnson (2010), quantitative methods reflect information statistically and emphasise 

quantities in data collection and analysis. A quantitative method provides narrow, solid, 

and general results. Bell and Bryman (2007) argue that quantitative research is 

preferable when the researcher follows a deductive approach and positivism philosophy. 

Quantitative research concerns the analysis of associations between variables and 

problem assessment. 

 

Qualitative research is a research strategy that emphasises words rather than quantities 

in data collection, and it reflects a comprehensive explanation of the phenomena studied. 

Also, a qualitative choice aims to answer difficult issues excluded within a very small 

population (Bell and Bryman, 2007). Qualitative research is usually rich in details and 

can be characterised by observing the phenomena, where it involves observing how 

people behave, which results in unstructured and detailed data that need filtering, 

sorting, and manipulation for the analysis task (Bryman, 2016). A qualitative method is a 

subjective approach that suffers from concerns over its validity and poor reliability 

because the researcher can add any necessary details during and after data collection. 

 

The main reason behind adopting a qualitative method in this research is that this 

research aims to explore aspects of family-owned businesses in Jordan and succession 

planning factors and then evaluate the impact of traditional succession planning on 

corporate governance in such businesses in such businesses Jordan. Following 

Saunders and Lewis (2018), this research has applied a qualitative method because it is 

the appropriate method for conducting exploratory and inductive research, where the 

importance of exploring individual Jordanian responses towards other countries' family 

businesses aspects and factors need to be explored through a deep investigation of 

these businesses.  

 

The interpretation certainty of the research subject, approach, method, and the research 

area adopted is supported by the qualitative method and advantage over the quantitative 

method (Bryman, 2016). The quantitative method might miss the ability to present 

valuable insights about social phenomena by presenting naturalistic data, enabling the 
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study to display a distinct phenomenon complexity (Creswell, 2013). The qualitative 

method will help understand the responses of individuals and groups who are 

interviewed when there are limited previous studies about the phenomenon in the actual 

social environment. 

3.3.3 Research Design 

This research study used the semi-structured interview research strategy, where the 

data was collected through 21 one-to-one semi-structured interviews with respondents 

from Jordanian family-owned businesses. 

According to Braun and Clarke (2006), the thematic analysis technique can be used to 

summarise information related to a particular topic or data domain; where it's called 

domain summary or topic summary used to analyse qualitative data through 

summarising everything the participants said and summarizing the main points raised by 

participants concerning a particular topic or data domain. The researcher analysed these 

data using thematic analysis and developed a subjective meaning and inductive 

reasoning from 21 respondents. Subjectivity is an advantage of the qualitative method 

over quantitative, where the findings do not depend on the researchers' opinions and 

analysis. Therefore, qualitative research is the most appropriate method for this study 

because it aims to explore the aspects of Jordanian family-owned businesses and 

succession planning factors and explore the impact of traditional succession planning on 

corporate governance in Jordan. These issues can be explored only through one to one 

interviews with business founders and successors. Figure (21) below shows the 

research design, which also outlines the research road map and how these objectives 

were achieved using semi-structured interviews.  
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Figure (21): The Research Design 

Source: Researcher 

The previous Figure (20) shows that this research followed two stages, starting from 

identifying the research problem and determining the scope of the research after 

reviewing the literature and identifying the research gap. The second stage started from 

collecting primary data from respondents to analyse these data thematically to achieve 

these research objectives.    

The following section 3.4 will outline how the researcher adopted the qualitative research 

approach and the technique used to collect primary data for this study. Section 3.5 will 

explain the sample design for the data desired. 

3.4 Data Collection Method 

The researcher tends to solve the research problem systematically by using the 

appropriate research method. This result can be achieved by studying all of these 

methods and techniques and being aware of their specifications. This procedure can 
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help discover the relevant and irrelevant methods to the research problem (Morgan, 

1993). The researcher should choose the most applicable and appropriate research 

method to get the most out of the researched area according to the research aims, 

problem, and objectives (Gill and Johnson, 2010). The research method used with a 

selected research strategy did not reflect the barrier preventing the researcher from 

adopting other methods. The data collection method and research strategy used 

depends on the form and type of information needed to solve the research problem 

(Creswell, 2014). This section will clarify the implementation of the qualitative research 

approach, data collection technique, and data collection design used in this research, 

taking into account the financial, time, and Covid-19 situation surrounding the selection 

of this design.   

 

3.4.1 Qualitative Approach 

 

As mentioned in section 3.3.2 previously, the researcher will adopt exploratory research 

using a qualitative technique to collect data under the interpretive paradigm and 

inductive approach. According to Fletcher (1997), the adopted epistemological position 

generates the research methodology followed by the researcher, which affects the 

questions and data obtained from respondents. Slevitch (2011) argues that the data 

collection method used by the researcher should be in harmony with the epistemological 

approach adopted. Looking for an in-depth understanding of Jordanian family-owned 

businesses succession planning and governance through founders and candidate 

successors is far away from the quantitative investigation. The exploratory qualitative 

approach is the most suitable approach for these study objectives. Below Table (7) 

shows the analysis of the qualitative research method. 

 

 Issue Qualitative methods 

1 Overall aim Understanding and explanation of social phenomena  

2 Sample size Small 

3 Amount of data Large amounts of raw textual data 

4 Relationship with 

respondents 

Close one to one relationship 

5 Frequently used data Semi-structured interviews, easy but costly and time-



 

Page    126 of 257                                                                                                  

collection techniques consuming 

6 Frequently used data 

analysis techniques 

Thematic content analysis is tedious and time-consuming 

7 Flexibility and 

standardization 

flexible 

8 Research process and 

data quality 

Meticulous record-keeping adds value to the quality of 

process and data 

9 Interpretation of results A lot of interpretation is required 

10 Generalizability In general, generalizability is not an objective 

11 Triangulation In general, no triangulation is done 

12 Overall usefulness, 

assuming cost, time 

and expertise are not 

issues 

More useful than quantitative methods in understanding 

social phenomena 

13 Terms used for quality 

of research 

Trustworthiness 

Table (7): Analysis of Quantitative Research Method 

Source: Adapted from Haq (2014) 

 

Investigating individuals' perspectives about their lived experiences can be accomplished 

by adapting a qualitative approach (Guba and Lincoln, 1994). According to Payne and 

Williams (2005), qualitative research untangles the meanings associated with a particular 

social structure and leads to explanation rather than generalization. The criticism about 

the qualitative research falls below the main three points. First, the sample may lead to 

replication or poor generalization; second, the researcher' predisposition may lead to 

bias in data interpretation (Morse et al., 2002); and third, qualitative research may lead to 

building a discriminatory theory (Eisenhardt, 1989). However, the qualitative approach is 

used broadly in studying personal experiences and human behaviour. Figure (22) below 

shows the sequential qualitative method research design.  
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Figure (22): Sequential of Qualitative Method Research Design 

Source: Adapted from Haq (2014) 

 

According to Figure (22), the qualitative data collection technique that will be adopted for 

the qualitative study is the semi-structured interviews which will be discussed next. 

 

3.4.2 Data Collection Technique 

 

The research aims, objectives and the time available control the data collection 

technique used by the researcher, where interviews, observations, and case studies are 

data collection methods that can be used for qualitative research strategies (Bell and 

Bryman, 2007). The questionnaires and structured interviews can be used as data 

collection methods for quantitative data, which use numerical data to be analysed 

statistically, unlike the narrative data produced from qualitative strategy, and analysed 

using content, thematic, or narrative analysis (Creswell, 2014). Interviews are a powerful 

tool for generating rich data, and it is widely used to interchange views and social 

interaction between the interviewer and interviewee (Edwards and Holland, 2013). 

According to Saunders et al. (2009), the selected approach has to be chosen upon its 

effectiveness to answer the research questions. Therefore, the researcher chose to 

adapt the interviews tool to research Jordanian family-owned businesses. 
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The interview can be used to get insights about complex situations and collect 

information from any type of person through a person to person interaction to obtain 

specific research purposes and relevant information (Belmonte et al., 2016). This 

research explored every respondent's lived experience and generated knowledge about 

the reality of running and managing their family businesses. Qualitative interviews are a 

data collection method for rich and detailed data, including beliefs, behaviours, attitudes, 

and values (Moho, 2006). Saunders (2011) argued that the qualitative data gathered 

through interviews aim to elicit responses of individuals according to their perceptions to 

collect reliable data that answer the research questions and achieve the research 

objectives. 

 

Investigating the social and personal dimensions insightfully can be achieved through 

adopting in-depth interviews (DiCicco-Bloom and Crabtree, 2006). Flexibility needed for 

the researcher to collect participants' interpretation could be obtained through the semi-

structured interviews, which can't be accomplished through quantitative studies. Trochim 

(2006) argued that using the semi-structured interview method could simplify 

interviewing candidates, prepare the interviewing script, and improve questions to be 

asked, resulting in richer data. Despite the previously mentioned advantages, the semi-

structured interviews were criticized for their closeness between respondents and 

researcher and their subjectivity. However, the researcher will address the credibility 

issues in conducting and analysing the interviews' responses (Horton et al., 2004). 

Deciding the research technique supports the design of data collection, which will be 

clarified in the coming section.  

 

3.4.3 Interviews Design 

 

This sub-section highlights the process of designing the interviews commenced for data 

collection purposes. According to Moho (2006), understanding processes and cultural 

and social phenomena can be improved through observation and interview methods. In 

contrast, these methods should not be used if the researcher wants to generalise and 

produce objective facts about reality. The research approach adopts semi-structured 

interview as the interview type used as the research instrument to gather data to gain 

insights into the impact of traditional succession planning on corporate governance in a 

family-owned business in Jordan via face to face interviews with owners, CEO's, and 

candidate successors of Jordanian family-owned businesses. 
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The semi-structured interview is the most appropriate approach to gaining insights and 

information through exploratory research. In-depth and sensitive information about 

Jordanian family-owned businesses can be collected through this method with a small 

sample population. The semi-structured interviews used in this research aim to explore 

the major aspects of Jordanian family-owned businesses, succession planning adopted 

in this type of businesses, and how traditional factors affect the corporate governance in 

such businesses to explore the potential dimensions of an applicable succession 

planning framework customised for Jordanian family-owned businesses. The researcher 

used a set of predetermined questions to be answered through semi-structured face to 

face interviews with Jordanian business founders, CEO's, and candidate successors to 

answer this research core question which is "How does traditional succession planning 

impact the corporate governance in family-owned businesses in Jordan". The below 

Figure (23) shows the process that controlled the development of the interviews' 

questions followed by the researcher according to these research objectives and 

literature reviewed in chapter 2.  
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Figure (23): Formulating the Interview Questions Process 

Source: Adapted from (Bryman, 2012) 

The interview schedule consisted of a series of questions with the flexibility to change 

the sequence of questions, which is different from structured or unstructured interviews 

(Bell and Bryman, 2007). These three types of interviews are structured, unstructured, 

and semi-structured interviews, and they differ in terms of the level of control and 

flexibility (Edwards and Holland, 2013). Structured interviews do not allow the interviewer 

to anticipate any issue or topic after finalising the interview schedule. Unstructured 

interviews commence with a list of issues and topics to be covered without specific 

sequencing (Zikmund, 2010).  
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To achieve these research objectives, the researcher developed a paper-based interview 

script including open-ended questions to guide the interview conversation, ensure 

consistency, guarantee reliability in all interviews, ask participants similar questions, and 

avoid leading questions. The researcher designed the interview script to focus on three 

main themes – Jordanian family-owned business aspect, succession planning, and 

corporate governance. The researcher used pre-determined open-ended questions to 

investigate the phenomenon of family-owned businesses. The researcher tested the 

validity of the interview questions to ensure that these questions meet these studies aims 

and objectives. The interview script contains 19 open-ended questions belonging to 4 

main groups (see Interview questions in Appendix A and B).  

 

The first group of questions includes five questions; aim to collect general information 

about Jordanian firms, asking about their legal status, strengths, competitive advantage, 

how they satisfy their family member career ambition and the existence of family council 

and family constitution. The second group of questions includes six questions; aim to 

collect data about their main aspects related to succession planning and corporate 

governance through asking about generations work on, employment policies, vision, 

mission, responsibility delegation, compensation for family members, practices for 

continuity, and founder power. The third group of questions asked about the nature of 

succession planning adopted and leadership transfer through generations. This group of 

questions asked four questions about the preparation of family members, development, 

induction process, strategic and succession plan existence, and the relationship between 

family members. Finally, the fourth group of questions about the main aspects of 

corporate governance in these businesses through asking four separate questions about 

conflicts management, shares transfer, dividends policies, and their board of directors. 

The questions asked are derived from an extensive review of existing research about 

family-owned businesses, succession planning, and corporate governance. 

 

The researcher will follow Myers and Newman's (2007) model (see Table (8) below), 

which clarify guidelines for semi-structured interviews in qualitative studies. The 

researcher will clarify every question to keep the respondent comfortable and eliminate 

any sense or misunderstanding to keep them relaxed and free to answer every question. 

Moreover, the information collected through face-to-face interviews to explore specific 

phenomena like aspects of Jordanian family-owned businesses may lead to new findings 

that may be used later by the researcher himself or other researchers. Interviewer bias 

may occur in this type of method. The interviewer may influence the interviewee 
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response because of his/her dress, age, gender, facial expression, or any other non-

verbal characteristics (Zikmund, 2010).  

 

 

Table (8): Semi-Structured Interviews Guidelines 

Source: Adapted from Myers and Newman's (2007) 

 

The interviews will be conducted individually with the 21 participants, and every interview 

will take around 70 minutes to answer the 19 open-ended questions belonging to 4 main 

groups, which will be recorded using recording software that will be transcribed to paper 

format in the Arabic language then translated into the English language. The researcher 

will face challenges, including meeting the participants at the time of the Coronavirus and 

country lockdowns that coincided with the holy month of Ramadan, which is a part of 

Jordanian Islamic belief. 

 

According to Meho (2006), there are many challenges facing the researcher who decides 

to commence face to face interviews, and these include time needed to spend with every 

respondent, cost before, in, and after the interview, and the limited access to participants 

where they are business founders and senior managers. These thesis constraints also 

allow the researcher to use the face to face interview according to the methodological 

argument presented earlier. The COVID-19 pandemic changed the interview nature from 

face to face interviews to remote video interviews using Microsoft Teams, Zoom, and 
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Skype, which affected the data gathered. The interview missed the feeling of the 

surrounding environment around the respondents missed the human interaction 

advantages. 

3.5 Sampling 

This section will outline this qualitative research sampling design and sample size. 

Selecting the research sample is a key part of research validity and reliability, where 

testing the whole population is very difficult in some cases. At the same time, the 

researcher should ensure the research accuracy and validation (Zikmund, 2010). The 

research design and quality depend heavily on choosing the research sample strategy. 

The researcher should be careful in choosing the sampling strategy compatible with the 

overall research design (Collins et al., 2007). 

3.5.1 Sample Design 

According to Yin (2014), the research design allows the researcher to answer the 

research questions and achieve the research aims by collecting the appropriate data, 

collection method, and analysing it. Considering this research context, family-owned 

businesses in Jordan, the source of information in those enterprises are the owners and 

decision-makers, because they are well informed and have rich and accurate information 

that will reflect a clear picture about their enterprises, and referring to the main aim of 

this stage which is to gain an in-depth view of Jordanian family-owned businesses and 

succession planning adopted, rather than drawing a statistical conclusion. Below, Figure 

(24) outline the two approaches of sampling techniques.
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Figure (24): Probability versus Non-probability sampling 

Source: Adapted from (Rahi, 2017) 

The previous Figure (24) shows that the probability samples give each unit of the 

population the same probability of being chosen. For the non-probability sample, the 

probability of choosing one unit is unknown (Rahi, 2017). This research used non-

probability sampling for data collection, which depends on researcher assessment and 

can't be used for generalisation issues, unlike probability sampling, which is more 

reliable in representing the research population. 

The scope of the research and the research objectives directed the sampling method 

that was used in cooperation with the research method used, where the qualitative 

researches aim to deal with people's experiences and attitudes, and the sample of the 

population selected to study people experience toward phenomena studied. According to 

Zikmund (2010), convenience sampling is the best sampling strategy used for 

exploratory research when additional research is conducted with a probability sampling, 

where respondents were selected according to the researcher convenience because 
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responses could be gathered at a low cost and quickly, in the absence of any research 

funding and given the time limits. Using convenience sampling is compatible with these 

research aims and objectives. 

Therefore, the researcher selected participants who have adequate experience in the 

Jordanian family business. The respondent's intention to describe their experience and 

talk freely with the researcher played a major role in sampling selection. The sample of 

this study was selected from Jordanian unlisted family-owned businesses registered 

within the Amman Chamber of Commerce and from different industries such as retail, 

construction, trading, manufacturing, and the food industry, to investigate related aspects 

and factors of family-owned business and succession planning that could affect the 

business. 

The samples were selected from different sectors, which led to richer data than studying 

only one sector. The samples met the following criteria: 

 They are registered with the Amman Chamber of Commerce, which

means that they have a legal form and are practising their profession.

 They are located in Amman, which is the capital city of Jordan, because

Amman is the commercial hub, and the majority of professional

enterprises are located in Amman. These businesses were aware that

they would be asked about succession planning and governance.

 The selected enterprises are unlisted family-owned businesses, with

shares of more than 51% owned and managed by one or more

shareholders from the same family.

3.5.2 Sample Size 

The sufficient number of interviewees in qualitative research is a debatable point in 

current research (Robinson, 2013). The qualitative studies sample is not a pre-

determined number only, and it is a process that the researcher needs to follow (Trotter, 

2012). Patton (2015) argued that determining the number and nature of participants 

could be achieved through the research aim and research question to justify and guide 

this process. Galvin (2015) recommended employing between 12 to 60 respondents in 

qualitative studies to fulfil the research purpose. 
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The uniqueness of this research is represented through its participants' selection stage 

from 12 different sectors, expressed three legal forms, and different numbers of 

generations involved in the business 1,2, and 3 generations. The characteristics of these 

research participants included: 

o Business founders

o CEO's

o Candidate successors

These respondents were ready to share their experience with the researcher by 

reflecting their motivation to success, ambition, and experience, which enriched the data 

collected. As mentioned previously, the researcher used face to face semi-structured 

interviews, where a group of 21 family-owned businesses founders, CEO's, or candidate 

successors were selected as potential candidates from different sectors, as shown in 

Appendix (C). The researcher reached the saturation point of respondents' responses 

after commencing the 21st interview. Appendix (C) shows the number of business 

founders, CEO's, and candidate successors who participated in the data collection stage. 

It includes the sector that every respondent belongs to, their company legal form, and 

the number of generations involved in their business. 

Interviewing the Jordanian family-owned business founders, CEO's, and candidate 

successors face to face was constrained by the COVID-19 outbreak and the military 

lockdown in Jordan. There were several difficulties in reaching the participants. Some of 

them did not initially respond, others refrained from responding after the verbal approval 

to participate, and some withdrew before commencing the interview without any reason. 

The researcher replaced those who withdrew or abstained from responding or 

participating and completed the interviews with the 21 participants.  

The researcher emphasises participants' privacy and anonymity through the consent 

form sent for them, the consent form in the English language attached in Appendix (D), 

and the Arabic language consent form attached in Appendix (E) contains written 

information about the purpose of this study, the process of data analysis, and their right 

to withdraw from this study any time. This form was sent to potential participants before 

commencing the interview. At this stage, the researcher sent a letter to participants in the 

English language shown in Appendix (F), and in Arabic language for other selected 
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participants shown in Appendix (G), which contains a personal invitation followed by a 

voice call to arrange the time and date of their participation in this research. The 

participants also knew that the researcher would use a coding strategy to name their 

responses for their confidentiality. 

According to Low et al. (2017), the pilot study ensured the research integrity. 

Accordingly, the researcher used the pilot study by examining the research questions 

with two of his friends and one participant of the research sample. This pilot study 

benefits the researcher in improving and testing the interviewing technique and 

increasing this research reliability and validity. This pilot study removed the ambiguity 

questions by conducting this study with two researcher friends to check questions validity 

and clarity. Then the questions were used with one of the participants to check the 

duration of the interview, questions clarity, and participants' familiarity with a semi-

structured interview through the Interview protocol shown in Appendix (H). The coming 

section will describe the interviews commenced by the researcher to gather data that will 

answer the research questions.  

3.6 Data Analysis 

Analysing the qualitative data is a challenging stage of qualitative research, where the 

nature and process of qualitative data analysis techniques differ. Therefore, choosing the 

most relevant analytical technique is influenced by several elements, including the 

research question, the theoretical base, and the technique's applicability to the data 

analysis. According to Kawulich (2004), the researcher needs to conclude research 

findings by using the appropriate technique to engage with the data gathered, find 

patterns, and understand the relationships. Table (9) below outlines the three main types 

of qualitative data analysis. 
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 Qualitative Data 

Analysis 

Definition 

1 Content Analysis The researcher analyses the content of the text and assigns 

codes to specific characteristics within the text. The 

researcher quantifies themes or patterns in this method  

2 Thematic Analysis The researcher identifies and analyse themes within data and 

look across the data to identify common issues and 

summarise all the views from data collection. 

3 Discourse Analysis The researcher looks at the pattern of speech, where this 

method involves some form of counting. 

Table (9): Qualitative Data Analysis Methods 

Source: Adapted from Braun and Clarke, (2006) 

 

According to Braun and Clarke (2006), the thematic analysis technique summarizes the 

information related to a particular topic or data domain; where it's called domain 

summary or topic summary used to analyse qualitative data through summarizing 

everything the participant said and summarizing the main points raised by the 

participants with a particular topic or data domain. Thematic analysis is the most 

appropriate method for data analysis in this research, where the researcher will 

implement the thematic analysis technique for the in-depth interviews with respondents. 

According to Braun and Clarke (2006), the thematic analysis could be implemented 

across many qualitative approaches, where it is the most popular qualitative analysis tool 

(see Table (10), which outline the process of thematic analysis followed by the 

researcher. The thematic analysis technique supports three analysis approaches: the 

coding reliability approach, the codebook approach, and the reflexive approach. The 

codebook approach uses three types of data analysis: framework analysis, template 

analysis, and matrix analysis. 
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Stage Process 

1 Familiarising with the data Reading the transcripts over and over 

Listening to the audio files several times 

Immersing oneself within the data and making notes 

Spot relevant items to the research questions 

2 Generating initial codes Analysing the data through coding, codes used for 

developing the themes and concluding the analysis 

3 Looking for themes Engaging in an active process of searching for themes 

Reviewing the codes developed in the previous stage 

4 Reviewing themes Rechecking whether the themes actually represent the 

extracts of data text. 

Discarding some themes or relocating them under other 

themes.  

5 Defining themes Qualifying each theme by its specificity and singular 

emphasis 

Developing the connections among the themes without 

each theme overlapping the other and providing 

answers to the research questions.  

6 Writing up the analysis A continuous process that starts from taking notes and 

developing codes and themes. 

Representing the story from the data, according to the 

analysis conducted 

Table (10): Thematic Analysis Process 

Source: Braun and Clarke, (2006) 

The researcher used the template analysis, which Prof. Nigel King suggests. The 

selection of kings' template analysis for this study was chosen because of the fact that it 

is a style of thematic analysis, and it combines a set of procedures that guide the 

analysis of qualitative data without a rigid description of how to make the analysis. This 
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kind of analysis was used to categorise common issues across the huge amount of 

qualitative data collected. It relied upon respondents' providing a series of responses to 

questions to create a fact (Burton and Galvin, 2019). The template analysis can be used 

in the context of any form of textual data such as interviews, focus groups, diary entries, 

and social media 

Reporting the data using Kings' template analysis involves seven stages; started with 

reading and being familiarised with the data collected before doing analysis and coding 

anything, and then carrying out preliminary coding, usually on a sub-set of the data, 

where this preliminary coding may include some of a priori themes depending on the 

approach. The next stage involves developing the initial template by taking the data's 

sub-set to develop a coding framework (template) from the first transcript and then using 

the template with the text transcript to fit that template or re-coding.  

The times or recoding depend on the study's size, the resources available, and how the 

researcher uses the technique to produce the final version of the template. And finally, 

the final template is used to aid the overall interpretation of data and to check the quality 

through the process at all stages (King and Brooks, 2017). The respondents' multiple 

realities recognized through the template analysis are more interpretive epistemology, 

and the creation of the templates relied upon realism, and the interpretive manner 

undertakes the data.  

The researcher will omit participants' names according to research anonymity and 

replace their names with codes with the letter (R) and numbers from 1 to 21, which will 

prevent the possibility of any harm from their responses. The coding of participants data 

will give the researcher a wider space in interpretation and shrink the limitations of using 

these responses according to any consideration.  

This analysis technique provides the researcher with the ability to look at the data from a 

different point of view and different levels when analysing the interview content, where 

respondents highlight the most distinctive issues for them in the interview commenced, 

and the individual memory presented incorporates the participants understanding of the 

event that constitutes the organisational memory (Hunt, 2003; Do et al., 2018). Using this 

analysis technique gives the researcher more freedom to interpret interview content in 

connection to the research aims and objectives to fit themes and recoding to find a 

deeper and richer meaning from the data compared with the established literature. 
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Kings and Brooks (2017) argue that the principles of template analysis theory show that 

processing and analysing the qualitative data through an interpretive philosophy direct 

the researcher to follow the main seven steps or stages, which are: read and familiarize 

with your data, carry out a preliminary coding, develop the initial template, further code 

data using the initial template, produce a final version of the template, aid the overall 

interpretation of data, and a quality check. 

 

The researcher divided these seven steps into three milestones which are represented in 

developing the initial template, revising and reapplying the template, producing and 

refining the final template, which will be clarified in the coming two sections. 

   

3.6.1 Developing the Initial Template 

 

All the interview transcripts were read many times to familiarise the researcher with the 

data collected before analysing and before trying to code anything and starting up the 

coding stage. The researcher tried to capture different meanings of the data collected by 

listening to the interview audio recording and trying not to miss any information linked to 

the respondents' speech tone.   

 

The main groups of questions were: the main aspects of Jordanian family-owned 

businesses related to succession planning and corporate governance, the nature of the 

succession planning process adopted in these firms, leadership transfer through family 

generations, and the main aspects of corporate governance practices in Jordanian 

family-owned businesses.  

 

This section aims to search for themes and develop connections between themes from 

respondents' responses, which answer the research questions. The discussion of 

themes, respondents' responses, and analysis of data gathered will be presented in 

Chapter 4 – Findings and Analysis. 

 

The researcher came up with initial themes which formed the interview questions; 

accordingly (see Figure (25)) which shows the initial template used by the researcher. 
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Figure (25): The Initial Template 

Source: Researcher 

The initial template shows three main basic themes about succession planning, 

corporate governance, and family-owned businesses in Jordan. According to the 

theoretical framework, the initial template was coded and constructed based on the main 

categories listed in Table (11) below. 
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1.1 Firms competitive advantage (rare, valuable, inimitable, non-

substitutable) 

1.2 Family constitution (Succession planning, family vision, 

conflicts policies, profit sharing, employment, investment) 

1.3 Decision process factors (family, business, personal, market) 

1.4             Incentives mechanisms, stakeholder's welfare, commitment, 

independent, decision-making, efficiency, long term planning 

1.5 (3) subsystems, unique value, beliefs, distinction resources, 

competencies 
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2.1             Succession as a process 

2.2 Perspectives of the next generations 

2.3 Role of the founder (Personality, beliefs, thoughts) 

2.4 Multiple levels of analysis 

2.5 Characteristics of effective succession 

2.6 Timing of succession, interested generation, capable to 

manage 

2.7 Who choose the successor 

2.8 Best successor (family harmony, growth, profitability 
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3.1 Disclosure, Transparency, Accountability, Management, 

Control, Responsibility 

3.2 Handle relationship among family member 

3.3 Conflicts of interests 

3.4 Clear policies (conflicts, constitution, shares transfer, 

dividends 

3.5 Effective board of directors – Independent member 

3.6 Good corporate governance structure 
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3.7 Transferring to the next generation 

3.8 Ownership challenges 

3.9 Long-term success 

3.10 Formal rules and systems 

Table (11): Initial template main themes and categories 

Source: The Researcher 

The research focused on family-owned businesses founders, CEO's, and candidate 

successors' perspectives, without including any external environmental factors 

surrounding these family businesses such as employees, environment, government, or 

other stakeholders.   

3.6.2 Revising, Reapplying, and Refining the Final Template 

The initial template is shown in Figure (25)  was used to code further data and modify the 

areas which it did not fit to come up with a second version of the template after going 

through the initial template and reading all the interview transcripts and after listening to 

the audio recording many times (King, 2015). The researcher revised the interview 

transcriptions to find the key themes and sort the more interesting, important, and 

relevant things to the research questions and objectives. This stage categorises the data 

collected using imagination, previous knowledge, intuition, and judgment to create sub-

categories using the initial template. The researcher came up with a second template 

that organised these key things and mapped between data collected and existing 

theories as a preliminary step for forming the final template. 

The researcher used the second template, transcripts, and notes to examine its' themes 

which were used to produce the final version of the template through building a coherent 

coding across its main categories (King, 2015). In this stage, the researcher decided on 

categorising data and category selection. The researcher combined and subdivided 

categories to reflect the relationships between themes, which resulted in producing the 

final template, which is the outcome of this research. This final template is produced 

through interpretation tasks that connect the categorised data. 
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The researcher eventually reached the final developed template, which enabled him to 

answer this research question: "How does traditional succession planning impact 

corporate governance in family-owned businesses in Jordan, and what steps could be 

taken to identify effective corporate governance practices in the long term".  

 

The analysis resulted in the finalised developed template shown below in Figure (26). 

The initial template shows three main themes according to the literature: family-owned 

businesses, succession planning, and corporate governance. Each theme is built up with 

several categories shown previously in Table (11).  

 

After the interviews commenced and the analysis was completed, the researcher elicited 

the main themes from respondents' answers. These can be seen in green in Figure (26) 

below, whilst the main categories of each theme are highlighted in blue colour.    
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Figure (26): Final Developed Template  

Source: The Researcher 
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3.7 Reliability and Validity 

The researcher's concerns at the stage of designing the research should be around the 

results to be found and to maintain high-level of research quality hence why this 

researcher did his best to ensure that the conclusion is valid and limit invalidity by 

guaranteeing the coherence between the research strategy and research objectives and 

questions. The reflection of reality and truth through the data collected by the researcher 

is the main pillar of data validity. It reflects that these findings reflect the reality of what 

they appear to be about (Saunders and Lewis, 2018). 

Validity characterizes' the method used to collect these data and the data collected, to be 

honest, accurate, and fulfil the research objectives and aims, where the researcher must 

be aware of the need to eliminate all factors that may threaten their research validity 

such as ambiguity about causal direction, mortality, testing, and history. According to 

Zikmund (2010), measuring what the researcher tends to measure is the main purpose 

of this overall measurement, where the ability of the instrument is to measure what it is 

intended to measure is the validity of the research 

Reliability is an issue for the researcher's analysis procedures and data collection 

methods to produce consistent findings. This issue is characterised when the methods 

and procedures used will produce similar results if used by other researchers (Saunders 

and Lewis, 2018). The observer and subject bias or observer error may threaten the 

research conclusions and findings reliability. The effectiveness of the measuring 

instrument to provide consistent results in repeated uses reflects the reliability of the 

research, where reliability maintains a research free of errors and yields consistent 

results over time and across situations (Zikmund, 2010). 

Validity and reliability are the main two dimensions of research quality, where reliability in 

qualitative studies reflects the study capacity to generate understanding. Furthermore, 

proving the study trustworthiness could be achieved through proving the study validity 

(Guba, 1981; Yin, 1994). Therefore, proving the research findings' validity and quality 

could be achieved by proving the research validity. The degree of researcher's rigour in 

collecting and analysing data can judge the qualitative research validity through justifying 

the methods used by the researcher and how the researcher make their decisions 

significantly (Noble and smith, 2015)   
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This research established the validity and reliability by understanding the realities 

interpreted by the Jordanian family-owned business founders, CEOs, and candidate 

successors who are aware of succession and governance issues and their related 

factors. The researcher gave attention to external validity by coming up with a more 

comprehensive conclusion to other research settings by increasing the number of 

enterprises and respondents interviewed to be 21 participants.  

Participants' contributions and the interpretations of evolving succession and governance 

issues are essential to achieve this study's reliability and reflect valid results from the 

Jordanian business environment. Finally, the human behaviour laws of the interviewer 

and interviewees played a crucial role in achieving reliability in understanding the 

Jordanian family businesses aspects, succession planning, and governance issues to 

achieve business continuity and sustainability. The researcher committed to maintaining 

quality measures along the process of data collection, sampling, data analysis, and 

coming up with this research findings and conclusion.  

3.8 Ethical Issues 

This piece of work considered and fulfilled the ethical considerations, where before the 

commencement of this study, this research considered the ethical issues at the stage of 

proposing the methodology and before undertaking the research activity through 

obtaining approval from the ethics committee in UWTSD so that this research will be 

conducted ethically and to minimise the risk of harm. The researcher obtained ethical 

approval and abided by ethical codes of conduct. UWTSD Ethics Committee has been 

approved for this research, where appendix (I) provides the ethical approval of this study 

This research adhered to many codes and guidance such as; the research ethics and 

integrity code of practice, research student handbook, research data management 

policy, and RCUK's policy and guidelines on the governance of good research conduct. 

This ethical approval discussed the ethical issues explicitly, such as issues that can 

occur during the data collection and analysis process to avoid harm and risk for both of 

the researcher and the participants. It focuses on the respondents' privacy, 

confidentiality, anonymity, and free withdrawal from the research at any time and without 

the need for declaring any reason. 

The main ethical issue tacked was to notify the participant's beforehand about the 

interview title, aims, and objectives verbally, followed by a written letter to participants 
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and a consent form to be signed by those who confirmed their participation verbally. The 

main aims of the consent form are to notify the participants about the freedom to choose 

whether to participate or not, avoid risk and harm and ensure their confidentiality and 

anonymity.  

The respondent's identities remain anonymous and are identified as the founder or 

manager of Jordanian family-owned businesses, which provide a particular ethical 

concern. The participants were notified in advance that this interview would not take 

more than 70 min, and they would have the rule of withdrawal at any time and without 

any reason.  

In the data analysis stage, the researcher worked on data with a high level of objectivity 

to develop a high-quality conclusion and recommendation. The researcher dealt with the 

data collected ethically at all stages of analysis, storage, and retention of information. 

The researcher implemented the data management plan, and he is responsible for each 

data management activity, such as data capturing, data quality, storage, and sharing. 

Finally, the previous sections defend the choice of the qualitative research strategy used 

by the researcher to fulfil this research aims and objectives. It also explained and 

justified the methods used and employed in this study to collect the data needed, where 

the researchers' decision about the suitable research methodology has been discussed 

explicitly in this chapter, starting with the best research philosophy, followed by choice of 

interpretive philosophy that holds the social reality based on interpretations and 

interactions. 

This research reflected more than one reality about Jordanian family-owned businesses, 

which are developed from the epistemological assumption and interpretive framework. 

The previous sections showed that the research involved various respondents from 

Jordanian businesses. The researcher reviewed the literature relevant to his research to 

discover the main aspects and factors needed to meet research objectives and answer 

the research questions using an inductive approach. This research is exploratory 

because it simplifies or clarifies ambiguous problems or new phenomena. This research 

explored the Jordanian family-owned business aspects, adopted succession planning 

process, and evaluated the impact of traditional succession planning on corporate 

governance. 
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Moreover, qualitative research is the research strategy followed by the researcher, 

where the data collected was through a number of semi-structured interviews because it 

is the most appropriate approach to gain insights and information through exploratory 

research, where in-depth and sensitive information about Jordanian family-owned 

businesses could be collected through this approach using a paper-based interview 

script included open-ended questions to guide the interview conversation, ensure 

consistency, and guarantee reliability in all interviews which let participants be asked 

similar questions, and thus avoiding leading questions as a part of validity and reliability 

assurance. 

The sampling strategy was used to select the participants conveniently, where the 

respondents have adequate experience in the same business and knowledge about that 

business, where the researcher chose the data analysis technique, which is the thematic 

analysis using the template analysis suggested by Prof. Nigel King from the institute for 

research in citizenship and applied human sciences. Finally, the researcher was careful 

about ethical issues and tried to achieve the reliability and validity of his research 

through using a written interview script containing the questions to be asked by the 

researcher, with written points using fixed interviews for all participants to provide 

consistent results between the 21 participants and to eliminate imperfections in the 

measuring process. 

3.9 Conclusion 

This chapter discussed and described the research methodology and design of this 

research. It describes the philosophical approach followed by the researcher to achieve 

these research objectives. The researcher followed an epistemological inductive 

approach to explore the Jordanian family-owned businesses aspects, succession 

planning, and corporate governance practices in these businesses. 

This chapter outline the research method and approach adopted in this study, where the 

qualitative method was used. The chapter also highlights the data collection process – 

mainly face to face interviews with founders, CEO's, and candidate successors in 

Amman from different business sectors to get a useful insight into these businesses. The 

researcher used the semi-structured questionnaire as the data collection technique 

attached in Appendix A and B, formulated through following the semi-structured 

interviews guidelines described in Table (8). 
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The sampling design and sample size proposed in the chapter have been discussed 

deeply. The researcher followed the non-probability convenience sampling strategy to 

gather the data needed for this study. The chapter reflects a detailed overview of the 

data analysis technique and tool used in this study. Table (10) highlights the thematic 

analysis process followed by the researcher; the developing initial and final template of 

this study is also described. 

The reliability, validity, and ethical issues used to achieve the research objectives have 

been discussed in this chapter. The literature reviewed and primary data gathered to 

support the methodology process is justified in this chapter. 

The coming chapter 4 will discuss the analysis of qualitative data commenced by the 

researcher in detail and will outline the findings in terms of family-owned businesses 

aspect, succession planning, and corporate governance.  
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Chapter Four: Findings and Analysis  

 

4.1 Introduction 

 

This chapter presents the findings of this research, which were achieved by following the 

selected research design. This chapter started with a short overview about the qualitative 

data analysis decision in section 4.2, followed by the use of Kings' template analysis in 

section 4.3, which is started from deciding the initial template and then coming up with 

the final template that led the researcher in clarifying his research outcomes (King and 

Brooks, 2017). 

 

The chapter will also discuss the research results in section 4.4, and the implications of 

the research outcomes in light of these main research objectives, which are; identify the 

key aspects of family-owned businesses in Jordan and how does succession planning 

normally takes place, to evaluate the impact of traditional succession planning on 

corporate governance in FOB's in Jordan, and to investigate the potential dimensions of 

an applicable succession planning framework to suggest effective good corporate 

governance practices in the long term.  

 

 

To achieve these research objectives, the interviews were conducted with the 

participants, where they were asked 19 previously written questions. The researcher 

tried to achieve the reliability of his research through using a written interview script 

containing the questions to be asked for the research and written clarification points 

through a fixed interview followed with all participants to provide consistent results 

between the 21 participants and eliminate the imperfections in the measuring process. 

 

This chapter represents the finding of this research; the findings were developed from 

template analysis, where its distinctive features are the iterative development and 

application of the template, and the ability to use a priori themes to help in generating the 

template around family business features and aspects, succession planning, and 

corporate governance practices. The researcher examined the participants' responses 

and highlighted useful things to generate meaningful results and a conclusion in the 

scope of this research aims and objectives. 

 

The researcher began his trip to Jordan for data collection purposes in March 2020, 

where twenty one interviews were conducted with seven founders working in their 
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enterprises; one of them is a chairman, and 6 are CEOs. The rest of the interviews 

commenced with three non-family members, CEOs and manger, and 11 participants 

from the next generation and candidate successors working in their firms as CEO, 

managers, and vice-chairman. See Appendix (C). The researcher achieved data 

saturation with these 21 respondents; hence, the interviews ceased at this number of 

participants. The interviews were conducted remotely through video software instead of 

face to face interviews as planned previously due to the Corona-virus outbreak and 

curfew issues. 

 

Interviewing the Jordanian family-owned business founders, CEO's, and candidate 

successors face to face was constrained by the COVID-19 outbreak and the military 

lockdown in Jordan. There were several difficulties in reaching the participants. Some of 

them did not initially respond, others refrained from responding after the verbal approval 

to participate, and some withdrew before commencing the interview without any reason. 

The researcher replaced those who withdrew or abstained from responding or 

participating and completed the interviews with the 21 participants. The COVID-19 

pandemic changed the interview nature from face to face interviews to remote video 

interviews using Microsoft Teams, Zoom, and Skype, which affect the data gathered. 

The interview missed the feeling of the surrounding environment around the respondents 

and missed the human interaction advantages.  

 

The interview began with thankful phrases, directed to the participants for their support 

and contribution to this research, followed by an introduction to their background and 

experience. The researcher tried to put the respondents at ease through a pleasant, 

positive, and well-informed approach to achieve the goals and objectives of the semi-

structured interviews. 

  

At this stage, the significance and purpose of the study were conveyed, and the 

importance of family-owned business sustainability and continuity for the Jordanian 

economy was clarified. The researcher made them aware of the importance of family-

owned business governance as highlighted by the World Bank and the big five 

consulting companies. The researcher then reassured the participants about the 

confidentiality, anonymity, and their right to withdraw at any time from the interview and 

asked them for permission to audio record the interview to facilitate the note-taking step. 

 

 

 



Page    154 of 257  

4.2 Qualitative Data Analysis Decision 

According to Cohen et al. (2018), analysing the qualitative data is a complex method 

involving many steps, starting with creating the data units of analysis, setting up a 

domain analysis, building domains relativity and relationships, summarising the findings, 

and generating a set of conclusion. The methodological research position guided the 

selection of data analysis which is underlined by the epistemological philosophy in this 

study. The researcher used and interpreted the qualitative data gathered in this study 

from the interview transcripts to evaluate its meaning and significance. The researcher 

increased the validity of the interpretation by interviewing experienced participants who 

work and own family businesses in Jordan. 

According to Phelps et al. (2007), the qualitative researcher reflects on one of the three 

different approaches which are characterized with specific objectives and descriptions, 

the first approach being the language-oriented approach which locates words and 

phrases of participants to determine how often these words are used through creating an 

index or word lists. The second approach is the interpretive approach which examines 

the text segments for themes or topics to gain insight into a phenomenon. And finally, the 

third approach is the theory-building research approach which looks for connections 

within the data to explain these connections to find out a theory.  

This research followed the interpretive approach, which aims to explore in-depth how 

professional succession planning might evolve corporate governance through exploring 

the key aspects of family-owned businesses in Jordan. In this chapter, the researcher 

clarifies the insights of the 21 participants using a thematic analysis technique, where the 

main themes evolved from the interviews derived and reflected in the questions asked. 

The next step in this research was to examine the interview transcripts for themes or 

topics, prepare text segments by breaking them to represent the themes and attaching 

them to selected code, and then bring the text segments together into one theme. This 

chapter will describe the template analysis process to obtain interviewees insights 

towards family-owned businesses in Jordan, where the template analysis framework 

provides a multi-sided means for qualitative analysis rather than a highly specific 

technique, which can be applied to a variety of qualitative methods with different aims 

and objectives in the scope of exploring a particular phenomenon (King and Brooks, 

2017). 
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4.3 Conducting the Template Analysis 

 

According to Cassel and Symon (2012), analyzing any kind of textual data could be done 

using the template analysis technique. Using many template analysis techniques, 

organising and analysing interviewees' textual data thematically could be achieved. 

Using the template analysis, the researcher aims to examine the thematic relationships 

between traditional succession planning and corporate governance. The main pillar of 

the template analysis is developing the initial template by reading the data collected 

many times to capture and interpret things, prepare a preliminary coding, and capture 

the richness of data using a set of categories. The template analysis enables the 

researcher to categorise common issues across the data and define these issues as 

themes, which are considered significant to this research aims and objectives. 

 

The researcher took the sub-set of the data to develop a coding framework from the first 

transcript, then used the next transcript and used the template to check if the researcher 

found a theme that fits it all. The researcher used the initial template to code further data 

and modified the template where it does not fit or to build the initial template using 

previous studies, which also will be open for modification and correction to develop a 

final version coding template. The researcher decided to use template analysis, where 

researchers use the interview tool to gain useful insights about family-owned businesses. 

It is useful in exploring participants' experiences rather than quantifying them and 

allowing a more in-depth understanding of the phenomenon. The template analysis is not 

a rigid description of how to make the analysis. Still, it adds additional codes to explore 

the meaning of the data, processing issues that occur in the interviews and refining the 

interpretation of the final template (Cassel and Symon, 2012). 

 

According to King and Brooks (2017), when the researchers deal with small data sets 

and they already know what they are looking for, then the use of a template analysis 

technique will be the most effective technique for data analysis. Therefore, this technique 

is ideal for these interpretive interviews. As noted previously, the exploratory issues 

across this study include the key aspects of Jordanian family-owned businesses, 

succession planning, and corporate governance. This study aims to capture in-depth 

insights into how best to conduct succession plans and corporate governance practices 

by interpreting the collected data through the interviews and discussing the analysis in 

the themes that emerged from the template analysis through setting the initial template, 

revising the template, and refining the final template. 
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4.4 Presenting and Discussing the Findings 

 

These research findings have been classified into four main themes, as shown in Figure 

(26), as highlighted in green in section 3.6.2. These themes are: 

 

- Theme 1: The role of Jordanian family-owned business' aspects. See Figure (27) below. 

 

 

Figure (27): Theme 1: Jordanian family-owned business aspects 
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- Theme 2: The impact of succession planning for Jordanian family-owned businesses.

See Figure (28) below.

Figure (28): Theme 2: Jordanian FoB's Succession planning 

- Theme 3: The major elements of governance in Jordanian family-owned businesses.

See Figure (29) below.

Figure (29): Theme 3: Governance in Jordanian FoB's 
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- Theme 4: The importance of family and business vision and mission.

See Figure (30) below.

Figure (30): Theme 4: Family and business vision and mission 

These themes and factors will be discussed further in this chapter to deeply explore the 

findings. This chapter provides information about the interpretations of this research, 

explanation, comparisons, and justification of the results approached by the researcher. 

In this chapter, the researcher analysed the findings concerning the relevant literature 

and shed light on this research's main aim, which is to explore in-depth how professional 

succession planning might evolve corporate by exploring and identifying the key aspects 

of family-owned businesses in Jordan. Additionally, it investigates how succession 

planning normally takes place and impact corporate governance.  
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The analysis commenced with the researcher identifying the major aspects of Jordanian 

family-owned business, which are unique to the Jordanian context and differ from other 

family business aspects in other contexts. Additionally, it will discuss the role of 

Jordanian family-owned business' aspects in the succession planning adopted, 

governance, and strategy in these businesses. 

 

The researcher studied and analysed the findings of this research in relation to each of 

these four themes that can be seen in the coming four sections and which will describe 

the interpretation of the results and clarify all categories that appear in the final template. 

 

4.4.1 Theme 1: Jordanian family-owned business aspects. 

 

This section describes how the researcher determined the major aspects of Jordanian 

family-owned businesses and the role of these main aspects in the succession planning 

adopted, in governance practices, and in strategy in this type of business. 

 

In many countries around the world, it has been argued that the continuity and 

sustainability of the family-owned business are essential for family members and the 

country's economy (Aloulou, 2018). However, to guarantee this aim, you have to 

understand the unique and major aspects of this type of business in their unique context 

that will support them in deciding about their strategy, succession, and governance. The 

uniqueness of every family business is derived from the intersection between the 

business, ownership, and family systems according to Gersick three-circle model (Poza 

and Daugherty, 2014). 

 

Family businesses will be passed to family descendants through the engagement of 

family members in the company operations or through succession. Ownership, control, 

and management characterize this type of business in the form of continuity and 

sustainability (Louie et al., 2019; Ramadani and Hoy, 2015; Hernández-Linares et al., 

2017; Sharma et al., 1997).   

 

Sharma et al. (1997); Jordan Institute of directors (2014); Department for Business 

Innovation & Skills (2014); Aloulou (2018); Ward and Montemerlo (2011); Carney et al. 

(2013); Soto Maciel et al. (2015); Gulzar and Wang (2010); Osnes et al. (2019); EFILWC 

(2002); BIS (2011); Abouzaid (2008) argue that the legal form of a family business, its 

unique features, and unique structure are the main source of these businesses' 

competitive advantage, where the participation of family members in firms' management, 
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the balance between business and family needs, and the effect of family culture on 

business culture are the main issues that need to mentioned in any study about this kind 

of businesses. The founders, CEO's, and candidate successors who participated in this 

study's interviews agreed that the unique aspects of their business affect their decision 

towards strategy, succession, and governance. 

Participants interviewed argued that Jordanian family business founders consider that 

family members' level of motivation, commitment, and level of attachment to the 

business plays a major role in their business continuity and sustainability. However, they 

believe that major aspects of their business are their main sources of competitive 

advantage regardless of the circumstances and effects of these aspects. This argument 

coincides with the resource-based view strategic model, highlighting that family business 

competitive advantage derives from their unique, rare, and inimitable resources (Mori 

and Charles, 2019). 

"My father believes in the role of family members' participation in the 

business, and its effects on business success and growth" [R. 8, 14] 

AlEmam (2014) represent that Maali Qasem -the executive manager of the Jordan 

Institute of Directors (JIoD)- declared that family businesses in Jordan form around 90% 

of small and medium-sized businesses, where only 10% of them pass to the third 

generation, and only 3% survive past the third generation. Family members working in 

their businesses consider their business aspects and issues related to values, culture, 

family size, emotions, and Islamic Sharia Law as essential tools that are needed to keep 

them in mind in preparing for business continuity in the future. These special aspects 

may cause their success or failure. The researcher perceptions towards respondents' 

responses play a major role in the findings presented in this chapter. 

A- Determine the Jordanian family-owned businesses major aspects.

One of the main purposes of the semi-structured interviews was to find out information 

about the Jordanian family-owned businesses to determine this type of business-main 

aspects. After reviewing participants' responses to the first and second group of 

questions, could you give me a brief about your firm's background? And what are the 

main aspects of Jordanian family-owned businesses related to succession 

planning and corporate governance? Each of the two groups contains five to six sub-
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questions to find answers for these two main groups of questions. The researcher found 

out that many factors characterize family-owned businesses in the Jordanian context.    

Sixteen of the interviewed Jordanian family-owned businesses formed of first and 

second generations, and just 5 of the sample have the third generation in their 

businesses. According to respondents, the main reason behind the short-life time of 

businesses in Jordan is related to the short-life time of the Jordan country, where Jordan 

got its independence from the British mandate 74 years ago.  

The interviews started with the first group of questions about respondents' firms’ 

background, and this group contains the below five sub-questions: 

- What is your firms’ legal status, family relationship between main partners, and

sector in which your firm operates?

- What are your firm's core strengths, and how does it gain its competitive

advantage?

- What are the main reasons for the success and failure of family businesses in

Jordan?

- To what extent can family members express their vision for the business as a

source of income, satisfy their employment needs, and satisfy their career

ambitions? Do they have the freedom to plan and decide their career future?

- Do you have a family constitution, family council, reference, or clear agreement?

What do you know about their role of them?

Participants interviewed have concerns regarding their firms' ownership legal form based 

on their observations and experiences. These firms suffer from mismatches between the 

firms' legal form and the oral understanding and words of mouth. Founders used to say: 
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 "Listen my children; this business and this money are all for you. I did my 

best in the past days and put my maximum effort to come up with a better 

future for you. This is all for you, your children and your happiness... "[R6, 

9, 10, 11, 18, 19]. 

 

This issue was supported by other participants who believe that mixing this previous 

statement with emotions and the mismatch between this statement and the legal form of 

business distorts the family members' career path and their way of thinking about their 

future.  

 

The vague and unclear firm status is considered an incorrect and unfair practice to 

conduct the business, which may cause future conflicts in family relations from the point 

of view of some members of the second generation. This was contrary to the view of 

some founders of family businesses that they follow this approach to maintain family 

cohesion and business continuity. 

 

The participants of this research are a mix of founders, CEO's, and candidate 

successors from different sectors with different academic backgrounds and skills, but 

they all have rich information about their business and how they manage it. The 

researcher asked a number of general questions in the interview about their perception 

toward some terminologies. However, the researcher was able to analyse and develop a 

detailed picture regarding their attitude and perception towards many sensitive aspects 

of their business. The major aspects of Jordanian family-owned businesses derived from 

respondents responses to the first group of questions are described and discussed more 

specifically in the following points, according to the researchers' perceptions towards 

respondents' responses: 

 

i. Motivation 

 

Motivation is the first factor recognised by the researcher from respondents responses to 

questions about how their firm gains their competitive advantage and the main 

reasons for the success and failure of the family business in Jordan.  Family-owned 

business founders and owners believe that motivation for family members to join the 

business could be achieved through word of mouth, which appeals to them towards 

finding a secure place for a job and in promising them that they will work in a business 

which they will own one day. This way of thinking is built on a high level of certainty that 
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the founder will pass away before his children and own this business without considering 

many issues that might occur at the level of business and family relationships.  

Second generation participants argued that founders prefer to use emotional directions 

as a motivation tool and to insert religious beliefs about "honouring parents" as a 

motivational tool without any planned motivational program, which should be a part of 

their long term planning that starts when their children enter school and follow up before 

starting the undergraduate level. This was contrary to the interviewed founders' 

argument that business owners avoid motivating family members to join the business 

because of their fears of conflicts, avoid misleading arguments unexpected attitudes, and 

avoid blames in the future. The researcher is aware of these founders' thoughts which 

may prevent them from disclosing any information they believe is private and may target 

their wealth. 

"I'm happy now because my sons joined my business, but I was hesitated 

to accept this step, where I'm afraid that this step may create issues and 

problems for my family and me in the future". [R. 5] 

Braun et al. (2016) considered that motivation in family systems is considered one of the 

main perspectives of a family business strategy map, and it reflects family businesses 

strategic priorities. This opinion is not applicable in Jordanian family businesses, as 

mentioned previously, and unfortunately, they neglect the role of motivation towards 

achieving their strategies and their firms' success. 

Moreover, some founders agree that when family members join the business, the 

business will benefit from their skills and experience and support the business with rare 

resources and priceless value. This fact is consistent with Steier et al. (2015), who argue 

that parents have to increase their effective motivation for the next generation to 

increase their level of acceptance to join the business and lead it.  

"…when I joined the business, I've tried to spend lots of time in thinking 

about the future of this business, and how to use the available resources 

efficiently and effectively, because of my dad words in motivation". [R.1, 12, 

13, 14] 

Non-family member manager with more than 20 years of working experience with the 

same family-business believes that when the second generation joined the business, his 
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opportunity for career development decreased, and the growth of his financial 

compensation shrunk. He believes that the financial resources redirected for second-

generation motivation. 

"...I think success and failure of Jordanian family businesses are attached 

to the stage of joining the business by the second generation, and how the 

founder reset the benefits priorities for his family members over non-family 

members in many directions". [R. 21] 

Family members argued that the absence of a clear road map, clear career path, 

compensation model, and authority matrix in their family business forced them to think 

many times to leave this work and find out their career path outside their father's 

company. However, other family members feel that their father business's existence 

helped them move away from their peers' level and get the compensation that they don’t 

deserve. This fact also motivates them to stay in this business without thinking about 

changing their workplace. According to Mokhber et al. (2016), the main challenges that 

will affect the organisation stability in the long run shortened in the delay in the 

succession process, heirs' motivation level towards the business, external professions 

involvement, and generations' different views, where Lansberg (1999) argued that the 

most difficult task and the greatest challenge for founder or president in family-owned 

businesses are finding the right successor who could be accomplished through effective 

motivation which is the most often neglected in Jordanian family-owned businesses. 

"And that justice is represented by giving each individual his right, and that 

family members working in the business nowadays receive more amounts 

of money than they deserve, since the opportunity cost of an alternative 

person is much lower than for family members" [R. 11] 

ii. Government Laws

From respondents' responses to the questions about their firm legal status and the 

reasons for the success and failure of family businesses in Jordan, the researcher 

found out that some respondents consider that the failure of family businesses to comply 

with the governmental laws was a reason for the failure of some businesses and that one 

of the reasons that are preventing their continuity. 
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Jordan as a country is 74 years old, and laws are subject to continuous changes and 

improvements. These changes lack awareness and communication with business 

founders and owners, where business owners believe that government laws and policies 

negatively affect their business. These changes in terms of companies' law, income tax, 

sales tax, and social security law affect the decisions of businesses in their legal form 

and the style of decision-making that focuses on preventing any harm for their 

businesses. Aloulou (2018) argues that most Arab countries encounter a huge 

transformation that affects their economies and imposes government to legislate new 

laws, policies, and development plans that may impact family businesses performance 

and productivity. 

The research founds that the lack of awareness of governmental laws is the main driver 

for Jordanian family-owned businesses to hire a legal consultant, whose focus and 

advice on the approaches that let these businesses decrease their expenses and 

improve their net incomes, without understanding other benefits of following the 

governmental laws, and the cost of missed opportunities in business investments 

according to their tax evasion practices. These responses may occur because of the 

specific category of male respondents chosen through the convenience sampling 

method without any female in this sample which may change this perception.  

"I believe that disclosure, transparency, clarity, and un-manipulated 

accounting records are the main drivers of Jordanian family-owned 

businesses continuity and sustainability, where most of the Jordanian 

family businesses lacking these good practices" [R.8] 

"I believe that transparency should be between family members, and it is 

very important to disclose the financial data periodically, where this 

disclosure must be made to official government institutions". [R.6] 

"Lack of disclosure has a significant impact on the firm financial data, the 

level of business development, and time needed for development because 

business owners focus on preventing disclosing their real profit only. 

These businesses neglect the fact that these practices will prevent them 

from borrowing money from banks or from attracting foreign investments 

to develop their enterprises and transferring it from a family company to a 

public or private partnership company in the future." [R.2]  
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The researcher believes that respondents may not say what they already have in their 

business, especially in matters related to government and government laws, for fear of 

disclosing what they consider business secrets. If they are not abiding by government 

laws, for sure, they believe in the advantages of this step which they will not disclose.   

iii. Family members commitment

The researcher questioned respondents' firm core strengths and how they gained 

their competitive advantage, many of them believe that family members' commitment 

toward the business is one of the reasons behind gaining their competitive advantage. 

"I believe that when my sons join the business, I will work less and enjoy 

my life. I believe that they will appreciate my success and they will be 

committed to continuing this success story" [R.1]  

The commitment of family members towards the business varies and changes between 

family members according to individuals' skills, experience, and educational background. 

Family members working in the business can be assumed as social and human capital 

for these businesses, but many factors justify the different levels of commitment, such as 

the low level of family members' engagement in the main issues surrounding the 

business in different stages. This fact is consistent with Sharma et al.'s (1997) opinion, 

which posits that family members' commitment towards the business can push them 

towards a high level of business performance. It is also consistent with Uribe et al. 

(2017), who highlight that encouraging family members commitment will drive the 

family's ambitions and help maintain and grow their businesses according to the strategic 

autonomy model. 

"There are many differences between family members working in the 

business, and these differences could be noticed through the daily 

operations and in the meeting commenced, where these differences reflect 

their level of commitment towards the business rules and policies" [R. 2, 

19]  

The educational level and social relationships of Jordanian family members depend on 

their parent's financial status and their willingness to pay for their children schooling and 

university education at the time when there is an absence of government welfare and a 

low level of public education in Jordan due to the lack of the country's resources. Family 
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members' educational level affects their commitment towards their family business, 

which will affect the countries' economy, as mentioned by (Crick et al., 2006). 

"I did my best and paid as much as I can to teach my children in best 

schools in Jordan, but it varied between my children according to my 

financial status at the time of every one level". [R. 6] 

On the contrary, many family members refuse to complete their educational attainment 

and study in universities after the school stage because of their father's good financial 

status. They think that there's a business already established for them and they can join 

it without educational qualification. 

"One of my sons preferred to join the business early rather than complete 

his university studies" [R.18]  

Almost no male family members work outside their father's business in Jordan. They do 

not gain any new skills and experience beyond what they learn in their business or 

undergraduate studies. This fact is supported by the Jordan institute of directors (2014) 

opinion, which presented that a family business competitive advantage could be 

generated through family members' high level of commitment and loyalty to the business. 

In response to the question about the existence of a family constitution, family 

council, reference, or clear agreement to find out the source of commitment of family 

members towards the business, many respondents claim that they do not have any 

family council and the founder is the only reference in their conflicts. Cortés and Botero 

(2016) argue that successful family businesses have to establish a family council as a 

governance body to solve family commitment problems toward the company and 

improve communication among family members. 

iv. Core strengths

Respondents argued that their long years of experience and wisdom in running their 

business are the main drivers for their business competitive advantage. These 

responses answered the researcher questions around their firms' core strengths, how 

they gained their competitive advantage and the main reasons for the success and 

failure of family businesses in Jordan. These founders believe that the high level of 

centralisation supports them in employing their long years of experience in maintaining 
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their focus on their unwritten targets. Poza and Daugherty (2014) represent that the 

uniqueness of family systems and business systems in family businesses gave these 

businesses a unique strength compared with other types of businesses according to the 

resource-based view model and Gersick three-circle model. 

"Our company gains its competitive advantage through our years of long 

experience in importing and marketing our products…" [R.5] 

Many Jordanian family businesses believe that their core strengths are generated from 

goodwill and family reputation. In contrast, other founders see that when all family 

members join the business, it reflects a family unity that has a large weight for 

stakeholders. It affects the image of their business. This opinion occurs in Jordanian 

businesses, and other researchers have not considered this. In contrast, Sharma et al. 

(1997) argued that family business strengths gained from their family members' 

commitment and reliability would cause their high level of performance and let them 

make quick and informal decisions. Poza and Daugherty (2014) argue that the 

overlapping of the three subsystems of family businesses which are family, 

management, and ownership, supplies the business with a competitive advantage in 

managing it properly. 

"We prefer that all family members join the business, and we tried to 

facilitate their joining as much as we can through eliminating any barriers 

may face them" [R. 14, 10, 6, 2, 18].    

Other respondents argued that they believe that research and development is their 

business core strength, and they have to keep planning for expansion and growth 

through continuous research and development. This way of thinking occurs in the 

businesses managed by the second and third generation through feeling the value of 

research and development and its consequences on their business today.  

"My father is aware of the importance of consultancy in issues that he 

doesn’t know how to deal with, and we encouraged him to get a 

consultancy proposal from many reputable consulting agencies to draw the 

road map for our business and family issues" [R.1, 12, 13] 
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The level of founders' awareness toward their enterprises' core strengths depends on the 

time spent to achieve /her goals and objectives, where if the time needed to reach the 

maturity stage in their business life cycle were too long, they would continue thinking 

about revenue streams and business operations, but if they reach the maturity stage in a 

short period this achievement will force them to think about continuity and sustainability. 

This opinion applied to Jordanian family businesses only and hasn't been considered 

previously in the literature reviewed by the researcher. 

 

"We don’t have enough time to commence meeting to set business strategy 

and business plan, and we prefer to spend this time for our daily business 

operations" [R.20] 

 

This internal struggle experienced by most of the interviewed family-owned businesses 

in Jordan needs more awareness for managers and founders toward the importance of 

setting a written business strategy and business plan and how their business will benefit 

from them in the long run.   

 

 From the respondents' responses about the existence of family constitution and a 

family council as a source of core strength, they argued that Jordanian family 

businesses do not have any idea about the family constitution or family council, and their 

role of them in managing the business and solving conflicts. Family business owners and 

founders were surprised when they became aware of the family constitution and family 

council, and they started thinking about them. This fact reflects the level of family 

members' awareness about business planning and family plans because of the random 

communication commenced. This fact is inconsistent with Sonfield et al. (2016), who 

argue that employing or consulting with non-family members can supply family 

businesses with significant management strengths and competencies, such as; 

expertise, external experiences, new ideas, and wise decisions. El-Kassar et al. (2018) 

argued that a family-owned businesses competitive advantage lies within its corporate 

governance system and good practices, which facilitates the utilisation of human capital.  

 

"We don’t have any idea about the family constitution and family council, 

and what it may cost us to build them, where we are worried about its 

return of investment" [R. 2,3,6,7,8,10,14]  
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v. Ownership legal form 

 

The researcher found out that Jordanian family businesses suffer from a 

misunderstanding about their enterprises' legal form, and they have decided to register 

their enterprise as a sole proprietorship firm at the stage of starting up because of its 

simplicity in registration and low cost of establishing the business without thinking about 

the liability of this type of legal form. This response came when the researcher asked 

them about their firm legal status. This fact is not compatible with Osnes et al. (2019); 

EFILWC (2002); BIS (2011); Abouzaid (2008), who argue that the legal form of the family 

business, its unique features, and unique structure are the main source of these 

businesses competitive advantage, but Jordanian family-owned businesses often miss 

this feature. 

 

The business founders begin thinking about their past decisions when choosing their 

enterprise legal form during unforeseen circumstances. According to many respondents 

responses; more than 90% of business founders refer to their lawyer to get consultancy 

regarding this issue, where this lawyer is usually experienced in civil law, and where this 

lawyer does not know any details about the operation of the business, and the target 

behind this consultancy. Jordanian family businesses suffer from this issue and miss the 

advantage of having a clear legal form that differentiates these businesses from other 

companies (EFILWC, 2002). These Jordanian businesses neglect the development of 

their subsystems (family, ownership, and business) during time passage and decide a 

strategic plan for every time frame according to the three-dimensional development 

model (Sharma et al., 1997). 

 

"My father used to ask our lawyer, who is one of his relatives, and they are 

discussing the issue of firm legal form from the income tax perspectives, 

where this process usually ends with new solutions that start up a new 

issue which we are unaware of" [R.3]. 

 

 

"We are partners with our father, and we got a profit share at the end of the 

year, but legally the enterprise is registered in fathers' name, and the 

discussion about this issue is unacceptable and hurts our father 

emotionally" [R.7, 8, 4, 14]  
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The data collected also reflected an issue around the mixing and misunderstanding of 

Jordanian family businesses legal forms. Around three respondents explained that the 

verbal agreement between family members differs from the legal registration, which aims 

to create a new form of conflict and indirectly puts all family members under the stress of 

responsibility and accountability. This opinion is inconsistent with Astrachan and Shanker 

(2003), who argued that the clear family business legal form, which consists of family 

members, legally lets them share the risk and share each other decisions consequences 

with unlimited liability for the business.  

 On the contrary, other business founders considered that spending time and paying 

money for consultants to decide their firm legal status is useless. This money and time 

can be used in the daily operations that generate revenue for the business without 

thinking about their business and family future. 

 

"I have established this business for my family and me using my limited 

resources, and the issue of legal status is a minor issue that next 

generation will solve " [R. 19] 

 

vi. Values, traditions, and customs 

 

From respondents' responses to the question "what are your firms' core strengths, 

and how your firm gains its competitive advantage?" 

Almost all of the Jordanian family businesses respondents believe that the existence of 

common values in their business is generated from family values which are formed from 

the founder or the father's values. It affects their business positively, where the mixture of 

Islamic culture, international openness, and tribal customs and tradition characterise and 

control many decisions taken in this type of business. This opinion is consistent with 

Soto Maciel et al. (2015), who argue that family businesses transmit their values and 

norms through generations using narratives to build their meaningful existence and 

exclusive identity, which is considered a competitive advantage that boosts their 

performance helps to generate revenue. 

 

"We feel sometimes lost in our decision-making process at the time of 

absence of any written policies or road map to follow. This feeling 

generated because of many perspectives should be taken in the decision-

making process". [R.9, 11]. 
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On the contrary, other respondents argued that the success and failure of family 

businesses in Jordan are affected when family members follow or refuse to follow their 

fathers' values and culture in their daily decision making. This response appeared when 

the researcher asked, "what are the main reasons for the success and failure of 

family businesses in Jordan".  

 

"our brother refused to abide by my father's values, and he ignored our 

family traditions and customs. He decided to quit working with us and start 

up his own business, which may harm our business in the long run" [R. 20] 

  

 Many interviewed family business founders perceived their family values as their 

business competitive advantage, where they are trying to spread and share these 

common values with all business stakeholders. These businesses believe that these 

values and customs support them with many advantages which return on the shape of 

financial benefits and image for their enterprises. These values affect the business and 

its future by involving offspring in the business with their values, where according to the 

four-factor model", there are four factors that involve the decision process in family-

owned businesses which are family, business, personal, and market (Ibrahim et al., 

2004).  

 

"We promote our set of common values which guides and connect our 

businesses and our employees, where trust, accountability, quality, and 

doing what's right reflects better value for our customers and important as 

our competitive competencies" [R. 1] 

 

vii. Culture 

 

 In response to the researcher question "what are your firms' core strengths, and 

how your firm gains its competitive advantage?", many respondents argued that 

many practices in Jordanian family businesses are driven by the Jordanian culture, 

where most of the family members join the business because of the culture of their 

family, which focuses on continuing their business legacy through their children. This 

opinion is consistent with EFILWC (2002); BIS (2011); Abouzaid (2008), whose 

arguments highlighted that the participation of family members in their firms' 

management and the effect of family culture on business culture are the main issues that 

need to be mentioned in any study about this kind of businesses. 
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"I have started this business to secure my family members future, and 

guarantee a good lifestyle for them in this rapidly changing environment" 

[R.18, 19]  

 

Other respondents argued that their family culture affected their decision toward the 

decision about the family constitution when the researcher asked them, "Do you have a 

family constitution, family council, reference, or clear agreement?". Jordanian 

family business founders refuse to ask for help or consultancy from business consultants 

to solve their problems and help them to formulate a family constitution or support them 

with solutions because of their culture and their way of thinking that permit them to 

disclose to anyone that they have conflicts and don’t know how to solve it efficiently. This 

is consistent with Esfahani et al.'s (2018) argument, which showed that organisations 

failed to implement around 70% of their strategic plans, where ineffective strategic 

planning usually occurs because of lack of management commitment, vague strategies, 

and business culture. This reflects that Jordanian businesses are resistant to changing 

their way of thinking or how they are used to doing things because their culture prevents 

them from achieving their strategic plans efficiently. 

 

 

"It's allowed to hire a lawyer for the company because it’s a must and you 

can't solve your court cases without a lawyer, but it's not allowed to ask 

anyone about business consultancy because my father thinks that this 

practice will disclose our business secrets which are our main competitive 

advantage" [R. 14] 

 

 Respondents argued that Arab families' culture encourages Jordanian families to treat 

males in a better way than females, and the eldest son is special for most of them 

because usually he's holding his grandfather's name and will give his father's name to 

his eldest son also. Jordanian family businesses believe that family relationships are 

more important than business according to cultural issues and their respect for the 

family. Still, practically there are many decisions taken which prioritise the business 

interests over family interests. This opinion is not mentioned in the literature reviewed by 

the researcher, where this attitude affects managers in their management style which is 

highlighted by Welsh and Raven (2006) that family business culture affects the 

management style of managers in the Arab region, where they have to manage the 

complexity of maintaining their traditional values and achieving modern results according 

to the Islamic culture that dominates most Middle Eastern countries   
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"I can feel that there is a discrimination between males and females in our 

family, where females are not allowed to join the business without any 

reason, and my sister already works with another company, but she's not 

allowed to join my father business" [R. 10] 

 

According to the arguments of many respondents, the Jordanian family business culture 

forces them to make a philanthropy contribution and endowment from their Arab values 

and beliefs, where they believe that this attitude protects them from problems and 

conflicts between family members. Added to that, if conflicts occur one day, they 

normally agree that no one will go to a police station or court to seek compensation. 

These facts are not mentioned in the literature, and it is unique for Jordanian family-

owned businesses, where Soto Maciel et al. (2015) mention that the set of norms and 

beliefs are the main pillar of business culture, and it forms the way of thinking and acting 

of family members and other workers.  

 

"I can feel that there's a high level of conflicts and disputes between family 

members, but I know that they don’t like anyone to inhere between them to 

solve these conflicts, but at the same time, I'm worried about the shape of 

this business future" [R. 17] 

 

Sonfield et al. (2016) argue that managers in family businesses in Arab countries face 

conflicts between the Arab culture and religion on the one hand and western ideologies 

on the other hand when playing their role as a manager. This fact did not occur through 

the interviews, maybe because of the sample details where just three of the respondents 

were non-family members and working CEOs and manager. 

 

viii. Family size 

 

The researcher asked the question, "To what extent can family members express 

their vision for the business as a source of income, satisfy their needs, 

employment, and satisfy their career ambition?". Many respondents responses 

argued that their families consist of three to six children, and they reflected the effects of 

their families size on these issues. These large-sized families need too much time to 

spend with and need high amounts of money to spend to guarantee a better life and 

future for them. Most of the interviewed Jordanian businesses are controlled by the first 

and second generation, and the first generation is still alive. The founder spent more 
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time managing his business and shortened attention to his home and children issues, 

especially given the absence of government support and benefits. 

This opinion doesn’t exist in the literature reviewed by the researcher. The role of a large 

family size such as Jordanian families towards succession planning and preparing 

successors to let's business founders think about strategic planning and governance for 

their business. Moreover, Poza and Daugherty (2014) argue that family businesses have 

to begin regular meetings to discuss family and business issues. After a few years, they 

have to develop a family constitution that will guide their succession planning 

discussions and the way to establish guidelines for family members' involvement and 

business transaction across generations. 

"I did my best to balance between family issues and business demands, but 

I think that business demands increased incrementally day by day and I 

always post bone my family needs to the right time that will guarantee my 

financial freedom" [R. 9, 11]  

In response to the question "what are the main reasons for the success and failure 

of family businesses in Jordan?", many respondents considered that having a large 

family size forced the founders to take unintentional actions in training and to prepare 

their children, where their level of experience and commitment depends on individuals' 

skills and thoughts towards the business at the time of absence of plans. This opinion 

occurred in Jordanian family-owned businesses where the family size relates to the 

founders' awareness of this issue and may affect these businesses success or failure. 

Ward and Montemerlo (2011) argued that family agreement which is a part of the 

succession process might articulate values that will shape succession, such as trust in 

outsiders as possible non-family candidates and belief in the inherent capacity of family 

members to grow and to develop as leaders. 

"I can notice the differences between family members' knowledge and 

skills, but I don’t think that there's any plan to develop family members or 

increase their skills level, and depends on each person's desires" [R.17] 

 Another respondent argues that the Jordanian business founders used to discuss and 

talk about their business issues at home and with their offspring. They used to 

accompany them to work at a very young age and in schools holidays, where this 

attitude motivates their offspring to join the business. This attitude may generate 
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harmony between family members at the time of large family sizes, where Soto Maciel et 

al. (2015) argues that the harmony of family members is a major factor that helps to 

guarantee successful succession and is considered a sign for business continuity. 

 

"My father used to let us accompany him to work, where this behaviour 

affects my way of thinking and my plans" [R. 8] 

 

ix. Islamic sharia law 

 

From respondents responses to the question about their firms' core strengths and the 

main reasons for the success and failure of family businesses in Jordan, the 

Jordanian family businesses try to apply Islamic Sharia law in their decisions directly or 

indirectly, where Islamic sharia imposes the father to apply justice practices between his 

sons and daughters, whether in feelings or the distribution of money in his life. Most 

Jordanian families differentiate the concepts of equality and justice when they desire to 

prevent their daughters from joining their business because of cultural issues. These 

inequality practices that they assign to the achievement of justice between children are 

generated from their inability to let daughters join the business, which makes it a 

convincing argument to give sons more money or more shares according to their 

participation in the business. 

 

The previous fact about Jordanian family businesses is consistent with Supreme Judge 

Department (2020) argument, which reflects that Jordanian society employs Islamic 

values and beliefs in their daily actions, leading Jordanians to be family-oriented, 

hospitable, and to abide by rules which may affect the Jordanian business environment. 

Jordanian people follow Civil law, Sharia law (Religious legislation), and Tribal law. 

Unfortunately, Jordanian families mix these three rules and employ and pick rules 

unsystematically and randomly to achieve their personal goals. 

 

"According to our religion we can't always follow the policies and rules, 

and we try to consider other dimensions in our decisions, and specifically if 

this decision will affect humans emotions or injustice from someone point 

of view" [R. 14] 

 

Other respondents argued that their families believe that there is a clear impact from 

their religious morals in their practices and commitment to ethical values on their 

business success and continuity. These practices occur from their application to Sharia 
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law and customs. They also aim to do things that serve public interests over their private 

interests.  According to Islam guidance, many respondents believe that paying Zakat and 

visiting relatives is the secret for their business and wealth growth. This opinion is also 

consistent with Welch and Raven (2006). They argue that religion has a great effect on 

management style and managers in the Arab region, where they held complicated duties 

of maintaining their traditional values and achieving modern results according to the 

Islamic culture dominates the most Middle Eastern countries. 

 

"Prophet Mohammad, peace be upon him taught us a group of economic 

and social basics we must stick to in our daily life on the personal and 

business level. These basics will impact the society and our business 

positively" [R. 15]    

 

"According to Sharia Law, Allah will bless our family and business and 

increase wealth for those who committed to pay Zakah and keen to visit 

their first level relatives and check on their conditions" [R. 6]      

 

Jordanian families also believe that their sons will be responsible financially for their 

marital home. Still, daughters will be married in the future, and their husbands are the 

ones who will be responsible for their financial obligations. On the other hand, small 

numbers of Jordanian families are willing to distribute equal shares for every family 

member. 

 

 In response to the question "To what extent can family members express their 

vision for the business as a source of income, satisfy their needs?",  respondents 

argued that Jordanian family members are usually upset and unsatisfied with the profit 

and share distribution in their family. Still, they are not allowed to express their personal 

opinions in order not to show any greed for their father's money and to avoid causing 

inconvenience to their father's feelings which will anger God "in their beliefs". This 

unsatisfied feeling usually caused a worse reaction after their father passed away and 

when the money and assets were distributed between heirs. This fact doesn’t exist in the 

literature revised where it will affect the business continuity and sustainability and the 

need to be aware of when managing this type of business. According to Gulzar and 

Wang (2010); Osnes et al. (2019), emotion is one of the main attributes that strengthen 

the family business.  
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"I'm trying to change many wrong practices from my point of view and try 

to employ best practices in our business environment, but there are many 

things that are impractical and related to feelings, family, and my parents' 

comfort, which need to make sure not to touch or disturb it" [R. 7] 

 

x. Emotions 

 

In response to the researcher question, "Do family members have the freedom to plan 

and decide their career future?" the respondents argued that founders tried to control 

their family members through emotions mixed with a high level of centralization applied 

through a unity of command and control. These emotions are used to convince family 

members to join the family business without any clear employment plans covered with a 

declaration from the founder that you are free to join the business or choose any career 

outside the family business. This fact matched with the Department for Business 

Innovation & Skills (2014) argument that one of the main objectives of FoBs is creating 

an emotional wealth for family members, and the argument of Gulzar and Wang (2010) 

that emotion is one of the main attributes that contribute in strengthening the family-

owned businesses, where this fact stimulate the business founders to use this attribute 

for their goals and benefits. 

 

"I have given my children their freedom to study what they prefer and to 

join the business or not, but deep inside, I will be happy when I see all of 

them around me and controlling my business" [R.5] 

 

The researcher found that family members got advice about their career path from their 

father, and this caused a conflict of interest. In response to the researcher question 

"what are the main reasons for the success and failure of family businesses in 

Jordan?", respondents highlighted that Jordanian family businesses used emotions to 

stimulate family members' teamwork in a traditional way which built on putting the 

greatest possible effort from every person regardless of the ability of each person. 

According to respondents, this can be used between the first and second generations 

only, and it will be changed after the disappearance of the first generation. This fact is 

consistent with Sreih et al. (2019), who argued the conflict between families' members 

might increase as a firm transmits to the second generation stage because family 

emotional attachment decreases through generations. Jordanian business founders 

considered that emotions between family members leads to their business success.  
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"When I'm thinking about my efforts that have been put in our business and 

compare it with my brothers' efforts, I found out that there's a very high 

difference between them, at the time of equal compensations according to 

my father desire, but this feeling can't be expressed to avoid hurting my 

father and brothers feelings" [R. 14] 

 

According to Brunninge and Melander (2015), a family firm longevity focuses on 

resources management from the perspective of financial and socio-emotional wealth 

rationalities, where the family is the main source of employees in family businesses that 

affects the firms' direction and its strategic plan. This fact occurred clearly in Jordanian 

family business respondents, reflecting their intention to use emotions in managing their 

business. 

 

xi. Social and human capital 

 

From the respondents' responses to the question "To what extent can family members 

express their vision for the business as a source of income, satisfy their needs, 

employment, and satisfy their career ambitions?", the researcher found that the 

Jordanian family members feel lost in planning for their future because of the absence of 

clear guidance and advice from their father to join the business or not, where often the 

father doesn’t want to commit his children's future. This fact is far away from Songini et 

al. (2018) argument, which highlighted that family business may create and use unique 

intangible resources called "family capital" in the formation of their strategic plans, where 

these resources comprise human capital, social capital, and financial capital. Jordanian 

businesses that don’t want to commit risk losing the benefits of their unique resources. 

The stakeholder theory suggests that family-owned businesses need to pay attention to 

various stakeholders in their strategy formulation and execution (Kim et al., 2010).  

 

This research found that in most family members' cases, they are faced with the absence 

of a development plan that lets them become capable of handling their family business. 

The Jordanian businesses suffer from the inequality of their children's thoughts, skills, 

and educational level, which causes problems because of communication issues. This is 

inconsistent with Ibrahim et al. (2004), who argued that family businesses' social capital 

and unique resources supply them with unique advantages in their strategy formulation 

task.  
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The Jordanian family members working in family businesses and occupying managerial 

positions are distinguished by their disparity in their qualifications, scientific specialities, 

years of experience, and the number of training courses they participated in. They are 

considered components of the human capital for this type of business.  Other 

respondents argued that family members' age, academic qualification, scientific 

specialisation, and internal and external experience are directly proportional to the value 

of each person's human capital. 

 

"And I think that one of the most important things that we have missed is 

that the absence of educational guidance for family members to study 

certain academic contexts, that they may stimulate their creativity and 

benefit them and the business. This guidance will affect the strength of 

family members' involvement in the family business and achieve higher 

returns" [R. 8] 

 

The social capital in the family businesses consists of the nature of the internal and 

external relations provided by family members working in high-level managerial positions 

in these businesses, which are reflected in the network of relationships that the family 

established with different stakeholders. It also consists of the social and membership 

status in associations and clubs for family members. These factors reflect the differences 

of importance and value of every family member according to many sub-factors 

characterised them. This opinion is consistent with Al-Barghouthi (2016), who identifies 

the Arab family business as a collection of relationships based on relative networks. The 

reasons for its existence are to maintain family members' loyalty, create value for the 

family, and enhance the family image in their social context.  

 

B- The role of Jordanian family-owned business' aspects in the succession 

planning adopted, governance, and strategy in these businesses.  

 

After determining the major aspects of Jordanian family-owned businesses in part A 

previously, the researcher found out the role of these aspects in the succession planning 

adopted, governance, and strategy in Jordanian family-owned businesses from the 

respondents' responses to the second group of questions which aim to determine the 

main aspects of Jordanian family businesses related to succession planning and 

corporate governance. This group of questions contains the below six sub-questions: 
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- How many family members are working for your firm? Which generation? And do 

you have a clear employment policy? How were they motivated to join or not to 

join the business? 

 

- Does your firm have a clear and declared vision and mission statement? Who 

formulated it and how? 

 

 

- Does every family member working in the business or not working know to which 

intersection they belong in the three circles intersected system model (family, 

ownership, and business)? Do you have policies for every sector of the seven 

intersections? Do you realise that individuals may move from one intersection to 

another, and this may cause specific reactions? 

 

- Does the founder delegate responsibilities and authority to the non-family staff 

and managers? If yes, how do you compare it to that of family members? How do 

the founders practice power in their firm? 

 

 

- What are the best methods for family members' compensation and rewards 

mechanisms compared with non-family members? Until which stage of business 

and family development this approach will work efficiently? 

 

- Do you believe that the distribution of shares or dividend distribution for family 

members is a good way for business continuity? Why? What is the best criterion 

for dividing shares or dividends among family members? Do you think that the 

existing shares are not fair and need modification? 

 

After the thematic analysis of this group of questions, the researcher found out that  

Jordanian family businesses suffer from the absence of formal and professional strategic 

planning process, succession planning, and governance accordingly because of many 

reasons mentioned previously in part A, and other several reasons mentioned in the 

paragraphs below. This behaviour in Jordanian family businesses is inconsistent with 

Sotiriadis (2015) argument that declared the importance of strategic planning and family 

members' participation in the strategic planning process in family-owned businesses. 

This behaviour aims to address critical issues, views, and concerns relating to their 

involvement in the business. 
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From respondents responses to the question "Does your firm have a clear and 

declared vision and mission statement? Who formulated it and why?" the 

researcher found that the interviewed Jordanian family-owned businesses didn’t have 

any mechanism for strategic planning practices. They depend on the unorganized short 

term planning only. This short-term planning usually targets the business's daily 

operations and ignores the long term planning through this ad hoc process. This fact 

occurs through the absence of a clear and announced vision and mission statements. 

This argument doesn’t make compatible with the argument of Songini et al. (2018), 

which presents the importance of family businesses rapid response to external 

circumstances through a long term strategic planning process. Accordingly, the 

innovation strategy suggests that family-owned businesses need to be prepared to 

survive in a highly competitive environment through innovation as a driver for business 

sustainability (Braga et al., 2017).   

 

The absence of a family constitution in Jordanian family business, which may include 

their vision, conflict management rules, family members entry and exit in the business, 

succession planning rules, authorisation matrix, and many more main issues, clarified 

the reasons behind the high amount of conflicts between family members nowadays and 

in the future. The researcher found out that family members don’t have any solution for 

their recurring problems and conflicts, and they used to solve their issues through their 

father as the only person who is the point of reference for family members. This opinion 

is inconsistent with Poza and Daugherty (2014); PwC (2016); Osnes et al. (2019), who 

argue that family businesses have to develop a family constitution that will guide their 

succession planning discussions and the way to establish guidelines for family members 

involvement and business transaction across generations. 

 

In response to the researcher question, "Do you have a clear employment policy? 

How they were motivated to join or not to join the business?" according to the 

Jordanian family culture mentioned previously, most Jordanian businesses have an 

unspoken custom that gives the eldest son the right to succeed after the owner, 

neglecting the right of other qualified siblings to succeed the owner, where founders 

usually put their effort in training and giving directions to their oldest son at the time of 

large family size, where this concern considered as a part of the traditional succession 

plan to prepare the oldest son as a successor. This practice may cause conflicts 

between family members if another family member is suitable and capable of taking over 

the responsibility in the future. This fact is consistent with Al-Nsour and Jresat (2018) 
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argument that Jordanian family businesses are still selecting their heirs based on 

choosing the eldest son because their born sons will carry the family name. Jordanian 

culture considers family as the most important element. It is the source of honour and 

bride through supporting each other's family members and addressing their conflicts 

privately to avoid embarrassment (Alshhadat, 2017). 

   

These businesses in Jordan suffer from the absence of any family council, family 

constitution, documents, or legislation. Founders avoid presenting the real status of their 

business to family members and believe that their financial records and conflicts 

between family members are secrets. This fact clarified the reasons behind choosing 

their traditional way of selecting the successor, which is not mentioned in the literature 

revised by the researcher, characterized by privacy and secrets. 

 

In response to the researcher question, "Does the founder delegate responsibilities 

and authorities to the non-family staff and managers?" many respondents argued 

that Jordanian business founders believe that their centralization management style is 

the core strength of their business. This let them not delegate responsibilities to the 

active participating members, reflecting a low level of trust for some family members that 

stimulate unclean thoughts and attitudes.  

 

This reality is considered a real threat to enterprise governance in the pillars of 

responsibility and control. According to some respondents, the centralization and the 

absence of corporate best practices restrict their business from taking advantage of 

many opportunities. This previous fact reflects the advantages and disadvantages of 

centralization management style, where EFILWC (2002) presents that centralized 

decision-making will stimulate leadership efficiency and lower transaction cost for family 

businesses, contrary to Sreih et al. (2019) argument that delegation of responsibilities is 

important for firms' success and continuity. 

 

A high level of centralization of business owners and their different practices with family 

and non-family managers shows that founders can delegate more authority to family 

members than non-family members, where this practice creates irresponsible behaviour 

from non-family managers. Accordingly, the family members work and make decisions 

without applying any performance appraisal or rewards system. 
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According to the respondents' responses to the question "What are the best methods 

for family members' compensation and rewards mechanisms and compare with 

non-family members ones?", and when the researcher recalls the fact from part A that 

the different levels of family members' commitment towards the business create a feeling 

of inequality between family members for the members with a high level of commitment 

at the time of an absence of clear internal policies that maintain justice between family 

members. This feeling is considered one of the main reasons for Jordanian family 

members' conflicts, disturbing their family relationships. This practice greatly affects firm 

governance because of the absence of conscious future planning and fundamental 

policies. This opinion is consistent with Esfahani et al. (2018), who argue that 

organisations failed to implement around 70% of their strategic plans because of 

ineffective strategic planning, which usually occurs because of lack of management 

commitment, which leads to conflicts. 

 

According to Jordanian family business cultural perspectives, traditions, and values from 

part A, which create a high level of respect between the founder and family members let 

family members accept many practices that existed in their enterprise they are working 

with, even if it is wrong or doesn’t do justice between individuals. Most of the 

respondents argued that family conflict will not be too complicated and will never cause a 

split in the business in the future. The researcher found out that this belief will be valid 

during founder life because of cultural perspectives. The conflicts will cause a split in the 

business and cause very dire consequences if the founder passes away, retires, or 

becomes sick. This fact showed that Jordanian family businesses are far away from the 

best practice to manage conflicts which are presented by Braun et al. (2016), who 

argues that these conflicts occur because they failed in strategy implementation and the 

use of family enterprise strategy map (FESM) which address the complexities of the 

family domain issues, such as family's intention with the business, personal priorities, 

processes, resources, personal ambition, and capabilities. 

 

The inability of the business founder to manage his priorities between family and 

business might occur in the founders' decision-making process, which lead to 

misunderstandings for family members regards the logic of decision taken, which may 

affect family members interrelationships and lead to conflicts between them later on. 

According, the Jordanian family culture strongly affects the family business culture. 

Family business founders preferred that their offspring join the business. They believe 

that they are responsible for continuing their family legacy as this business reflects their 

identity in the absence of strategic planning and governance. Ibrahim et al. (2004) 
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present that businesses need to reduce the misunderstanding between family members 

through a strategic planning stage by following a unified approach to their business goals 

and objectives. 

 

Finally, from respondents responses to the question "what are the best methods for 

family members' compensation and rewards mechanisms and compare with non-

family members ones?", the researcher found that the high impact of cultural 

perspectives on Jordanian family business operations reflects the cause of the absence 

of the mechanism of the performance appraisal and clear compensation policy for family 

members working in the business, and the way of thinking of them that leads them to join 

their family business or to choose to follow their career path outside the family business. 

In reality, family members have to follow their family instructions and accept the way they 

run their business. They suffer from a bad situation if they start up a new business 

operation apart from their family business, which is considered a clash of commitment if 

it succeeds or fails.   

 

In response to the researcher question "Does every family member working in the 

business or not working know to which intersection he/she belong in the three 

circles intersected system model (family, ownership, and business)?", the findings 

of the interviews showed that business founders are unaware of the importance of clarity 

of every family member position in the three-circle model and their awareness towards 

the changes and development may occur over time which is presented by (Poza and 

Daugherty, 2014). This attitude occurs through their insistence toward implying their 

centralised management style, absence of authorisation matrix and delegation, and the 

absence of a clear mission and vision towards their business future. Moreover, this type 

of management style creates a high level of misunderstanding between family members 

and leads to business discontinuity.  

 

"Business success or failure is the choice of the founder, where his/her 

level of awareness towards some issue lead him toward conscious 

decisions…" [R. 12]   

 

Poza and Daugherty (2014); Gersick et al. (1997); Ramadani and Hoy (2015); Aloulou 

(2018); Lansberg (1999) argues that studying family businesses involves thinking about 

the three-circle family business model and the three-dimensional development model to 

be aware of the changes and development of the three main subsystems forming family 
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businesses which are family, business, and ownership. The interview participants agreed 

with this fact, but, unfortunately, they didn’t deal with this issue and plan for it seriously. 

4.4.2 Theme 2: The impact of succession planning in Jordanian family-owned 

businesses on business strategy and governance in this type of business. 

This section describes the researcher findings of succession planning approaches in 

Jordanian family-owned businesses according to the respondents' responses to the third 

group of questions which summarise the nature of the succession planning process 

adopted in Jordanian family businesses and leadership transfer through family 

generations.    The main succession planning approaches are classified as professional, 

traditional, and unconscious succession planning, as will be clarified in part (A) below. 

The second part (B) will be about the effect of succession planning approaches on 

business strategic management, governance, continuity and sustainability. 

This sub-section will clarify the researcher analysis for respondents' responses to the 

below four questions: 

- How family members are aware, prepared, and developed to join the business?

What is the role of the founder and family meeting in their induction process?

- Do you have a declared and systematic strategic plan? If yes, who formulated it

and in which stage of business do you think about it? How often do you conduct

the planning process in a year? Is it usually a short term, long term, or

contingency plan?

- Do you have a clear and shared succession plan? How important it is for business

continuity, and why?

- Could you describe the relationship between family members and the founder?

How do the relationships among family members affect the successor process

and business continuity?
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A. Succession planning approaches in family-owned businesses in

Jordan

The importance of succession planning in family-owned businesses as part of business 

strategy and how it impacts business continuity and sustainability is crucial for family 

businesses. These businesses should develop and implement a clear process for 

leadership succession to prepare leaders capable of taking over the business and 

avoiding internal disputes (Al Emam, 2014; Alshaeel, 2016; Devine, 2017).  Accordingly, 

the researcher aimed to explore the response of Jordanian family businesses through 

the question: what is the nature of the succession planning process adopted in 

your firm, and leadership transfer through family generations? 

In response to the researcher question, "Do you have a clear and shared succession 

plan? How it is carried out? How important it is for business continuity, and why?" 

the interviewed founder's and another candidate successor didn’t have any idea about 

this concept "succession planning", where they haven’t considered this. In this type of 

business, you can find that the founders prepare their eldest son or the most capable 

and qualified son from his point of view unconsciously and without any previously 

prepared plans. 

"Before this interview, I wasn’t know anything about succession planning, 

but now I believe that it's important for our business and other family 

businesses, and may solve any future issues" [R. 3] 

Other respondents considered succession planning the main pillar of business continuity, 

and it's the sole tool that can be used for business survival in the future. These 

businesses usually use the professional approach in succession planning. A founder of a 

leading industrial company in Jordan agreed that succession planning provides their 

business with a rigid base that supports its sustainability. He said: 

"Our firms' growth and sustainability managed and boosted after putting 

down our succession plan, which helps in avoiding conflicts and any 

unintentional attitude" [R. 12] 

This opinion is consistent with Sharma et al. (1997), Uribe et al. (2017), Sonfield et al. 

(2016), Al‐Najjar (2010), El-Kassar et al. (2018), who argue that family-owned 
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businesses are permanently looking for strategies, models, and plans to employ and 

guarantee their success and sustainability. 

 

In addition to respondents responses about the succession planning question and the 

question "Do you have a declared and systematic strategic plan?", the researcher found 

that succession planning is vital for other family businesses aware of this concept. They 

adhere to the concept that leads them to decide that their eldest son is the only person 

who will succeed the founder. This traditional approach neglects the right of other 

qualified and skilled family members to lead the business when the large family size and 

high probability of finding out more than one skilled and qualified person. The non-family 

CEO replied: 

 

"I can feel and notice the diversity of family members working in our 

business, and I know who have and haven’t impact on family and business 

decisions. The founder has five sons working in his business, three of them 

qualified and skilled and suitable to succeed the founder, where this is the 

main obstacle they may face at present" [R.2] 

 

The previous response wasn’t previously mentioned in the literature that the researcher 

looked at, where Lee et al. (2015), Dafna (2008), Jarzabkowski and Kaplan (2010), 

Jarzabkowski and Kaplan (2010) argue that four main strategic planning theories reflect 

how family businesses prepare and develop their strategies in a traditional approach. 

These approaches are; the adjustment strategies, sustainable family business model, 

process-oriented theory, and strategy as practice theory. These theories and models can 

be used to develop succession planning in family-owned businesses traditionally without 

caring about the development of the family, business, and ownership over time which is 

accompanied by other specifications and attributes (Lee et al., 2015). Despite these 

models, it counts as a traditional model, but it doesn’t mention the right of the eldest son 

to succeed the founder, as argued by Jordanian family businesses interviewed. 

 

In response to the researcher question, "How family members are aware, prepared, and 

developed to join the business? What is the role of the founder and family meeting in 

their induction process?" the researcher found that the second generation has more 

awareness about the importance of succession planning for business and family 

sustainability than the first generation. They understand the changes that may occur in 

the internal and external environment. These changes force conscious persons to be 
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ready for any choice, and the situation may happen in future through deciding a proper 

succession plan. 

 

"The founder hesitated to give me a senior management role, and he's 

always postponed this discussion that seems he doesn't know how to deal 

with. This attitude reflects a feeling of ignorance to my presence and my 

qualification mixed with an unclear future career path. Maybe the existence 

of succession planning will solve these issues" [R. 14]  

 

From the respondents' point of view, Jordanian family-owned businesses founders are 

the only people responsible for developing their succession planning. The firm has one 

founder, and it is easier to do this task than firms with many owners. This task might be 

achieved if founders are aware of succession processes, including successor selection, 

development, control, and compensation. This opinion is consistent with al. (2019), 

Budhiraja and Pathak (2018), Aronoff et al. (2011), Ramadani and Hoy (2015), who 

represented that family business sustainability and continuity depends on succession 

planning, where its success is based on founder's management skills in successor 

foundation and successor transition process. 

 

 

"I think that my father has to invest his centralization management style in 

deciding our business succession plan, where these moments will not be 

repeated in the future, and this action now will play a major role in our 

business continuity" [R. 7] 

  

This previous response characterised in Sharma et al. (1997), Zain and Kassim (2012), 

Phan et al. (2005), Sreih et al. (2019), Emam (2014) argument, which highlighted that 

the most important strategy in the family-owned businesses which determine the 

longevity of the firm is succession, where succession planning aims at achieving more 

than the goal of deciding the succession strategy itself, but unfortunately that these 

Jordanian businesses aren’t aware in-depth about this topic.  
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B. The effect of professional, traditional, and unconscious succession 

planning approaches on business strategic management, governance, 

continuity, and sustainability 

 

From the respondents' responses to the group of questions mentioned previously, which 

explored the nature of the succession planning process adopted in Jordanian 

family-owned businesses, and leadership transfer through family generations,  

many of the interviewed Jordanian family-owned businesses realised that the 

professional succession planning approach is the only way to avoid conflicts and 

guarantee business continuity, but when they want to apply this approach in the real-life, 

they face resistance to change and continue doing things in the traditional approach.  

 

This fact is partly consistent with Sreih et al. (2019); PwC (2016); Mokhber et al.'s (2016) 

argument, which highlighted that there are many methods of succession planning and 

successor characteristics but without any information about the motives behind choosing 

the traditional way in selecting the successor, and the drivers and circumstances around 

forming a correction plan, and the resulting consequences of consisting family 

constitution and family council which this research focused on. 

 

From the responses to the researcher question "Do you have a clear and shared 

succession plan? How it is carried out? How important it is for business 

continuity, and why?", the researcher found that the traditional and unconscious 

succession planning in Jordanian family businesses suffer from a lack of clear family and 

business vision, which reflects a very bad communication style between children and 

neglects teamwork. However, the existence of responsibilities' delegation and training 

will help family business children to overcome mistakes and make proper decisions in 

the future.  

 

This opinion is partly inconsistent with the arguments of Soto Maciel et al. (2015), Ward 

and Montemerlo (2011), Steier et al. (2015), and Lansberg (1999), who highlight that 

there are many reasons that successions fail, including the unclear succession plan, 

unprepared successor, and family rivalries. The succession planning in family-owned 

businesses started with the assessment of firms' size, vision, and performance in the 

previous years, where the last thing considered by most family-owned businesses is to 

assess leaders on various competencies like; trust, hard work, and accountability, where 

the motivation level and heirs development are most often neglected in FoB's. 
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"The founder doesn’t plan for retirement, I know that he is the safety valve 

for this business, but I'm worried and can imagine the time of his absence 

that will be a bad day for their family and for the whole business" [R.2]  

  

In response to the researcher question "How family members are aware, prepared, and 

developed to join the business?", the researcher found that preparing the next 

generation to lead the business is the main part of strategic business management, and 

it is the founder's responsibility to prepare a development plan for their successive 

generation.   Many respondents argued that Jordanian family businesses believe that 

supporting their children to enrol in an undergraduate study is the main and only key they 

use with their successive generation, without guiding them to study a major related to 

their business. These businesses don’t have any program to prepare and develop family 

members to join the business. This opinion doesn’t match what this researcher found, 

where Alshaeel (2016), Ibrahim et al. (2004), Handler (1994), Soto Maciel et al. (2015) 

argued that family business sustainability needs an effective succession process, where 

succession issues always threaten the business success. This argument reflected that 

succession is a continuous process that needs prior planning in family-owned 

businesses. Still, unfortunately, according to respondents' responses, Jordanian family 

businesses didn’t realise this important issue. 

 

"…I think that I have invested in my children through guiding and 

encouraging them to continue their undergraduate studies" [R. 11] 

 

According to respondents responses to the question "Do you have a declared and 

systematic strategic plan? Is it usually a short term, long term, or contingency 

plan?" the researcher found that the interviewed business founders didn’t focus on their 

business continuity and sustainability as they focus on their short terms goals and how to 

grow their wealth in the shortest time frame. This fact could be noticed through their 

responses to the question about their declared strategic plan and clear succession plan, 

which doesn’t exist for most respondents. This opinion wasn’t previously mentioned in 

the reviewed literature, where Budhiraja and Pathak (2018); Mokhber et al. (2016); 

Lansberg (1999); PwC (2016) presented that family-owned businesses succession 

focuses on succession process and the reasons behind its failure to develop and 

implement, and neglected the succession timing, characteristics of the future successor, 

the interest of next generations, and who will choose the successor. Unfortunately, this 

fact doesn’t exist in Jordanian businesses that still focus on short-term planning and daily 

operations. 



 

Page    192 of 257                                                                                                  

"We used to think about our daily business operations, and how to increase 

our revenue through unscheduled motivational meetings for our teams, in 

the second hand, no one of us intended or directed to think about the 

business strategically" [R. 9]  

 

In responding to the question "Could you describe the relationship between family 

members and the founder? How the relationships among family members affect 

the succession process and business continuity?" the researcher found that 

Jordanian family businesses can't take advantage of changing their legal form to private 

joint-stock company or public shareholding company, which would help the succession 

process to occur more smoothly, because of their current situation which is an unclear 

legal form. This fact affects the relationship among family members and business 

continuity. This argument doesn’t exist in the literature that the researcher looked at. 

 

"Till now only two generations are running the business, but when the third 

generation wants to join the business, the succession process will 

surround with more challenges which need more formal policies" [R. 14] 

 

The previous respondents' statement reflects the founders' responsibility towards 

deciding the enterprise succession planning and implementing it seriously without their 

success preventing them from predicting and planning for their business and family 

future. The founder's intention to non-involvement of family members created 

carelessness towards their family business. They started to focus on their dreams and 

plans rather than on the established business. 

  

However, the level of founders' awareness about succession planning as a part of their 

family and business vision is considered the main driver of their decision to change the 

unconscious or traditional approach to a more professional option, which is taken into 

account the unique aspect of Jordanian family businesses. 

 

From respondents responses to the question "Do you have a clear and shared 

succession plan? How it is carried out?" a limited number of respondents 

represented their high level of awareness towards professional succession planning, 

where it cost them too much financially to hire a reputable consultant. They did that 

because they believed their business failure would be caused by their father's high level 

of centralisation and his ignorance of succession planning as the main part of strategic 

planning. 
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"My father past days management style through centralization has 

advantages and disadvantages, but we know that the disadvantages weight 

will be heavier than the advantages in the long term; fortunately, we have 

changed it successfully" [R. 1] 

 

The previous paragraphs reflect the challenges facing Jordanian family businesses, 

which affect the existence and implementation of succession planning and business 

continuity simultaneously. It also shows the motives behind choosing the traditional way 

of selecting the successor and the reasons behind neglecting the professional process 

and choices. 

 

4.4.3 Theme 3: The main and major elements of governance in Jordanian 

family-owned businesses. 

 

In response to respondents' answers for the 4th group of questions about the main 

aspects of corporate governance practices in Jordanian family-owned businesses. This 

group of questions contains the four below sub-questions: 

 

- How are the conflicts in family business resolved between family members? Are 

there any major conflicts between family members? Do you believe that major 

conflicts lead to a split in the family business? What are the consequences of this 

split if it happens? 

 

- Do you notice any conflict of interests with family members in the firm? How did 

you solve it if it existed? 

 

- Do you have clear and shared policies regarding the sales, assignment, or transfer 

of shares by inheritance? Do you also have policies on dividend and loss 

distribution? 

 

- Is there a board of directors that meet regularly? Are its members chosen in a 

professional approach? Is there any independent member or outsiders? Why? 

What are the most important features of their work and the board of directors' 

work? 
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  From the thematic analysis for respondents' responses to the previous questions, the 

researcher found that the main factors that participants mentioned covered three main 

pillars: transparency and disclosure, conflict management, and commitment and 

management. These three main pillars of governance in Jordanian family-owned 

businesses differ from other systems and other contexts, where this argument is 

consistent with Kim et al. (2010); Al‐Najjar (2010); Hartzler (2016); and Louie et al. 

(2019), who mention that there isn’t a unified definition of CG, where these researchers 

define and describe CG from their different point of views, and reflect this concept 

towards financial, economic, accounting, marketing, or management issues. The sole 

common thing is their perception that corporate governance practices guarantee firms' 

success, growth, and sustainability. 

 

i. Transparency and disclosure 

 

In response to the researcher question "How the conflicts in family business resolved 

between family members? Are there any major conflicts between family 

members?", the researcher found that the absence of transparency and disclosure in 

Jordanian family-owned businesses, and especially in financial issues, and the status of 

their firm to prevent family members' greed account as one of the main pillars of this 

theme, and it's one of the main reasons behind conflicts and disputes between family 

members.  Transparency and disclosure don’t exist between working and non-working 

family members, who are considered the main drivers of the business that split after the 

founders pass away. This opinion is inconsistent with Mori and Charles (2019), Devine 

(2017), Sahni et al. (2017), who present that transparency is one of the main pillars that 

should exist in family business firms and about its role in enhancing efficiency, reducing 

risk, and improving the decision-making process. 

 

"I want to disclose about our business financial records to family members, 

but I'm waiting the suitable moment for that, but I hesitate if this step will 

start up a new form of disputes or it will hold positive feedback" [R. 15] 

 

"Every time I feel that transparency is not one of the fundamental policies 

between family members in the company I work with, and this attitude may 

cause conflicts between them as I can see in our daily operations" [R. 21]   
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When respondents responded to the question "Do you notice any conflict of interests 

with family members working in the firm? How you solve it if it existed?", the 

researcher found that respondents argued that their values and commitment to 

implement provisions of Islamic Sharia prevents them from many unethical practices, 

and support transparency and honesty in their daily manners. Hence, they claim that 

referring to Islamic Sharia can solve their conflicts occasionally. This argument is 

inconsistent with Alzoubi (2016), Cortés and Botero (2016). They highlight that Improving 

family-owned business performance and maintaining sustainability and growth can be 

achieved by governing their practices and implying corporate governance policies. This 

is the difference where in Jordan, they argued that Islamic Sharia already governs their 

practices, and hence there is no need for corporate governance policies between family 

members.  

 

In response to the researcher question, "How the conflicts in family business 

resolved between family members?", family members were aware of the importance 

of goodwill and its role in solving conflicts through preferring their family interests over 

their self-interests. This attitude counted as a major element of governance in Jordanian 

family businesses. This fact wasn’t previously mentioned in the literature which the 

researcher looked at, which is a matter of cultural aspect, contrary to what was stated in 

the literature that good corporate governance practices and policies control healthy 

companies and sustainable private sector development. 

 

"I think that one of the main reasons for success is transparency and 

goodwill, were thinking about others interests will achieve your goals and 

other public goals, through avoiding selfishness" [R. 12] 

 

"There isn’t any systematic way to solve conflicts between family members, 

and they will follow my words and way in solving conflicts" [R. 18]  

 

ii. Conflict management 

 

The second pillar of this theme is about conflict management, from the aspects of 

Jordanian family-owned businesses mentioned previously and according to respondents' 

responses to the researcher questions "how the conflicts in family business resolved 

between family members?, and Do you notice any conflict of interests with family 

members working in the firm?", the researcher found out that the legal form of these 

businesses is the main issue, whereby most of them work under a legal form which 
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doesn’t match the real verbal agreement between family members. Accordingly, these 

businesses are a step back at the time of other well-managed family businesses looking 

to transform their business into a public shareholding company to guarantee their 

business continuity and sustainability. These practices in Jordanian family businesses 

cause them to miss the core of corporate governance, which is around management, 

control, and accountability, according to (Mori and Charles, 2019); (Devine 2017). The 

mismatch between the real firm legal form and the registered one managed and directed 

for expenses purposes and to save governmental fees and taxes is aligned with 

Abouzaid (2008), Abu Ghazaleh (2018), El-Kassar et al. (2018), Al‐Najjar (2010). They 

argue that many Jordanian family-owned businesses did not adopt the corporate 

governance framework because of their misconception toward its high cost without 

guarantee of its benefits. 

 

"My father used to manage his business in a centralization management 

pattern, where the delegation of authority for family or non-family managers 

lower than 10% and his style in doing things let our business to miss 

investments opportunities and also thinking in other growth and expanding 

options" [R. 8]  

 

"We govern our business practices through our family values and beliefs, 

and without any documented policy for these issues" [R. 18]  

 

Another aspect of Jordanian family businesses that may lead to conflict is the family size. 

Jordanian families often involve a large family size that may come up with widely 

divergent opinions and different points of view about every single issue. These 

businesses can't manage the family size issues to benefit from its advantage and 

eliminate its disadvantages. This opinion is inconsistent with El-Kassar et al. (2018), 

Al‐Najjar (2010), who argues that corporate governance is built on the unique 

advantages of family businesses to ensure that family businesses work on their 

weaknesses and leverage their strengths. 

 

"We are five brothers and our father, and I can see it myself that we can't 

manage our meetings to run smoothly, and there is always an unhealthy 

discussion that leads to conflicts" [R. 7] 

 

Conflicts may occur in Jordanian family businesses because of the founder centralized 

management style, which harms the qualified family members through neglecting their 
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opinion in the decision-making process and preventing the non-working family members 

from joining the business. Participants argued that the absence of a well-prepared 

preparation plan for family members forces the founder to stick to his centralisation style. 

This opinion is partly consistent with Abouzaid (2008) Abu Ghazaleh's (2018) argument, 

which highlights that easy and quick decision-making of family-owned businesses refers 

to the lack of formal rules and systems that may introduce problems can only be solved 

through good corporate governance practices. 

 

"I'm looking to reduce conflicts conflict between my sons, through my 

centralization management style, but this approach caused a high level of 

pressure over me" [R. 9] 

 

In response to the researcher question "How you solve conflicts of interests with 

family members if they existed?", the researcher found that Jordanian family 

businesses suffer from a lack of any written policies that may manage their conflicts and 

depend heavily on the founder where most of them don’t know anything about family 

constitution or governance policies. These family members thought that they were far 

away from conflicts and disputes because of their working and good health father and 

their common values. This is inconsistent with enterprises working in a rapidly changing 

environment, and the external environment, society, and culture impact business 

founders' decisions and management style (Hartzler, 2016; Aronoff et al., 2011). 

 

"I know that there are many family businesses collapsed and failed to 

continue because of many unspecified reasons, but I think the main reason 

is the absence of conflict management policies" [ R.7]   

 

In response to the question "Do you believe that major conflicts lead to split in the 

family business? What the consequences of this split if happen?", respondents 

also pointed out that conflicts between family members may occur because of the 

absence of many human resources management policies that clarify family members' 

career path, compensation policies, authorization matrix, and many more policies that 

clarify any vague issues and eliminate the unfair feeling which leads to conflicts as 

mentioned earlier and may lead to split the business. EFILWC (2002) argued that human 

resources management is one of the critical factors which affect family business 

performance directly and indirectly. Still, it isn't mentioned in the literature that its 

absence may cause conflicts and disputes between family members, but in Jordanian 

business, it is.  
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"I can see that there isn’t any preference between family members working 

in the business, although they are different in their accomplishments and 

added value for the business, which may lead to injustice feeling for some 

of them" [R. 2] 

  

In response to the question "How the conflicts in family business resolved between 

family members?" the candidate successors interviewed believe that there is a positive 

relationship between the existence of a professional succession plan and human 

resource management policies and reduction of conflicts between family members, 

which for sure will affect business continuity and sustainability. This opinion is partly 

mentioned by Lee et al. (2015), who argued that strategic planning theories reflect how 

family businesses prepare and develop their strategies to balance the demand of 

business and family with the business outcomes and face unexpected challenges in 

human resources management. In Jordanian family businesses, conflicts are 

unexpected challenges facing them. They don’t know how to deal with these challenges 

using their management style without exploring new solutions and approaches.  

 

"Building a strong and cohesive business needs strong family relations, 

where these strong family relations will prevent conflicts between them" [R. 

4]  

 

"I can notice conflicts between family members, and I can't even talk about 

it with any one of them because they considered it as private issues, and 

they will not allow anyone to talk in it" [R.17]  

 

iii. Commitment and management 

 

In response to the questions "Do you notice any conflicts of interests with family 

members working in the firm?, and Is there a board of directors and meet 

regularly?",  participants agreed that they consider family members as the board 

members, without any regular meeting and clear policy for decision-making or decision 

approach.  Other interviewed respondents can't differentiate between the family council 

and business board and when to discuss family issues or business issues. This fact is 

inconsistent with Mori and Charles (2019) argument that the board of directors' role in 

family firms is to safeguard the family-owner self-serving behaviour and prevent the 

requisition of minority shareholders. This role of the board of directors will reduce agency 
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problems and agency costs effectively. Family-owned businesses should invest in 

internal governance mechanisms such as incentives mechanisms and board of directors. 

 

Several respondents argued that despite differences between family members' 

educational level, skills, and experience, they might have similar weight in their votes in 

any family or board meetings. This issue needs to be managed and decided 

professionally by the founder. This opinion is built upon feelings and inconsistent with 

many governance theories. Sonfield et al. (2016) argue that governance practices should 

be used strictly even if family members hold managerial positions. They refused the 

separation of ownership and management choice. These choices need an in-depth 

understanding of the strategic planning stage in family-owned businesses. 

 

"I'm trying to commence a regular meeting with my brothers and my father, 

but unfortunately every time there are new circumstances that prevent us 

from completing it, and if it happened, the meeting often ended with 

disputes" [R. 7]. 

 

Respondents argued that in most Jordanian family businesses, the senior management 

positions are held by family members regardless of their qualification to hold these 

positions, with maintaining the centralization approach by the owner, which affects the 

business operations and creates an unhealthy working environment. This fact is 

consistent with Sonfield et al. (2016), who argues that traditions may affect the family 

businesses, and business founders willing to employ unqualified relatives and family 

members because of traditions and values dominating their attitude, but according to El-

Kassar et al. (2018) promoting a new corporate principle among firms, and relate it to 

social and economic standards is a must through the adoption of corporate governance 

practices in Arab countries. 

 

In response to the question "Are the board of directors' members chosen in a 

professional approach? Is there any independent member or outsiders? Why?", 

the researcher found that these Jordanian businesses are worried about assigning a 

specialist, professional, and qualified non-family manager to lead the company or even 

to hire a business consultant, non-executive CEO, or non-family board member because 

of founders' thoughts about conspiracy theory and distrust of others. These thoughts led 

the firms to miss the new external experience and integrated development benefits. This 

fact isn't mentioned in the literature that the researcher looked at. The researcher argued 
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that this way of thinking is because of the unstable economic and political environment 

that Jordanian businesses work in. 

 

"The existence of a non-family manager let family members hold him 

accountable about his achievements and fulfilment of his job tasks 

smoothly and in a transparent manner" [R. 1] 

 

"One of the family members claim that he will leave the company if the 

company appoints an external consultant" [R. 19]    

 

Many participants, especially from the second generation, also believe that professional 

corporate management practices will increase their business’ competitive advantage in 

the market, especially if there are policies and regulations that manage the relationships 

between everyone working in this firm. Simultaneously, founders are stressed and 

hesitate to take this step because of many non disclosed perspectives. This opinion also 

doesn’t exist in the literature, and it is also generated because of first-generation 

thoughts around conspiracy plans.   

 

"From my point of view, clear policies and regulations will support the 

business with a priceless resource which is time to be spent to achieve 

business objectives and goals instead of solving conflicts and disputes" 

[R. 3]  

 

Jordanian family businesses don’t have any rules and policies to manage their conflicts, 

and they depend only on one person. In contrast, Srieh et al. (2019) said that family 

businesses have weak corporate governance practices, and they have great reluctance 

to change their old way of running their business. Simultaneously, Middle Eastern family 

businesses have an opportunity to increase their value by 18% if they apply a sound 

corporate governance practice. 

 

The mismatch between their firm legal form and the verbal agreement between family 

members leads them to give dividends without any profit-sharing method or policies. This 

behaviour causes many problems and issues when one of the family members has a 

unique and different plan for his small family. From the research and literature, I looked 

at. It would seem that this is another cause of conflicts and disputes which Jordanian 

family businesses need to be aware of. 
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According to the above three main and major elements of governance in Jordanian 

family-owned businesses identified by participants through the interviews, these were 

transparency and disclosure (p195), conflict management (p196), commitment and 

management (p199). The analysis of the research in this theme refers to the aspect of 

Jordanian family-owned businesses and succession planning adopted in these 

businesses through a shape of the strategic plan that affects business continuity and 

sustainability according to the founders, CEO's, and candidate successors' opinions. 

One of the main findings is the importance of the role of the founder in this kind of 

business to manage these three main issues in his life and to decide and use his power 

to achieve long term goals and objectives. 

 

Furthermore, this theme reflects the founders, CEO's, and candidate successors' 

observations and experience about corporate governance, how it is affected by the 

succession planning used in family businesses and how it impacts business continuity 

and sustainability. The next theme will focus on the family and business vision and 

mission and how it impacts business continuity and sustainability. 

 

4.4.4 Theme 4: Family and business vision and mission and how it impacts 

business continuity and sustainability.  

 

In responding to the researcher question, "Does your firm have a clear and declared 

vision and mission statement? Who formulates it and how?", several respondents 

argued that their firm didn’t have a written vision and mission statement. They may have 

these statements for company profile and website issues only, without any seriousness 

in dealing with these statements. This fact is inconsistent with Sotiriadis (2015), Bolland 

(2017); AlKhanafaji and Nelson (2003); and Sergio (2011), who argue that family 

businesses should have a clear plan for actions and decisions to achieve their vision and 

mission through effective and efficient policies. 

 

"Fortunately, we have a written vision and mission statement, but 

unfortunately no one in our enterprise knows it or keep it in his memory 

and deal with it as a lighthouse that all of us have to walk towards it" [R.8]    

 

 

From respondents responses to the question "To what extent can family members 

express their vision for the business as a source of income, satisfy their needs, 

employment, and satisfy their career ambitions?, the Jordanian family vision towards 
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the business is that this business is the identity of their family and means a lot for them in 

the society they live in, where a high percentage of these businesses don’t have and 

don’t allow discussion on the family members vision towards the business. Jordanian 

businesses need greater awareness about saving this identity through being ready to 

deal with complex situations that arise from non-routine events facing the overall 

organisation (Turner, 2017; Johnson et al., 2008; Esfahani et al., 2018; Sotiriadis, 2015). 

 

"I don’t think that I will be happy when I hear a family member plan for my 

business without referring to my opinion, because this business means a 

lot for me" [R. 19] 

 

From respondents responses to the question "Do you have a declared and systematic 

strategic plan?" the majority of the interviewed Jordanian business founders argued 

that conscious strategic planning is missed in Jordanian family businesses, which aims 

to fulfil the family and business vision and mission. Family members' participation and 

clear human resources management policies to manage the relationship between family 

members and the business are important for business continuity and sustainability. This 

researcher found out that Jordanian family businesses are proud of their achievement in 

letting their family members join the businesses. Still, unfortunately, they are not aware 

of how to manage these resources efficiently and effectively. 

 

"We don’t have any documented strategic plan, but the road map of this 

business is in my brain, and I can manage it" [R. 18] 

 

This previous fact is inconsistent with Braun et al. (2016), Brunninge and Melander 

(2015), Bolland (2017) who argue that family involvement in management, and the 

intersection between the three unique subsystems (family, ownership, and management) 

is conceived as a potential source of unique resources and capabilities that supports the 

firm with a unique competitive advantage, where in order to build an effective and 

efficient strategic plan for family businesses, FoBs have to take into their account their 

unique characteristics, such as; the overlapping between the three main subsystems 

(Ownership, Family, and Business), the unique values, beliefs, and goals of family which 

may guide the strategic direction, the distinctive resources and competencies generated 

between family members, the difference between the agency conflicts and the traditional 

owner-manager conflicts, the succession process and willingness to transmit the 

business to the heirs, and finally, the altruism to favour business interests over the 
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personal returns. Unfortunately, these issues are not realised by Jordanian family 

businesses. 

 

"The founder believes that his business will continue to his successive 

generations by default and without any extra effort, with an absence of 

strategic planning and clear policies for family members entry and exit from 

the business" [R.4] 

 

The researcher found out that there are five main issues repeated in almost all 

respondents responses; these issues are related to human resources management 

strategies, and these are; Job description and KPI's, compensation policy, organisational 

chart, career path, and authority matrix. This argument is aligned with (Lee et al., 2015; 

Brunninge and Melander, 2015). 

 

The respondents' opinions can be divided into four groups; the first group believes that 

these issues are important to manage non-family members and less important for family 

members. The second group realised the importance of these issues and believed that 

family members should be preferred over non-family members. The third group believes 

in issues importance and its equality and similarity between family and non-family 

members, whilst the fourth group argued that they deal with these issues daily and 

modify them day by day depending on the cases that occur. 

 

 Other researchers looked at, where other researchers didn’t mention the strategic 

management in family-owned businesses point of view and focused on family-owned 

businesses as a family foundation only (Sharma et al., 1997). The most important issues 

are about improving business performance and maintaining business sustainability 

rather than family members' relationships only. The strategy formulation process should 

be dynamic in family-owned businesses because of permanent changes in the 

interaction between family and business (Sotiriadis, 2015; Songini et al., 2018).  

 

"my brothers are enjoying the flexibility of my father verbal decision to join 

or leave the business any time you want, and they took this advantage as a 

grant, but this attitude creates an inconvenience in daily operations and 

conflicts between family members" [R. 8] 
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"I feel lost when I want to decide my children working issues and when I'm 

thinking about the best practice for their compensation scheme and career 

path. Till now I don’t know what the best approaches used to deal with 

these issues, which balance between business and family interests are" 

[R.10]  

 

In response to the researcher question "Could you describe the relationship between 

family members and the founder? How the relationships among family members 

affect the succession process and business continuity?", respondents argued that 

most Jordanian family business owners focus on stable and harmonious relationships 

between family members working in the business. These businesses manage their 

human resources, particularly the family members, and are far away from being done 

professionally. Other respondents, for example, mention the unprofessional approach to 

work hours and don't match the needs of third-generation whose priorities are changing. 

This opinion is inconsistent with Lee et al. (2015), Dafna (2008), and Jarzabkowski and 

Kaplan (2010). They argue that strategic management and long-term planning will allow 

businesses to achieve greater success and fulfil their true potential, where the idea of 

strategic planning is at the core of business and decision-making. 

 

From respondents responses to the question "what are the best methods for family 

members' compensation and rewards mechanisms and compare with non-family 

members ones?", the researcher found that there isn’t any clear compensation scheme 

in most Jordanian family businesses. The existence of a clear compensation scheme is 

attached to the existence of a clear vision and mission.    

 

"There are no clear policies for compensation and rewards for family 

members, but I know that there are salaries and incentives, but it lacks a 

clear mechanism and program for obtaining them" [ R. 7] 

 

"…And I think that the existed compensation scheme will not be valid after 

the absence of the first generation or the founder" [R. 4] 

 

In response to the question "How family members are aware, prepared, and 

developed to join the business? What is the role of the founder and family meeting 

in their induction process?" the researcher found that applying the professional 

corporate work plan in Jordanian family businesses need a suitable level of knowledge 

and experience to be available in family members, which will aid the founder in 
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managing this resource, starting with a comprehensive program for their children's 

preparation and training. The preparation program will increase their awareness and 

involvement to manage their business efficiently in the future. Jordanian family-owned 

businesses well know this fact, but unfortunately, it's not applied in any of them. This 

opinion is consistent with Braun et al. (2016), Ibrahim et al. (2004), Belmonte et al. 

(2017), Esfahani et al. (2018), who argue that organisations failed to implement around 

70% of their strategic plans, where the ineffective strategic planning usually occurs 

because of lack of management commitment, vague strategies, business culture, and 

resistance to change, or misallocation of resources.  

 

"I know that there are differences between family members' skills and 

knowledge level, and that is clear in family members working with us. I 

think in our model, the capability of every person referred to everyone 

willing to learn or not without any overall program to follow" [R. 2] 

 

From respondents responses to the question "what are your firms' core strengths, 

and how your firm gains its competitive advantage?" respondents argued that the 

common values between family members play a major role in achieving their family and 

business vision and mission. This argument is consistent with (Soto Maciel et al., 2015). 

The Development of children's responsibility for holding senses, motivating them, and 

preparing them properly counted as the main role of the founder for business continuity 

and sustainability.  

 

These businesses missed the professional approach in preparing and motivating family 

members as they follow their traditional approach. Common values are important for 

family businesses. Still, it needs to be invested professionally to support and achieve the 

business vision and mission. Esfahani et al. (2018), Turner (2017), Okumus (2003) 

argued that most of the Fob's managers are trying to implement strategies without 

realising and understanding of many other factors that should be addressed to let 

strategy implementation work. Family business traditionally strategic planning models 

and tools focus on business needs and goals without addressing family challenges and 

circumstances that prevent them from exploiting their resources efficiently. What will 

happen for Jordanian FoB's if they ignore the changes needed? 
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"My father used to put my brothers and me under pressure to achieve 

success, and he used to wake us up early in our schools' vacations to 

accompany him to his work to test our abilities and develop our skills" [R. 

13]  

 

"This business has many advantages and disadvantages, but I wish that 

they invest in their communication plan between family members to 

achieve their vision and mission" [R. 21] 

 

The previous statements reflect the importance of strategic planning and human 

resources management in family businesses to guarantee business continuity and 

sustainability. Unfortunately, the interviewed Jordanian family-owned businesses stated 

that they aren't clear without formal strategic plans, and most of them mix between family 

and business priorities. This opinion is inconsistent with Braga et al. (2017), Ward and 

Montemerlo (2011), Sharma et al. (1997), Uribe et al. (2017), Sonfield et al. (2016), 

Al‐Najjar (2010), El-Kassar et al. (2018) who argue that family-owned businesses are 

permanently looking for strategies and models to employ and guarantee their success 

and sustainability. Strategic management in family-owned businesses differs from non-

family businesses, which focus on wealth creation through competitive advantage. Still, 

in family-owned businesses, the strategy must consider other unique family business 

factors such as considering family members' feelings, ownership, family interests and 

family relationship when thinking about strategic choices. What if Jordanian FoB's refuse 

to consider these factors in their strategic planning?. 

 

 4.5 Summary of the Research Findings 

 

This previous chapter discussed this study's findings and outcomes, which set out to 

explore the Jordanian family-owned businesses main aspects (p161), the impact of 

succession planning in Jordanian family-owned businesses on business strategy and 

governance in this type of business (p187), and the major elements of governance and 

strategy (p194), and how it impacts business continuity and sustainability (p202). 

 

The chapter described how the researcher determined the major aspects of Jordanian 

family-owned businesses and the role of these main aspects in the succession planning 

adopted, governance practices used, and strategy in this type of business. EFILWC 

(2002), BIS (2011), Abouzaid (2008) argue that family businesses' unique features and 

unique structure are the main sources of their businesses competitive advantage. The 
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main features and aspects found in participants' responses were about motivation, 

government laws, family members' commitment, core strengths, ownership legal form, 

values, culture, family size, Islamic Sharia law, emotions, and social and human capital. 

According to Jordanian culture, the researcher founded these special aspects according 

to the specific category of respondents who are founders, CEOs, and candidate 

successors from the male gender only without any female.  

 

The chapter also reflected the role of Jordanian family businesses aspects in the 

succession planning adopted, governance, and strategy in these businesses.  

The findings of the interviews showed that business founders are unaware of the 

importance of clarity of every family member position in the three-circle model and their 

awareness towards the changes and development that may occur over time which is 

presented by (Poza and Daugherty, 2014). This attitude occurs through their insistence 

toward implying their centralised management style, absence of authorisation matrix and 

delegation, and the absence of a clear mission and vision towards their business future. 

Moreover, this type of management style creates a high level of misunderstanding 

between family members and leads to business discontinuity, according to the 

researcher's perceptions of respondents' responses. On the contrary, this management 

style may lead to efficiency and sustainability from Jordanian FoB's point of view.   

 

The chapter also described the researcher findings of succession planning approaches 

in Jordanian family-owned businesses and classified these approaches as professional, 

traditional, and unconscious succession planning. Moreover, it discussed the effect of 

succession planning approaches on business strategic management, governance, 

continuity and sustainability. It focused on the founders' responsibility towards deciding 

the enterprise succession planning, and implementing it seriously without permitting their 

success prevents them from predicting and planning for their business and family future. 

The researcher is aware that respondents may reflect a bright picture about their 

business practices without showing the true face of their practices. 

 

The main aspects of corporate governance practices in Jordanian family-owned 

businesses are also discussed in this chapter. Participants' main factors covered three 

main pillars: transparency and disclosure, conflict management, and commitment and 

management. 

 

Finally, these businesses missed the professional approach in preparing and motivating 

family members used to following their traditional approach, added to that the common 
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values are priceless for family businesses, but it is needed to be invested professionally 

to support and achieve business vision and mission. Developing children's responsibility 

holding senses, motivating them, and preparing them seriously counted as the main role 

of the founder for business continuity and sustainability.  
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Chapter Five: Research Conclusions, Contributions, and Recommendations 

 

5.1 Introduction 

 

This chapter will present a conclusion for this research, a general discussion of the 

findings, and the study's contributions to answering the research questions and meeting 

this research aim and objectives. 

   

Section 5.2 will revisit the research aim and objectives of the study. Section 5.3 

discusses and revisits the findings, and section 5.4 provides this thesis contributes to 

knowledge, literature, and practice. It also will provide a practical implication of this 

study. Section 5.5 discusses the limitation of this research and future research. Section 

5.6 represents the researcher's personal reflection on the doctorate journey. 

 

 5.2 Revisiting the Research Aim and Objectives 

 

This section will review the study aim and objectives (see Sections 1.2 and 1.3) to 

validate that this research attained its objectives. The main research aim was:  

 

- To explore in-depth how professional succession planning might evolve corporate 

governance practices through identifying and describing the key aspects of 

family-owned businesses in Jordan. 

 

The research focus answered its main research question and sub-question, which are: 

 

Main-Question - "How does traditional succession planning impact the corporate 

governance in family-owned businesses in Jordan".  

 

Sub-Question – "what steps could be taken to identify effective corporate governance 

practices in the long term". 

 

To fulfil this research aim and to answer these questions, three major research 

objectives were determined: 

 

o Objective 1: To identify the key aspects of family-owned businesses in Jordan 

and how succession planning normally takes place. 
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o Objective2: To evaluate the impact of traditional succession planning on 

corporate governance in family-owned businesses in Jordan. 

 

o Objective 3: To investigate the potential dimensions of good corporate 

governance practices in the long term in such businesses in Jordan.  

 

The methodological approach adopted was used to explore how Jordanian family-owned 

businesses succeeded in finding the main and major aspects of Jordanian family 

businesses and exploring the role of these aspects in the succession planning adopted 

governance practices used and strategy in these businesses. 

 

Family-owned businesses importance emerged from its contribution to more than 70% of 

the global GDP – GWP-and forming around 75% of businesses worldwide (Times, 2014; 

Alshaeel, 2016). According to Collins and O'Regan (2011), family-owned businesses that 

contribute to the global economy exceeds non-family-owned businesses. Family 

businesses are the most important pillar for most economies worldwide (Shepherd and 

Zacharakis, 2000; Abouzaid, 2008; Abouzaid, 2014). Moreover, since Jordanian family-

owned businesses formed around 90% of small and medium-sized businesses in 

Jordan, where only 10% of these businesses pass to the third generation, and only 3% 

of them survive past the third generation (Al Emam, 2014), and family-owned SMEs are 

very important for Jordan's economy, where its sustainability affect Jordan's economic 

growth according to (Jordan Institute of Directors, 2014). This fact reflects the 

significance of this type of business leads to it being a subject of research that needs an 

in-depth investigation.  

 

Sonfield et al. (2016); Welsh and Raven (2006); Zimmerer (1995); Al Emam (2014) 

highlight that many changes surrounding the Middle East region imposed family 

business to change fast, and be prepared to respond to these changes using the skills 

required, competencies, and the right infrastructure to respond rapidly and survive. 

Changes surrounding the family-owned businesses internally and externally create 

challenges towards its sustainability and continuity, such as succession and transferring 

of leadership challenges, conflicts challenges between family members, globalization 

challenges, and limited age of family businesses (PwC, 2016; Jordan Institute of 

directors, 2014; Louie et al., 2019; Jordaan, 2012). 

 

Sonfield et al. (2016), Al‐Najjar (2010), El-Kassar et al. (2018) argue that family-owned 

businesses are permanently looking for strategies and models to employ and guarantee 
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their success and sustainability. Family businesses need to concentrate on succession 

planning simultaneously with governance to govern the dynamics of family businesses 

while preparing offspring to be involved in the business to avoid agency costs in the 

future. Family businesses should develop their core competencies that contribute to 

forming their family vision and draw their future (Crick et al., 2006). However, as 

expected, family business succession and governance have become a significant 

concern in Arab countries.  

 

5.3 Findings and Attained Objectives 

 

The main outcomes of this research have been presented through the four themes about 

succession planning and Jordanian family business continuity and sustainability (p.161). 

The first theme concerns the role of Jordanian family-owned business' aspects towards 

succession planning, corporate governance, and strategic management (p.181). The 

second theme is about the impact of succession planning for Jordanian family-owned 

businesses on business strategy and governance in this type of business (p.187). The 

third theme focuses on the main and major elements of governance in Jordanian family-

owned businesses (p.194). The fourth theme concerned the importance of the family and 

business vision and mission and how it impacts business continuity and sustainability 

(p.202). These themes were reflected from respondents' responses and counted as 

major themes of this research. 

 

- The 1st Objective: To identify the key aspects of family-owned businesses in 

Jordan and how succession planning normally takes place. 

This objective was attained through presenting the first and the second themes. The first 

theme highlighted the main and major aspects of Jordanian family-owned businesses 

and these aspects' role in succession planning, governance, and strategic management 

(p.161). The main interesting finding is that the eleven aspects found in respondents' 

responses revolve around the founder perception of these aspects and how to employ 

them to serve his goals and objectives. The interviews responses also agreed that the 

founders' level of awareness towards strategic management, succession planning, and 

governance is the main controller for their attitude towards business continuity and 

sustainability. These aspects that surround Jordanian businesses, such as motivation, 

commitment, ownership, culture, emotions, etc. differ from what EFILWC (2002) 

mentioned that family business characteristics enhance their performance through many 

aspects such as family management eliminates the principal-agent problem and agency 
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cost efficiencies, leadership efficiency through the centralised decision-making and lower 

transaction cost, stakeholders' efficiencies through increasing loyalty and trust by 

employees, managers, and customers, and finally; longer time for decisions relating to 

investments which constrained by limited time pressure according to fix agenda and 

plans. 

- The 2nd Objective: To evaluate the impact of traditional succession planning on 

corporate governance in family-owned businesses in Jordan. 

 This objective was attained through presenting the second theme. According to the 

researcher naming, the second theme revealed the difference between the main 

succession planning approaches used in Jordanian family businesses, which are 

professional, traditional, and unconscious (p.187). How are these approaches affected 

the main aspects of the Jordanian family businesses, and how do they impact corporate 

governance and strategic management. Jordaan (2012) argues that family-owned 

businesses' main challenges centred on management and ownership, succession 

planning aspects, firms' governance structure, and managing family's wealth. 

Additionally, the main finding in this theme is the impact of traditional succession 

planning, which neglect the importance of second-generation preparation and many 

other factors that lead to conflicts and disputes between family members. 

- The 3rd Objective: To investigate the potential dimensions of good corporate 

governance practices in the long term in such businesses in Jordan. 

 

This objective was attained through presenting the third theme, which revealed the main 

and major elements of governance in Jordanian family-owned businesses, where 

respondents believed that transparency and disclosure, conflict management, 

commitment, and management are the main potential dimensions of good corporate 

governance practices in Jordanian family businesses, which are affected by the 

succession planning adopted and strategic plans commenced (p.194). These pillars play 

a major role in business continuity and sustainability.  

 

Theme four concerned the importance of the family and business vision and mission and 

how it impacts business continuity and sustainability through the human resources 

management policies (p.202). These policies should include a job description, KPI's, 

compensation policies, organisational chart, career path, and authority matrix to give 

family members working in their business the choice to continue or to withdraw 



 

Page    213 of 257                                                                                                  

transparently. This theme serves the strategic management, succession planning, and 

governance in such businesses in the Jordanian context. 

 

 5.4 Contribution to Knowledge 

 

This study counted as a valuable contribution towards gaining an in-depth insight and 

better understanding of family-owned businesses in Jordan, where this study contributed 

and added value to the literature of Jordanian family-owned business succession 

planning and corporate governance. It enriched the level of professional practices in 

these businesses. 

 

 5.4.1 Theoretical Implications  

 

The first contribution of this study involves fulfilling the desire to explore more about 

Jordanian family businesses at the time of the limited number of researches about this 

type of business in Arab countries. The gaps in literature have been addressed through 

this research, where this research explored a new geographic area in succession and 

governance. There is no consensus on the outcomes of the studies about succession 

planning and corporate governance in family-owned businesses that have been 

commenced around the world, and every research has its outcomes due to many 

reasons such as different measures, criteria, periods, classification, analysis technique, 

etc. This piece of work added a distinct contribution to knowledge about family-owned 

businesses in general, and it started a new opportunity for further studies and research. 

According to Braun et al. (2016), family businesses face a failure in strategy 

implementation when there's a clear gap between each family member needs and want.  

 

This study has provided a theoretical contribution to adopting the resource-based view 

theory, the Gersick three-circle model, and the three-dimensional development model. 

This research has contributed to the resource-based view (RBV) theory. Jordanian family 

businesses counted as a source of unique resources and capabilities that supports the 

firm with a unique competitive advantage, where to build an effective and efficient 

strategic plan for family businesses, FoBs have to take into their account their unique 

characteristics, such as; the overlapping between the three main subsystems 

(Ownership, Family, and Business), the unique values, beliefs, and goals of the family 

which may guide the strategic direction, the unique resources and competencies 

generated between family members, the difference between the agency conflicts and the 

traditional owner-manager conflicts, the succession process and willingness to transmit 
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the business to the heirs, and finally, the altruism to favour business interests over the 

personal returns. This research has expanded the scope of the resource-based view 

theory in Jordanian family-owned businesses to include the unique internal aspects of 

these businesses in a specific context. 

 

Additionally, this study contributed to adopting the Gersick three-circle model and the 

dimensional development model. The Gersick three-circle model presents that any 

individual linked with the family-owned business could be placed in one of the seven 

intersected sections. The intersection between the three family business systems – 

ownership, family, and business – supply the business with unique resources and 

capabilities, which count as the main breeder of firm sustainable competitive advantage 

and growth (Aloulou, 2018). The researcher found out that the family-owned business's 

external environment is an important system that needs to be taken into account in 

addition to the family, business, and ownership systems when studying family-owned 

business. This research contributed to adding the external environment like the pool 

system that these three intersected systems dip in when studying family-owned 

businesses. 

 

The Three-Dimensional Development Model reflects how every subsystem in the family 

business has its development dimension. The family axis goes through the four stages of 

a young business family, entering the business, working together, and passing the baton. 

The ownership axis includes the controlling owner, sibling partner, and cousin 

consortium. The business axis includes three stages: start-up, expansion/formalization, 

and maturity (Ramadani and Hoy, 2015). This study suggests that the development of 

the external environment could be added as the fourth dimension to this development 

model when studying family-owned businesses. The external environment axis goes 

through stable and dynamic stages, which must be taken into account when studying 

family-owned businesses. 

 

Finally, the exploration of the key aspects of Jordanian family-owned businesses and 

how succession planning takes place in these businesses in the Jordanian context 

supports the researcher in evaluating the impact of traditional succession planning on 

corporate governance in FoBs in Jordan. This research enriched the literature with these 

exclusive aspects of Jordanian family-owned businesses, succession planning, and 

governance in these businesses, which are counted as an important contribution for 

family-owned businesses continuity and sustainability. 
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 5.4.2 Practical Implications 

 

Built upon the various contributions of earlier scholars (i.e. Salman, 2005; Poza and 

Daugherty, 2014; Gersick et al., 1997) and the findings of this study, the three-circle 

system model and the three-dimensional development model (see Figure 7 and 8) 

revealed how this study contributed to knowledge by exploring the major and main 

aspects of Jordanian family-owned businesses, which are assumed to be the main pillar 

to be considered before planning and thinking about this type of business. The major 

aspects explored are unique and exclusive for Jordanian family businesses, and it is a 

turning point for these businesses strategic planning. This study suggests two options for 

Jordanian businesses in light of their unique aspects; the first option is to modify and 

follow a correction plan for bad aspects from the best practices point of view, or to follow 

the second option, which is to adapt with these unique and bad aspects and come out 

with a special framework to follow by Jordanian businesses.  

  

The researcher found that Jordanian family business's unique and exclusive aspects 

affect their performance towards continuity and sustainability. These business founders 

need to be aware of different types of business legal forms before registering their firm 

and the consequences for each type of form. The researcher found that these data may 

be announced publicly but unfortunately, when the absence of governmental awareness 

sessions combined with business founders ignorance towards reading and 

understanding laws put these businesses at risk from the beginning, and later on, they 

will try to solve this issue through wrong solutions. This fact is assumed to be an 

obstacle for family businesses, which may cause business failure and deprive them of 

continuity. 

 

Another practical contribution of this study was that Jordanian family business founders' 

perception of their core strengths and their boastfulness of their achievement and their 

long years of experience prevented them from using scientific and creative thinking. 

Moreover, the researcher found that traditional succession planning practices were 

caused by special aspects of Jordanian family businesses created by their traditional 

way of thinking or attitude. Lansberg (1999) argued that the succession process needs 

practical and emotional aspects starting from how to mentor successors, set up a 

systematic selection process, and make the best use of the board of directors during 

times of transition. Jordanian business founders' traditional way of motivating their 
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children and stimulating their commitment to the business created a gap that prevented 

them from practising professional succession planning in the future. 

 

Another contribution of this research to the practice resides in its implications for 

business founders and candidate successors to be aware of the mixture of values, 

traditions, customs, culture, emotions and Islamic Sharia laws in Jordanian family 

businesses' planning and decisions which affected them and their decisions, directly and 

indirectly, which certainly impacts their strategic perspectives, succession planning, and 

governance practices. The mixing attitude can cause these businesses succession 

planning to be lost. It was seen as a major source of conflict and dispute, where such 

practices create unexpected threats and challenges that may lead to Jordanian family-

owned business discontinuity. 

 

Founders and CEO's needed to be aware that Jordanian family-owned businesses didn’t 

have any mechanism for strategic planning practices, and they depended on the 

unorganised short-term planning only. This short term planning usually targets the 

business main daily operations. It ignores the long term planning through this ad hoc 

process, which occurs through the absence of a clear and announced vision and mission 

statements. Moreover, these businesses also have limited experience and a low level of 

awareness towards succession planning, which may occur because of their short life and 

the short life of Jordan as a country, and most of third-generation has not arrived yet, 

and the founder is still alive and managing his business. This fact clarifies the reason 

behind business discontinuity and split of business after the founder passes away 

because this is the obvious solution that heirs often follow. 

  

According to the Jordanian family culture highlighted by EFILWC (2002), BIS (2011), 

Abouzaid (2008), most Jordanian businesses have unspoken customs that gives the 

founder great power in controlling the decision-making process. This culture also gave 

the eldest son the right to succeed after the owner, neglecting the right of other qualified 

siblings to succeed the owner, where founders usually put their effort into training and 

giving directions to his old son at the time of large family size, where this concern is 

considered a part of traditional succession planning to prepare the oldest son as a 

successor. For this reason, this study pointed out that Jordanian family businesses have 

to follow a professional succession plan, which aims to prepare the next generation and 

give all of them equal chances. This is accounted as a major contribution of this 
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research. The researcher found out that Jordanian family businesses are proud of their 

achievement in letting their family members join the businesses. Still, unfortunately, they 

are not aware of how to manage these resources efficiently and effectively. There are 

many factors and aspects in Jordanian family businesses that affect their sustainable 

competitive advantage and, therefore, their continuity and sustainability.  

 

 

Another contribution of this research is the cultural perspectives, which are considered 

the main drivers for these businesses' management styles, where founders' bureaucratic 

and centralised management style led to issues and disputes in business and family. 

There is a huge amount of conflict and dispute between family members during their 

father's lifetime. These conflicts can cause splits in the business and family and dire 

consequences if the founder dies, retires, or becomes sick. Therefore, this study 

suggests that founders wishing to be more efficient have to be subjected to an 

awareness session about the importance of these issues to guide them towards adopting 

this initiative seriously towards changing their management style and leading the project 

of sharing decision-making and power literally. This step will open the door in the face of 

accepting new ideas and different opinions, which will increase the probability of 

sustainability and continuity. 

 

Moreover, the high impact of cultural perspectives on the interviewed Jordanian family 

business operations reflects the cause of the absence of the human resources 

management mechanisms for family members working in the business, and the way of 

thinking of them that lead them to join their family business or choose to follow their 

career path outside the family business. Family business founders preferred that their 

offspring join the business. They believe that they are responsible for continuing their 

family legacy as this business reflects their identity in the absence of strategic planning 

and governance. Therefore, this study also suggests that if the founder takes a hard 

decision and decides his family members job descriptions, KPI's, compensation policy, 

career path, and authority matrix according to the formal organisational chart, are made 

devoid of any emotions to support the business towards implementing a professional 

succession plan, avoid conflicts and disputes, and increase the likelihood of achieving 

sustainability and continuity. 
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Family businesses are advised to consciously deal with the succession planning concept 

with their professional standards to support these businesses with a rigid base that will 

support their sustainability and continuity. This achievement should be achieved through 

fairness between family members and giving all of them equal chances to succeed the 

founder according to their skills and qualifications.  

 

The study found that the traditional succession plan or practices in Jordanian family 

businesses consist of the main rule: the eldest son is the first option to succeed the 

founder unless he has a major problem and regardless of his qualifications. These 

businesses often try to raise their eldest son differently without any clear argument if they 

are doing this consciously or unconsciously, but this issue often occurs when other 

children grow up and become more conscious. According to this study's outcomes, the 

researcher found that conflicts occurred when founders became distant from the 

business, for example, because of health issues or when children became older and held 

more financial and social responsibilities. 

 

The traditional succession plan has a negative and disastrous impact on corporate 

governance. The conflicts and disputes between family members because of these 

practices lead to unexpected behaviour characterised by conspiracy and unclear 

attitudes. The study found that the founder is the only person responsible for 

professionally developing his business succession plan by increasing his awareness 

towards successor selection, development, and succession process. 

 It seems that the most efficient thing to do in Jordanian family businesses is to put in 

place a clear and declared plan for preparing and educating the next generation through 

a planned program started early on and to make it a part of their succession plan, where 

this step will prepare more than one candidate successor. This program will stimulate 

their special competencies such as; trust, accountability, commitment, hard work, 

transparency, and disclosure. It will declare the succession plan, timing, characteristics 

of the future successor, and how the successor will be chosen in the future. Applying for 

professional corporate work in Jordanian family businesses need a suitable level of 

knowledge and experience to be available in family members, which will aid the founder 

in managing this resource, starting with a comprehensive program for preparing and 

training children. 
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 5.5 Recommendations 

The outcome of this study found that traditional succession planning is characterised by 

picking the eldest son to succeed the founder and mixing Islamic Sharia Law and basics 

of management as mentioned previously. Jordanian family businesses covered many of 

their unprofessional practices to some rules in Islamic Sharia, such as "respect to your 

elder brother", therefore these businesses cause issues around transparency and 

disclosure. These businesses claim that there's no need for governance policies 

because they implement a provision of Islamic Sharia law that prevents them from many 

unethical practices. The researcher suggested the below recommendations for 

Jordanian family businesses according to this issue and other issues: 

 

A:  Implying corporate governance policies in Jordanian Family businesses if they 

want to be more efficient. These policies contain clear rules for transparency and 

disclosure with penalties for practices that violate this. This suggestion could be 

combined with professional succession planning to improve their performance and 

maintain their growth and sustainability. 

 

B: Jordanian FoB's advised to be aware of many aspects between Jordanian 

family-owned businesses using traditional succession plan. These aspects are related to 

their firm legal form, awareness about governmental regulations, family size, 

management style, and human resources management policies. These aspects are 

considered as highly-critical and sensitive factors for business success and continuity.  

 

C: Jordanian FoB's advised to decide a planned program for preparing the next 

generation, which is the solution for many conflicts and disputes that may occur in the 

future. Preparing the next generation professionally will supply the company with a 

skilled and qualified generation aware of the importance of having a clear and real legal 

form, the issues around the family size and how to manage it, and the importance of 

decentralisation and responsibilities delegation. Implementing professional strategic 

management practices and a professional succession plan as part of it may find out a 

real solution for conflicts and disputes that may also occur because of the negative 

impact of FoB's aspects.  
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D: Jordanian FoB's need to improve the next generations' level with efficient 

plans including leadership skills, strategic planning, communication, and teamwork which 

will contribute to reducing conflicts and increase business continuity and family value 

across generations. These plans might also involve an educational path that guarantees 

the development and knowledge for every family member with the same level of 

competencies and capabilities. 

 

E: Jordanian FoB's need to invest in internal governance mechanisms, consult a 

management specialist for their continuity and efficiency and keep their business robust 

as much as possible. Therefore, preparing the next generation might contribute positively 

to deciding and implementing the governance policies smoothly because of family 

members' high level of knowledge and awareness. 

 

F: Jordanian FoB's need to be forced to manage their unique resources efficiently 

and effectively to maintain their existence and avoid their business disappearance. 

Therefore, deciding family members job descriptions, KPI's, compensation schemes, 

authority matrices, and career path is a possible solution for these businesses, and the 

founder should not leave these areas vague. These businesses also have to appreciate 

the value of the family constitution and its role in protecting family and business. The 

family constitution positively impacts individual behaviour towards the business and 

supplies these businesses with capabilities to handle their internal issues. 

 

G: Jordanian FoB's need to be aware of the management style used in these 

businesses, which will be transmitted to the next generation. If the management style is 

traditional, it will continue its downsides. If it is professional and best practice, it will affect 

the continuity and sustainability of these businesses and positively affect the economy.  

 

H: Jordanian FoB's need to develop professional governance policies 

harmonious with Jordanian culture to organise and regulate family members' roles and 

aspects, which will maintain their security and avoid conflicts and disputes in the future 

which doesn’t contradict Islamic Sharia law and Jordanian culture.  
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I: The researcher recommends that the Amman chamber of commerce, Amman 

chamber of industry, and other government agencies need to study the change of the 

current law and need to have permission to interfere in family business issues and force 

them to change their performance before the time of collapse and closing. Furthermore, 

to pay more attention to education and directing family members to pursue their 

educational attainment in disciplines related to administrative sciences. 

 

This study identified distinct factors of succession planning in Jordanian family-owned 

businesses according to their unique aspects, which are different from other family-

owned businesses in other countries. These differences might be because of Jordan's 

unique culture, values, and customs. The first factor is the importance of deciding a 

preparation plan for the next generations' family members tied with an educational plan 

and career path. The second factor is the importance of consultants in governance and 

succession issues. The third factor is separating family issues and business issues and 

avoiding mixing issues with Islamic Sharia law. The final factor is about deciding the 

family constitution and its role in managing conflicts and guaranteeing continuity and 

sustainability for these businesses. 

 

Finally, this study findings and recommendations could be implemented in Jordanian 

family-owned businesses with a high level of awareness towards their unique internal 

aspects and the external environment surrounding them. It is significant for business 

founders to appreciate the importance of succession and governance for the business 

and the family and their impact on business continuity and sustainability. Moreover, 

these issues are important because of these businesses and their contribution to the 

country's overall economic situation. The study focused on preparation tasks; 

preparation for founders to be aware of strategies, succession, and governance, early 

preparation for next-generation skills and knowledge, and preparation for internal policies 

and regulations.  
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5.6 Limitations of the Research and Future Research 

The main limitation of this research aligned with any other research targeted specific 

geographic area and targeted a specific category of respondents. This research was 

limited to Jordan and was specific for family-owned businesses with its unique internal 

and external environment and the unique country culture as one of the Arab and Middle 

Eastern countries. According to the limitations of this study, future researchers may 

address these limitations.  

The sampling strategy used is the convenience sampling strategy, which was 

challenging because the time of data collection coincided with lock-downs because of 

the COVID-19 pandemic. The process of selecting participants and commencing the 

interviews was also challenging, as business founders and candidate successors were 

busy thinking about the future of their business at the time of lock-down and the changes 

and new challenges facing their businesses. This sampling method may lead to bias 

which may count as a limitation of the study, where choosing the sample based on the 

personal researcher view only.   

The COVID-19 pandemic changed the interview nature from face to face interviews to 

remote video interviews using Microsoft Teams, Zoom, and Skype applications, which 

affected the data gathered. The interview missed the feeling of the surrounding 

environment around the respondents missed the human interaction advantages. The 

researcher used the DocuSign application to send the letter to participants and consent 

form to get their written approval remotely. This approach faced resistance from older 

founders who asked for support from their family members. 

This was exploring research about Jordanian family businesses through collecting 

qualitative data. Even if the qualitative research suits this study more than the 

quantitative choice, the researcher had to consider other limitations to the qualitative 

method. The qualitative method might miss the ability to generalise findings the same 

way as a quantitative method. Simultaneously, it presents valuable insights about social 

phenomena by presenting naturalistic data, enabling the study to display a distinct 

phenomenon complexity (Creswell, 2013).  

The qualitative method has an additional critique about its researcher's perceptions 

toward respondents' response, where the inconsistency between these perceptions will 

affect the results and conclusion. The researcher tried to overcome this issue through 
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face-to-face semi-structured interviews, which will eliminate any misunderstanding 

toward any questions, and it was achieved remotely according to the lockdown. Added to 

that, the qualitative method required going into more depth about the subject willing to be 

studied by the researcher, where it is supposed to be more adaptable, as the researcher 

can reconstruct questions to give various meanings (Bell and Bryman, 2007).  

 

Another limitation in qualitative research is the lack of control in case studies and 

interviews, which will lead to uncertain interpretation when analyzing complicated 

phenomena (Yin, 2014). The qualitative method suffers from the insularity of the real 

problem under study, and the investigations commenced. The qualitative method has 

been used in this study to answer the research questions and meet these research 

objectives. Future studies might generalise the findings of this research by using a 

quantitative method through a questionnaire and target a large sample of Jordanian 

family-owned businesses. 

 

It was clear through the invitation for interview participation that most of the respondents 

were hesitant to participate because of their culture, values, and thoughts that their 

participation might force them to disclose any information they believe is private and may 

target their financial situation and wealth. The researcher had bypassed these limitations 

 

According to (Zikmund, 2010), sample selection is a stage that might be surrounded with 

biases according to the impact of human choice, failure to cover the population 

completely and accurately, and inability to reach the sampling population or their refusal 

to cooperate with the researcher. In this research, the research used convenience 

sampling to get deep insights about Jordanian family-owned businesses, where future 

research will use these research results for generalisation issues. 

 

According to Jordanian family-owned business culture, this study was limited in 

interviewing male participants without interviewing any females, who preferred to exclude 

females from their family business. These limitations suggest future research can 

expand the sample to cover female family members working or non-working in their 

business. Moreover, future research might target the non-working family members and 

the females' part to explore their point of view towards family businesses in Jordan. This 

research could also study the relationship between Jordanian culture and the succession 

process in this type of business. 
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This research is a current study in 2020 completed successfully despite these limitations. 

This study raised many issues that need further concerns, where this thesis can be 

considered the first of its kind in Jordan. This current study opens up new opportunities 

for researchers to carry out new research about Jordanian family-owned businesses. 

This study presents an in-depth understanding of Jordanian family businesses, which is 

influenced by the researcher related cultural background to Jordan. This fact affected the 

findings and the way of interpretations positively and negatively, the respondents talked 

to the researcher with trust and respect to somebody from Jordan, but answers may be 

biased because the respondents intended to reflect a bright picture about their business 

practices. 

 

The level of respondents' reliability counted as a probable limitation to this study, where 

respondents might change their minds when they remember that the interview was being 

recorded. This attitude might affect the findings of the study.  

 

Furthermore, future research might be conducted to prepare a comprehensive plan that 

will consider every aspect of Jordanian family businesses to exploit it for their benefit. 

This comprehensive plan might also highlight Jordanian culture's customised human 

resources management and governance policies. This research found that cooperation 

between the founder and eldest son in Jordanian businesses plays a major role in 

deciding the succession plan and governance through guaranteeing an equal chance for 

every family member to succeed the founder. 

 

Finally, the subject of Jordanian family-owned businesses is open and amenable for 

further explanatory, descriptive, or exploratory research in many areas such as; family 

constitution and Jordanian culture, the effect of Sharia law and culture on the decision-

making process governance and conflict management in this type of businesses. 
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5.7 Reflection on the Doctorate Journey 

 

The researcher followed the Donald Schon model to clarify the development of reflective 

practice and the learning cycle during this doctorate journey because of its real-life 

applicability and ease of use (Robinson, 2001). In this section, the researcher clarified 

the reflection of this journey during the three main stages which; know in action, 

reflection in action, and reflection on action. 

 

In the first stage of this research journey, the knowledge in action part started from 

thinking about the research title, research question, objectives, and aims. The researcher 

in this stage tried to recognise his strengths, interests, and passion which came from the 

researcher's educational background as a Mechatronics Engineer, and how he sees the 

world from his involvement in working with a family business for more than ten years, 

and from looking at these issues from being a part of those family perspectives. 

 

Being a part of a researcher family business gave him the advantage of access to his 

family members' way of thinking. It supported him in getting in contact with other family 

businesses easily. At that stage, the researchers' thoughts were to come up with a 

solution for these businesses continuity and to ward off families' conflicts and disputes.  

 

When the researcher wanted to talk about the reflection in action and what happened 

during this research, this research started from the research proposal, followed by ethical 

approvals, regular supervision sessions, administration revisions, and supervision 

feedback and instructions. This process inspired the researcher with precious insights 

about the research journey basics and pillars. Moreover, these stages added 

unaccountable advantages to problem-solving methodologies, especially the 

unstructured problem-solving technique using research methods. 

 

Every chapter of this thesis held tremendous experiences and ups and downs, starting 

from searching for reliable scientific sources of information about every topic in this 

research, followed by deciding if the information related to the research questions, aims, 

and objectives or not, and supplemented in deciding the methodology, research 

philosophy, and analysis strategy towards coming out with findings and 

recommendations. 
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The researcher's capabilities have changed since he started this research and decided 

about the methodology, sampling, data collection, analysis, and time frame. The 

researchers' relationship with other family businesses has also changed, where his 

thoughts about what's going on in family businesses have changed since he commenced 

this research.    

  

Finally, the reflection on the action will consider how this research work had enriched the 

researchers' knowledge with critical thinking capabilities and sharpened his skills in many 

different management aspects and research methodologies. The researchers' broad 

knowledge acquired through this research about family-owned businesses in general 

and the Jordanian family-owned businesses has inspired him with the importance of this 

type of business towards continuity and sustainability. 

 

This journey allowed the researcher to get a body of knowledge and let him say, 

"actually, what I thought I would find, is what I found". The researchers thought that these 

businesses in Jordan don’t know about strategic and succession planning knowledge, 

and this is what he found out after this journey. Jordanian family businesses will not 

change easily unless there is a sense of urgency. They will ignore going toward a high 

level of efficiency and follow western efficiency models unless they feel the relevance of 

what these practices are talking about.  

 

The researcher had improved his time management skills and learned how to keep in 

line with the time plan for more than two years. This journey taught him many skills, 

especially in the thesis writing skills, how to connect the main chapters of this thesis with 

each other, and how to deliver a thesis aligned with the doctoral enquiry for DBA and 

scholarly protocols. This experience taught him that a sound thesis could be achieved by 

making all materials to be observed in terms of scholarly protocols. 
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Appendix (C): Participants' classification 

No Family/ 

Non-family 

member 

Participant 

position 

Industry/Sector Firm legal 

form 

No. of 

generation 

involved 

1 Family member CEO Services and consulting 

sector 

Limited liability 

company 

3 

2 Non-family 

member 

CEO Food Sector Individual 

Establishment 

2 

3 Family member Manager Energy and minerals sector Limited Liability 

company 

2 

4 Family member Manager Agriculture sector Individual 

Establishment 

2 

5 Family member Chairman/founder Beverages sector Individual 

Establishment 

2 

6 Family member CEO/founder Construction sector Individual 

Establishment 

2 

7 Family member Manager Sweets and restaurants 

sector 

Individual 

Establishment 

2 

8 Family member Manager Pharmaceutical Industry Individual 

Establishment 

2 

9 Family member CEO/Founder Tourism and travel sector Individual 

Establishment 

1 

10 Family member CEO/founder Sweets and restaurants 

sector 

Limited Liability 

company 

2 

11 Family member CEO/founder Wholesale and retail sector Limited Liability 

company 

2 

12 Family member Vice chairman Industrial sector Limited Liability 

company 

3 

13 Family member Manager Agriculture sector Limited Liability 

company 

3 

14 Family member Manager Food Sector Limited partnership 

company 

2 

15 Family member Manager The Automotive sector Limited Liability 

company 

3 
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16 Family member CEO Food Sector Limited partnership 

company 

2 

17 Non-family 

member 

CEO Sweets and restaurants 

sector 

Limited Liability 

company 

2 

18 Family member CEO/Founder Agriculture sector Limited partnership 

company 

3 

19 Family member CEO/Founder Beverages sector Limited partnership 

company 

2 

20 Family member CEO Pharmaceutical Industry Individual 

Establishment 

2 

21 Non-family 

member 

Manager Wholesale and retail sector Individual 

Establishment 

2 
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Appendix (E): Consent form - Arabic language  
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Appendix (F): Letter to Participants – English language 
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Appendix (G): Letter to Participants – Arabic language 
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	 The thesis begins with many facts that inspired the researcher to look at how family businesses expand and towards these businesses sustainability using corporate governance practices and succession planning. Succession planning accounts as one of the main resources strategies that focus on the people element. The clear interest in the governance of family-owned businesses from the world bank, big four consulting firms, and many reputable family businesses worldwide represents a key reason for making this 
	 
	Sections 1.4 and 1.5 review the Hashemite Kingdom of Jordan, context selection, and business classification in Jordan, which reflect the core of this thesis. Sections 1.6 to 1.8 discussed the methodology used in this research.   
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	 The importance and contribution of family-owned businesses become apparent with the data that more than 70% of the global GDP forms around 75% of businesses worldwide (Times, 2014; Alshaeel, 2016). According to Collins and O'Regan (2011), the contribution made by family-owned businesses to the global economy exceeds the contribution made by non-family-owned businesses. Family businesses are the most important pillar in most economies worldwide (Shepherd and Zacharakis, 2000; Abouzaid, 2008; Abouzaid, 2014)
	 
	The potential dimensions of the succession planning framework will be based on the most important factors that shape succession planning and corporate governance in Jordanian family-owned businesses, and it will shed light on the traditional succession planning features and its pros and cons on family, business, and ownership in Jordanian family-owned businesses. Moreover, it will explore their perception of corporate governance practices to support them with a coherent, manageable, comprehensive, and effec
	1.2 Aim of the Research 
	1.2 Aim of the Research 
	1.2 Aim of the Research 
	1.2 Aim of the Research 



	 This research aims to explore in-depth how professional succession planning might evolve corporate governance practices by identifying and describing the key aspects of family-owned businesses in Jordan.  This research will explore the key aspects of family-owned businesses in Jordan in terms of succession planning and corporate governance. Most of the literature revised by the researcher about family-owned businesses focuses on Far East Asia, Western countries, and GCC countries. Although most Levant busi
	Further, a lack of research about the importance of succession planning and corporate governance in Jordanian family-owned businesses: this research seeks in-depth insights 
	into the steps to move from traditional succession planning to the professional alternative in Jordanian family-owned businesses. That reflects a need to establish a sharable, precise, and reusable framework that includes a deep understanding of traditional succession planning and perception toward corporate governance to feed Jordanian family-owned businesses with significant and harmonized knowledge in the scope of succession planning and corporate governance.  
	1.3 Research Question and Objectives 
	1.3 Research Question and Objectives 
	1.3 Research Question and Objectives 
	1.3 Research Question and Objectives 



	 The main research question is:  "How does traditional succession planning impact the corporate governance in family-owned businesses in Jordan".   Sub-question – "what steps could be taken to identify effective corporate governance practices in the long term".  To fulfil this research aim, the below objectives are considered important to be achieved:  Objective 1: To identify the key aspects of family-owned businesses in Jordan and how succession planning normally takes place.  Objective2: To evaluate the 
	 
	1.4 The Hashemite Kingdom of Jordan and Context Selection 
	1.4 The Hashemite Kingdom of Jordan and Context Selection 
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	 Jordan is a small country in the Middle East with very limited natural resources: phosphates and potash. The World Bank classified Jordan in 2018 as an upper-middle-income country with a GDP of about USD 42.2 Billion (world bank, 2018). Arabic is their official language. However, many Jordanian people speak the English language throughout the country. Islam is the country official religion. Jordan nowadays is home to Palestinian, Iraqi, and Syrian refugees due to the unstable political situation regionally
	Respect and politeness are essential in Jordanian culture, and this is reflected in the process whereby it is the norm to seek advice from the elders and take their advice. This can complicate the situation for Jordanian family businesses (Al-Nsour and Jresat, 2018). In Middle Eastern countries and particularly in Jordan, the philanthropic values are deeply rooted through supporting many philanthropic initiatives. Finally, in Jordanian culture, the family is considered the most important element, and suppor
	partners and family members through addressing their conflicts privately to avoid embarrassment is an important issue (Alshhadat, 2017).  Worldbank (2018) argues that Jordan's political and economic situation makes it an emerging market and developing country. This argument increases the ability of the researcher to generalise the results for other Arab countries and particularly Levant countries due to the high level of cultural, political, social, and demographic similarities between these countries (Jord
	1.5 Businesses Classification in Jordan 
	1.5 Businesses Classification in Jordan 
	1.5 Businesses Classification in Jordan 
	1.5 Businesses Classification in Jordan 



	 According to USAID Jordan (2016), Companies Control Department (2020); Ali (2019); Ministry of Industry Trade and Supply (2020), businesses in Jordan are classified into six legal business structures that fall under two main categories, which are small businesses and large businesses. Small businesses include five legal business structures: the individual Establishment, where this type is the simplest business structure related to one person responsible for covering all legal, financial, and administrative
	 
	1.6 Methodology and Philosophy  According to this research aim and objectives mentioned previously, the research methodology is described in the below points:  
	 Describe the major aspects of family-owned businesses in Jordan. 
	 Describe the major aspects of family-owned businesses in Jordan. 
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	 Describe the major aspects of family-owned businesses in Jordan. 
	 Describe the major aspects of family-owned businesses in Jordan. 

	 Describe the succession planning process adopted by family-owned businesses in Jordan. 
	 Describe the succession planning process adopted by family-owned businesses in Jordan. 

	 Explore the major factors of their succession planning that impact the corporate governance in family-owned businesses. 
	 Explore the major factors of their succession planning that impact the corporate governance in family-owned businesses. 

	 Evaluate the impact of traditional succession planning on family-owned businesses corporate governance. 
	 Evaluate the impact of traditional succession planning on family-owned businesses corporate governance. 

	 Develop a framework of succession planning, customized for Jordanian family-owned businesses, which would consider good corporate governance practices which guarantee business sustainability and continuity. 
	 Develop a framework of succession planning, customized for Jordanian family-owned businesses, which would consider good corporate governance practices which guarantee business sustainability and continuity. 




	 According to the previous main points deducted from the research question and research objectives, this research used primary data. It employed an interview research methodology to find answers to the research questions and achieve the research objectives. The data collection method used was semi-structured interviews, which contained open-ended questions. These interviews involved several one-to-one interviews with several owners, CEO's, or candidate successor of non-listed family-owned businesses in Jord
	The research was designed to explore respondents' opinion and perception of family-owned business aspects and critical succession planning for corporate governance. The previous issues reflect that the philosophical framework of this research is interpretive, and the research will generate knowledge about every respondent experience, which is 
	the reality of their experience in running and managing their family-owned businesses in Jordan.  1.7 Data Collection  The researcher prepared the semi-structured interview content based on reviewing, developing, and adapting the main issues from the literature, which consists of three main parts added to the introduction part and general specifications. The first part of the interview described the major aspects of Jordanian family-owned businesses according to family members' motivational level, family st
	Therefore, the researcher selected participants who have adequate experience in the Jordanian family business. The respondent's intention to describe their experience and talk freely with the researcher played a major role in sampling selection. The sample of this study was selected from Jordanian unlisted family-owned businesses registered 
	within the Amman Chamber of Commerce and from different industries such as retail, construction, trading, manufacturing, and the food industry to investigate related aspects and factors of family-owned business and succession planning that could affect the business.   1.8 Data Analysis  The data collected was analysed using the King template analysis. The selection of kings' template analysis for this study was chosen because it is a style of thematic analysis. It combines a set of procedures that guide the
	Chapter 2: This chapter demonstrates the literature review about the thesis topic. It consists of four main sub-sections; the first sub-section reflects a comprehensive literature review about family-owned businesses definition, importance, characteristics, and challenges surrounding it generally and particularly in the Arab region. the second 
	sub-section provides a literature review about strategic management in family-owned businesses, where it provides all views and critically discusses important theories and models in strategic management and strategic planning field. The third sub-section reviews succession planning topics as an important pillar of resources strategies and their relevance to family-owned businesses. The rest of this sub-section shows the succession process, successor selection, succession challenges, and resistance to succes
	 
	Chapter Two: Literature Review  Family-owned Businesses (FoB's), Strategic Management, Succession Planning (S.P), and Corporate Governance (C.G)  2.0 Introduction  This chapter will review family-owned businesses, strategic management, succession planning, and corporate governance models and theories.   Section 2.1 will start with reviewing family-owned businesses. This section will continue with six main sub-sections about Family-Owned Businesses (FoBs), the most important issues in addition to their defin
	 
	2.1 Family-owned Businesses (FoB's)  2.1.1 Introduction to Literature Review  Family-owned businesses represent the major part of companies worldwide, which are considered the main source of jobs for family generations (Ramadani and Hoy, 2015; Ibrahim et al., 2004). FoBs count as a significant economic pillar for countries' economies, and they are the main pillar for private sector investments and businesses around the world (Aloulou, 2018). They employ large numbers of people, provide the market with huge 
	According to Department for Business Innovation & Skills (2014), the main objectives of FoBs were: creating a long-term income and opportunities for the next generation; emotional wealth; and financial freedom. Family businesses are considered the main source of jobs generation and play a main role in absorbing employment in most countries (Rexhepi et al., 2017). The family-owned businesses comprise sole proprietorship, partnership, private companies, and public companies (Beattie, 2018). This research will
	Family members often play an important role in the creation, sustainability, and growth of these organisations. The family is an integrated form of economic activity and organized life, and its role in business is perceived as of great importance. This can show the importance of family members and why the researcher will focus on their role in these businesses. The special and exclusive characteristics of the family-owned businesses and their importance to the national economy in general and the family requ
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	Table (1): Defining family businesses criteria Source: Ramadani and Hoy (2015, p. 11) 
	According to the previous Table (1), the definition of FoBs must include the ownership, management, and directorship criteria. These three factors reflect the maximum number of occurrences and frequencies.   The centrality of the family businesses conceptual elements, which aim to define the family business, are that the three conceptual elements, namely "ownership", "management", and "continuity", define the family business (Hernández-Linares et al. 2017). Elements are shown in Table (2).  
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	Table (2): Centrality of the family businesses conceptual elements Source: Hernández-Linares et al. (2017, p. 9)  A single criterion can be used to define family businesses, whereas some use two or more criteria, where the two main criteria are "ownership" and "management" (Hernández-Linares et al., 2017). The two previous Tables (1) and (2) gave the researcher the main criteria for family-owned businesses, which are ownership and management, which will be used in this research.    
	Sharma et al. (1997) define family business from a strategic management perspective as "a business governed and managed on a sustainable, potentially cross-generational, basis to shape and perhaps pursue the formal or implicit vision of the business held by members of the same family or a small number of families". As defined by the Gulf Cooperation Council (GCC), the family business is a business in which one single-family owns at least 51% of shares, and at least one family member from that owns the busin
	will use this definition in determining the family-owned businesses targeted in this research.  Family firms are defined according to their potential for succession, whereas family businesses are those that will be passed to the next generation to manage and control (Aronoff et al., 2011). The general concept of family-owned businesses is about businesses that form the majority percentage of ownership and control within the family (Salman, 2005). Furthermore, Aloulou (2018) highlights that businesses can be
	According to Jabr (2013), a family-owned business is founded by a family member referred to as the "founder", where family members dominate ownership and management. Indeed, Soto Maciel et al. (2015) argued that 'The Family Business European Group' is considered a firm as a family business if it meets three main points, which are: firm's founders, spouse, or children made the majority of decisions; the rights of decision-making can be direct or indirect, and one or more family members represent the firm and
	 Steier et al. (2015) highlighted that a family business is about a family-owning single business in which they manage and control its goals, objectives, strategies, structure, and culture. In real life, some families may invest in other assets outside their main firm as the original business expand, and the family wealth spreads over multiple investments and businesses (Steier et al., 2015). Family businesses are a double complex system, merging business and family systems overlapping and changing over tim
	According to EFILWC (2002), family businesses account for a large majority of businesses in the United Kingdom and many other countries worldwide. Family-owned businesses have contributed positively and effectively to economic, industrial, 
	commercial, and services in many countries. Family businesses carry the weight of economic wealth creation in most economies and are considered the cornerstone of many economic areas (Phan et al., 2005). Family business stability is important for most countries because of its clear impact on their economic and social situation (Rexhepi et al., 2017). These facts support the researcher in his mission to look after these businesses for their continuity and sustainability.  Family business sustainability and l
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	 Table (3): Family Business Statistics Source: Poza and Daugherty (2014)   
	The previous Table (3) shows that family businesses constitute around 80 – 90% of all businesses in the world free economies and generate 49% of the United States Gross Domestic Product (GDP). Family businesses account for around 50-70% of the world's employment, representing about 37% of fortune 500 companies. These previous facts reflect a part of family businesses importance for the country economy, which also reflects the reason behind choosing this type of business to be studied in this research.  Acco
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	Family businesses are characterised by several specifications related to their reason of existence, structure and legal form, which account as an optimal model for companies owned by individuals. These special characteristics differentiated family businesses from other companies, where the growth and continuity of family businesses depend on the possibility of dealing with these characteristics (EFILWC, 2002). The researcher focuses on family business characteristics due to the impact of these characteristi
	the targeted sample for this study.  Family businesses outperform non-family businesses in terms of revenue, profit, and many other financial and non-financial performance indicators because of their unique characteristics (Jordan Institute of directors, 2014). This also counted as an important indicator in studying this type of business. The most important characteristics of family businesses are the following:  
	2.1.4.1 The legal Form of the Family Business, Unique Features and Structure 
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	 Family-owned businesses often tend to be individual proprietorships or partnerships, as mentioned by (Astrachan and Shanker, 2003). In the case of an individual proprietorship, the business ownership and control rest with a single individual who has a sole unlimited personal liability for the business. In the case of a partnership, the ownership and control stay between two or more legal persons, where partners share the risks and each other's decisions consequences, and partners have unlimited liability f
	Family businesses are unique and have an exclusive structure of ownership and management that differentiates them from other businesses (EFILWC, 2002). There are four main critical factors that control family businesses' performance: ownership and control, management strategies and style, long-term view, and human resources (EFILWC, 2002). They are more opposed to professionalism than non-family businesses in terms of hiring external executives or looking for a piece of external advice through consultants o
	2.1.4.2 Participation of Family Members in Firms' Management 
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	 This feature greatly impacts the firms' performance, where the family businesses' high performance is abided by its strengths such as; commitment of family members, continuity of knowledge, and reliability (Sharma et al., 1997). Sharma et al. (1997) added that when power is concentrated in the hands of one individual, it gives the firm an advantage in making decisions quickly and informally. Indeed, Jordan Institute of Directors (2014) posit that high levels of loyalty and commitment can be seen as a resul
	Family member participation in the business can aid efforts to maintain business continuity and development on the one hand. However, the issue is that family members' participation can also lead to conflicts between them, threatening their survival and continuity. Ramadani and Hoy (2015) highlighted that the most common family business characteristic is the conflict between family members, which may destroy family and 
	business at the same time. There are many sources of conflicts mentioned in Figure (1) below.  
	business at the same time. There are many sources of conflicts mentioned in Figure (1) below.  
	 Figure (1): Major Sources of Family-Business Conflicts Source: KPMG, 2018, p.8  The previous Figure (1) shows that conflicts were viewed differently by generations, where 22% of future leaders said that family members communication style was the leading cause of conflict while just and only 13% of current leaders agreed on this fact (KPMG, 2018). 
	InlineShape

	 The report from KPMG shows that the consulting companies focused on the conflict drivers in family-owned businesses and how to manage these drivers effectively. But, it does not suggest any framework which exploits these conflicts to create a more creative and productive environment that may benefit these firms (KPMG, 2018). This research will explore if the participation of family members in Jordanian firms' management added conflicts to their business and if these conflicts also referred to family busine
	2.1.4.3 Balancing Business and Family Needs 
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	 According to the London School of Economics World Management Survey (2012), as cited by (Department for Business Innovation & Skills, 2014), family businesses are the worst managed type of business across many countries worldwide. Family businesses are made up of family and business systems, where these two systems intersect, with special specifications and roles for each system (Aloulou, 2018). According to the differences between family and business requirements, successful family businesses develop a fa
	According to Aronoff et al. (2011), as a family becomes larger and more complex, its need for policies increases. The dynamic nature surrounding these issues also increases to assure that these policies address changes. Ward and Montemerlo (2011) argued that family businesses need to build an independent board to save the business and to use a family agreement to strengthen the family. American family business (2002), as cited by Ward and Montemerlo (2011), argued that 35% of business-owning families formed
	applicable for Jordanian businesses if there is something different. According to Carney et al. (2013), family firms behave differently from non-family firms in terms of the lower level of debt, fewer R&D investments, and less international diversification, where they compensate these deficiencies through the high level of efficiency in transforming inputs to outputs which managed by family members. Sharma et al. (1997) added that family-owned businesses have a higher sales growth rate, are more focused on 
	2.1.4.4 The Effect of Family Culture on Business Culture 
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	 Family businesses transmit their values and norms through generations, using narratives to build their meaningful existence and exclusive identity, considered a competitive advantage to boost their performance and generate revenues (Soto Maciel et al., 2015). These unique values and norms, which consist of the family culture, clearly affect family business decisions and performance.   The family and business culture was considered the main guidance for family business members' commitment to working hard an
	  
	P
	Span
	2.
	1.5 
	Family, Business, and Ownership
	 
	Systems
	 
	 
	Family businesses should balance business requirements and opportuni
	ties with family 
	needs and desires based on five variables: control, career, capital, conflict, and culture 
	(Ramadani and Hoy, 2015).
	 
	Family members of any family business should have a 
	planned career path and the needed training 
	(Lansberg, 1999).
	 
	What dif
	ferentiates family 
	businesses from other types of businesses is the dimension of family influence through 
	ownership and management involvement in such businesses 
	(Aloulou, 2018)
	.
	 
	Do 
	Jordani
	an family businesses aware of
	 
	the importance of these issues
	?
	 
	This 
	research will 
	explore this aspect and other aspects of these businesses in Jordan.
	 
	 
	T
	he three
	-
	circle 
	family business system 
	model 
	can describe the main special 
	characteristic 
	of the family business system
	,
	 
	which 
	was developed by Renato Tagiuri 
	and John Dav
	is in 1978 at Harv
	ard Business School. T
	he model
	 
	shows the three 
	overlapping subsyste
	ms of
	 
	family
	-
	owned businesses (Salman, 2005). The 
	three
	-
	circle
	s
	 
	model 
	presents the ownership, family, an
	d business as shown in Figure (2
	) below and 
	how every individual in
	 
	the 
	family business can be as a family member, owner, worker or 
	manager:
	 
	 Figure (2): The Systems Theory Model of Family Business Three-Circle Family Business System Model Source: (Poza and Daugherty, 2014) 
	InlineShape

	Any individual linked with the family-owned business could be placed in one of the seven intersected sections shown in Figure (2). These seven sections are employed family members and owners; employed family members (but are not owners); not family members (but employed in the business); not family members (but employed in the business and not owners); non-family-owners; not employed in the business (but they are owners and family members); family members not involved in the business (Ramadani and Hoy, 2015
	 Figure (3): The Three-Dimensional Development Model of Family-owned Businesses Source: Gersick et al. (1997) as cited by Ramadani and Hoy, 2015, p. 22  Figure (3) shows the Three-Dimensional Development Model and reflects how every subsystem in the family business has its development dimension. The family axis goes through the four stages of a young business family, entering the business, working together, and passing the baton. The ownership axis includes the controlling owner, sibling partner, and cousin
	 Figure (3): The Three-Dimensional Development Model of Family-owned Businesses Source: Gersick et al. (1997) as cited by Ramadani and Hoy, 2015, p. 22  Figure (3) shows the Three-Dimensional Development Model and reflects how every subsystem in the family business has its development dimension. The family axis goes through the four stages of a young business family, entering the business, working together, and passing the baton. The ownership axis includes the controlling owner, sibling partner, and cousin
	InlineShape

	According to Gersick et al. (1997), as cited by Sreih et al. (2019), the development model of family-owned businesses is based on three aspects: family evolution, business, and ownership structure. The business starts with the founder managing the business, and then the performance grows. This is followed by the business surviving and being passed onto someone else making the important decisions concerning the enterprise future. The previously proposed model of change surrounds family businesses issues abou
	  from the vantage point of ownership distribution: the controlling owner business, the sibling partnership, and the cousin consortium, which is different in structure and culture. Each form has unique structural properties with specific advantages and disadvantages, where each demands different managerial skills from its leaders. The development of any of the three main family business subsystems over time will impact other subsystems, but they are still independent in their sequences of changes.   This fa
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	 According to Al Emam (2014), only 10% of family-owned businesses pass to the third generation, and only 3% survive past the third generation due to succession challenges, forcing founders to think seriously about choices that might affect their business empire. This fact reflects the importance of this challenge towards business continuity, and it is a motivator for the researcher to explore this type of business in Jordan. Succession in FoBs is a sensitive and complicated issue because of family and busin
	Family business longevity and sustainability depend on succession planning, including the succession process, successor's selection, and training. The biggest potential failure factor for family businesses is succession (PwC, 2016). Having detailed plans for business continuity does not make sense without addressing the most significant risk, where succession planning plays a major role in business continuity and its transition from one generation to the next (Aronoff et al., 2011).  The succession process 
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	 One of the most important challenges facing family-owned businesses is conflicts between family members, affecting business performance (Lansberg, 1999). When companies tend to become more complex in later generations, as the business expands, the family tree branches out, and the owners become more fragmented, the probability of conflicts increases (Lanberg, 1999). There are two main reasons for conflicts: the changes of the business, family, and ownership systems over time and transmitting of leadership 
	 Decision-making authority is an issue facing family businesses; because decision-making and planning are important for firms' success and continuity, which is usually more centralised within the first generation (Sreih et al., 2019). Every stage in a FoBs' life cycle needs mutual trust and real cooperation between family members to overcome these challenges. Challenges may occur when family business members are not cooperating as one group. In this case, the transfer of management and authority will lead t
	2.1.6.3 Limited Age of FoBs Challenges and Globalization 
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	Jordaan (2012) states that the long-term success of family-owned businesses will impact the country development and its economic performance through contribution to GDP and other economic and social aspects. Still, unfortunately, the average age of family businesses is 25 years. Steier et al. (2015) argued that family businesses remain attached to their same core business. Business families are more ready to exit no longer viable businesses and move towards investing in other businesses. Business families g
	Many family businesses face challenges for their sustainability, profitability, and continuity due to globalisation and increasing growth rate (Gulzar and Wang, 2010), where the main challenges facing the traditional FoBs because of Globalisation are the centralised management impacted by tradition, lack of long term planning, the hiring of unqualified and unskilled family members (and with the inability to fire unproductive ones easily), no clear policies, roles and responsibilities for family members,  ab
	2.1.7 FoB's in the Arab Region 
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	Family-owned businesses form the main part of the Arab region private sector as presented by Al-Barghouthi (2016), where there is a marked increase in the level of interest of studying family-owned business in Arab countries, because of its crucial contribution in employment, job creation and the economy as the whole (Aloulou, 2018). Al-Barghouthi (2016) Identifies the Arab family business as a collection of relationships 
	based on relative networks, and the reasons for its existence are to maintain family members' loyalty, to create value for the family, and to enhance the family image in their social context.   The Arab world consists of two distinct subcultures. The first one consists of the Gulf countries such as Saudi Arabia, Qatar, Kuwait, UAE, and Bahrain. These countries are united in the same Islamic and Bedouin subcultures, similar political systems, an economy supported by oil and energy resources, and the lack of 
	There are four main influences on Arab management: Islam, foreign rules, Bedouin traditions, and the West's need for oil. Tribal societies focus on the family as the main unit of interest, where families predominate in politics and society. The ruling family in every country has been in power for many years, and this family importance extends to 
	businesses. Around 98% of commercial activities in the Gulf Cooperation Council (GCC) are family-run (Welsh and Raven, 2006). This research will explore the differences between GCC and non-GCC Arab countries because of the lack of literature about non-GCC family-owned businesses.  The Quran – the Islamic holy book - addresses business transactions, spending habits, financial issues, and management concepts. Business in the Middle East applies additional Islamic religious precepts that stress a father's auth
	Most of the Arab countries encounter huge transformations which affect their economies and force the government to legislate new laws, policies, and development plans which 
	may impact family business performance and productivity (Aloulou, 2018). This transition and transformation can create new opportunities for existing family businesses or allow new family businesses to enter the market and benefit from these changes. Businesses have to seize these external environmental change opportunities and improve their performance rapidly. Yasin and Zimmerer (1995) argued that to implement successful strategies in the Arab world, you need to fine-tune these strategies to fit these cou
	Family-owned business definitions represented by Louie et al. (2019); Ramadani and Hoy (2015); Hernández-Linares et al. (2017); Sharma et al. (1997); Zain and Kassim (2012); Aronoff et al. (2011); Salman (2005); Aloulou (2018); Poza and Daugherty (2014); Jabr (2013); Maciel et al. (2015); Steier et al. (2015) show that family business is a legal firm form, founded by a family or a member of that family, which will be passed to family descendants through engagement in the company operation or through success
	 Times (2014); Alshaeel (2016); Ramadani and Hoy (2015); Ibrahim et al. (2004); Aloulou (2018); Times (2014); Soto Maciel et al. (2015); Shepherd and Zacharakis (2000); Abouzaid (2008); Abouzaid (2014) clarify the importance of family-owned businesses which emerge from their contribution to more than 70% of the global GDP, and forming around 75% of businesses worldwide According to Collins and O'Regan (2011); Soto Maciel et al. (2015); Lansberg (1999); EFILWC (2002); Sreih et al. (2019) family-owned busines
	 Al Emam (2014); Sreih et al. (2019); Handler (1994); Sonfield et al. (2016); Budhiraja and Pathak (2018); Mokhber et al. (2016); PwC (2016); Jordan Institute of directors (2014); Louie et al. (2019); Jordaan (2012); Steier et al. (2015); Gulzar and Wang 
	(2010); Zain and Kassim (2012) argue that changes of family businesses' subsystems create challenges towards its sustainability and continuity such as; succession and transferring of leadership challenges, conflicts challenges between family members, globalization challenges, and limited age of family businesses challenges. According to the importance of succession challenges, the researcher will identify how succession planning normally takes place in Jordanian businesses through the second part of the fir
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	 2.2.1 Introduction  The necessity for controlling a firm' activities, resources, and internal business processes to guide the firms' future course of action arises because of its existence. This sub-section with the four coming sub-sections discuss the strategic management in FoB's, the important issues surrounding it, its theories and models, strategic analysis and formulation, and resourcing strategies.   "Strategy" is a word that comes from the Greek word "Strategos", which means generalship or the pers
	Johnson et al. (2008) posit that strategic management involves people who decide and implement strategies. It emphasises the human element of the strategy, where the strategic management exists to deal with complex situations that arise from non-routine events facing the overall organisation. Strategic management aims to achieve the organisation's strategic goals and vision through a rational and logical course of action (Esfahani et al., 2018). It involves understanding the firm's strategic position throug
	Strategic thinking is a process that fosters the identification of strategy, which can rewrite the rules of the competitive game to plan the future significantly. This research will explore the level of awareness of Jordanian family-owned businesses towards this concept and these processes and explore if Jordanian businesses are aware of this western material.   Sotiriadis (2015) represented the strategic planning task of setting priorities and focusing energy and resources through organisational management
	AlKhanafaji and Nelson (2003) represent that every company has to develop their competitive advantage to compete in their marketplace, where the changing business environment and fast technological advances oblige organisations to think more about strategic management and to realise that the only supportive tool which helps organisations to focus on accomplishing a mission, is using a high level of analysis in relation to their opportunities and threats. Firms need to focus on the importance of fundamental 
	first century rapid changes, and they have to continuously monitor, evaluate, and rethink their strategies and make a proactive effort to gain a competitive advantage (AlKhanafaji and Nelson, 2003). According to Turner (2017), the main challenge for many firms concerns how to develop and integrate innovative strategies in order to sustain firms' long-term growth, where businesses remain sustainable through having a solid strategic plan, conducting competitive strategies and plans, and increasing stakeholder
	Songini et al. (2018) represent that to build an effective and efficient strategic plan for family businesses, FoBs have to take into account their unique characteristics, such as; the overlapping between the three main subsystems (Ownership, Family, and Business), the unique values, beliefs, and goals of a family which may guide the strategic direction, the unique resources and competencies generated between family members, the different agency conflicts than the traditional owner-manager conflicts, the su
	characteristics should be embedded in the strategic plan development process for better future vision shaping. The unique differences provided by family ownership and control in family-owned businesses are a source of competitive advantage, where this competitive advantage overweight the family firms' unique agency costs (Poza and Daugherty, 2014). The researcher will explore if founders of Jordanian businesses are aware of their unique business characteristics and exploit these characteristics for their be
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	 The strategy aims to align the family business goals and objectives with the governing family priorities. These strategies require a successful plan through projecting the business' future course of actions in family and non-family businesses (Braun et al., 2016). Strategy formulation in family businesses must balance the family businesses unique advantages such as social capital, unique resources, and others, with the disadvantages of this unique type of business (Ibrahim et al., 2004).  There are four ba
	The main critique about strategic planning is that it does not generate a new strategy, but it implements one, and it is based on the assumption of a future scenario that might never occur. This future scenario assumes that a firm operates in a stable environment, where the future is more dynamic and unpredictable because innovation is far from being planned or programmed. According to Lee et al. (2015), family business success can be defined according to sustainability, productivity, and long-term survival
	Lee et al. (2015) argued that four main strategic planning theories reflect how family businesses prepare and develop their strategies in a traditional approach. These theories are the adjustment strategies, sustainable family business model, process-oriented theory, and strategy as practice theory. The adjustment strategies used in family firms to balance the demand of business and family with the business outcomes and to face unexpected challenges in financial and human resource management. Adopting more 
	processes using adjustment strategies more easily than changing other family aspects such as structure, roles, and rules.  90% of family businesses used one or more of the five adjustment strategies: reallocation of family resources, reallocation of business resources, intertwining business and family tasks, using volunteer help, and hiring paid help. Family business owners can provide important insights into the strategies they want to use, which contribute to their business success by a better understandi
	 Figure (4): The sustainable family business model (SFB) Source: Stafford et al., 1999  Dafna (2008) argued that the process-oriented theory is a strategic planning theory of family businesses, which refers to activities and actions of leading business-oriented families along their business life course. This theory treats the business growth, financial performance, and other business outcomes as the results of the business processes in the organisational and environmental processes context. The activities, 
	 Figure (4): The sustainable family business model (SFB) Source: Stafford et al., 1999  Dafna (2008) argued that the process-oriented theory is a strategic planning theory of family businesses, which refers to activities and actions of leading business-oriented families along their business life course. This theory treats the business growth, financial performance, and other business outcomes as the results of the business processes in the organisational and environmental processes context. The activities, 
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	Strategy-as-practice theory can lead to new approaches to family business dynamics through conceptualising the role of action and comprising roles and relationships between actors and activities, which changed as time passed (Jarzabkowski and Kaplan, 2010). The main drawback of this theory is that it is family-oriented rather than business-oriented; it identifies the relations between family members, which may be changed according to other circumstances that have occurred in the past. This theory does not 
	suggest any succession planning mechanism or other family matters, governance, or conflict management, where it lacks the strategic planning process methods. Strategy-as-practice theory does not mention a time frame for the strategic planning process and the responsible persons for this task.   The adjustment strategies, sustainable family business model, process-oriented theory, and strategy as practice theory are theories used to develop succession planning in a family-owned business traditionally (Lee et
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	 Strategy in family businesses and non-family businesses requires successful implementation, where family businesses must align the business goals and objectives with the governing family priorities (Braun et al., 2016). Strategy formulation in family businesses must balance the family business unique advantages such as social capital, unique resources, unique structure, and others, with the disadvantages of this unique type of business (Ibrahim et al., 2004). This research will explore the strategy impleme
	Belmonte et al. (2017) argued that formulation of strategy in family-owned businesses needs to focus on interactions and distinctions between the business strategy and the family strategy, in addition to dealing with the adaptations, approaches, and method family business structures. The family business strategy must focus on succession, ownership, and management control (Belmonte et al., 2017). According to Esfahani et al. (2018), organisations failed to implement around 70% of their strategic plans, where
	These arguments will be explored for Jordanian businesses to identify how succession planning normally takes place in these businesses.  There are many strategic planning and execution tools and techniques which are useful for helping family businesses to utilise their capabilities and develop their strategy to guarantee a professional formulation and implementation for their strategies. A Balanced-Scorecard is a tool used for strategy execution by deciding and putting specific and tangible measures against
	Most managers try to implement strategies without realising and understanding many other factors that should be addressed to let strategy implementation work (Okumus, 2003). Kaplan and Norton (1996) present a scorecard with four perspectives – financial, customers, internal business process and learning, and growth perspectives, which will provide an excellent balanced solution for facing challenges in the strategy implementation stage. The Balanced Scorecard requires a change in organisational culture, com
	 Okumus (2003) argued that the Balanced Scorecard technique does not give the sense of urgency for problems that occur in the strategy implementation stage like the conflict between groups, resource allocation, and training, where many managers use the Balanced Scorecard as a performance measurement tool while Kaplan and Norton, (1996) represent that one of the significant benefits of BSC is performance measurement. One potential issue with this tool is that it could be biased if managers stick too rigidly 
	Braun et al. (2016) argued that family businesses face failure in strategy implementation when there's a clear gap between each family member's needs and wants. The strategic mapping tool can help the owning families to maintain their competitive advantage and long-term growth and development. Family firms can use Kaplan and Norton's Balanced Scorecard with little modification projected on family firms, which may address the conflicts among family members and misalignment between family and business objecti
	Family business strategy maps must be sufficient in addressing the complexities of the family domain issues, such as the family's intention with the business, personal priorities, processes, resources, personal ambition, and capabilities.   The family enterprise strategy map contains four perspectives that reflect the strategic priorities of a managing family, which are: family business objectives (profitability, growth, longevity, diversification, leadership, transition, control, exit), family alignment (f
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	 The main reason for the success of a family business is its unique resources, as mentioned previously, where the strategic plan implementation will enhance the resources management through effective resource utilization (Esfahani et al., 2018). The achievement of strategic organisational success needs to manage the four key resources areas: people, finance, information, and technology (Johnson et al., 2008). As shown in Figure (5) below.  
	 Figure (5): Main Key Resources Areas Source: Johnson et al. (2008)  The main issue is making sure that these resources can deliver the business strategies and ensure that these strategies are shaped to capitalise on the expertise in each resource area (Johnson et al., 2008; Devine, 2017). Additionally, deploying, controlling, and managing these resources reflects the firms’ strategic capability to create business activities competencies needed to run the whole business. Family business resources are firms'
	 Figure (5): Main Key Resources Areas Source: Johnson et al. (2008)  The main issue is making sure that these resources can deliver the business strategies and ensure that these strategies are shaped to capitalise on the expertise in each resource area (Johnson et al., 2008; Devine, 2017). Additionally, deploying, controlling, and managing these resources reflects the firms’ strategic capability to create business activities competencies needed to run the whole business. Family business resources are firms'
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	This research will explore Jordanian family businesses in the resources strategies and their level of awareness towards the importance of these strategies. It will explore if Jordanian businesses exploit these resources consciously or unconsciously. These concerns show why this research will shed light on succession planning; because the main aspect is people resources and the role of corporate governance to ensure continuity and sustainability of the business and to reduce the probability of family greed 
	towards control and power, which may harm the business in the long run. Sharma et al. (1997) argued that many pieces of research do not mention the strategic management viewpoint and focus on family-owned businesses as a family foundation, where the most important issues concern how to improve the business performance and maintain business sustainability rather than family members' relationship only. The strategy formulation process should be dynamic in family-owned businesses because of permanent changes i
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	 Family-owned businesses are permanently looking for strategies and models to employ to guarantee their success and sustainability (Rexhepi et al., 2017). Strategic management in family-owned businesses differs from non-family businesses, focusing on wealth creation through competitive advantage. In family-owned businesses, the strategy must consider other family business unique factors such as family members' feelings, ownership, family interests and family relationship when thinking about strategic choice
	Family businesses are normally aware that long-term strategic planning is an issue they can't avoid. Still, low skills level and a lack of awareness about where to begin causes them to avoid this issue (PwC, 2016). Businesses must differentiate between a business plan and a strategic plan and realise that a plan that is not documented, communicated, managed, and monitored isn't a plan. According to Cortés and Botero (2016), the formulation of the strategy process in the family business has to consider the t
	This section will shed light on the Gersick three-circle models, the three-dimensional development model, agency theory, stakeholders' theory, stewardship theory, the four-factor model, and others which are counted as theories and models that will help in understanding the family-owned businesses processes and characteristics (Poza and Daugherty, 2014; Sharma et al., 1997; El-Kassar et al., 2018; Kim et al., 2010). The coming points will clarify each model separately and how it is related to this research p
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	 The resource-based theory examines the firms' competitive advantage (Barney, 1991). The Resource-Based View is used in family-owned businesses as a strategic tool which views the firm as resources used to create firms' value (Penrose, 1985), where firms sustainable competitive advantage and its growth depend heavily on how to use these resources in exploiting the surrounds opportunities and protect itself from threats. Poza and Daugherty (2014) argue that family businesses competitive advantages are best e
	In strategic management concerns, the resource-based view links the firms' competitive advantage with a firms' specific and difficult to imitate resources and capabilities (Ahmad, 2015). We can assume that this firm is at an advantage if the firms' resources are different from and superior to those of competitors. Mori and Charles (2019) argue that family businesses unique resources can sustain and generate the firms' competitive advantage, where the board members professional competencies, skills, and expe
	the relationship between resource heterogeneity and immobility, value, rareness, imperfect imitability, and sustainability, and sustained competitive advantage.  
	the relationship between resource heterogeneity and immobility, value, rareness, imperfect imitability, and sustainability, and sustained competitive advantage.  
	 Figure (6): VRIO resources and relationships Source: (Barney, 1991)  In the resource-based view method, firms must know the value of resources by understanding the nature of the resource environment and simultaneously understanding the resource management process (Brunninge and Melander, 2015). Managing the family business unique resources through effective and efficient strategies and plans will support these businesses in maintaining their competitive advantage, growth, and sustainability. Family members
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	The RBV may also look at the performance impact of family-owned businesses, considering that most family-owned businesses resources and capabilities are intangible, unable to be imitated and unique. How Jordanian family businesses' resources and 
	capabilities can generate firm competitive advantage or boost their performance is the main focus of applying RBV within this research.      
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	 The most outstanding model represents the family-owned business as the system consists of three intersected circles (business, ownership, and family), where these circles overlap to form seven sectors. Every individual in this business can be placed in one of these sectors (Salman, 2005), as shown in Figure (7) below.    
	 The most outstanding model represents the family-owned business as the system consists of three intersected circles (business, ownership, and family), where these circles overlap to form seven sectors. Every individual in this business can be placed in one of these sectors (Salman, 2005), as shown in Figure (7) below.    
	 Figure (7): The systems Theory Model of Family Business Three-circle Family Business System Model Source: (Poza and Daugherty, 2014)  
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	The three-circle model focus on family, business, and owners interests in the firm's strategic formulation stage, where each system has its own rules, structure, and norms (Ibrahim et al., 2004). Poza and Daugherty (2014) argued that different family members in business would define issues, priorities, and problems differently because of their position in one of the seven parts. Family businesses can be categorised according to their propensity to have business-first, family-first, or ownership-first perspe
	issues. According to that propensity, the priority of that subsystem will be given over other subsystems. This research will explore the Jordanian family businesses awareness towards this model and the propensity of the tested sample in this study.   According to Braga et al. (2017), each family business member has interests with the firm that can identify the goals, the potential conflicts, or actions needed to be performed. Ward and Montemerlo (2011) argue that each type of family agreement takes a partic
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	 Strategic planning in family businesses is a continuous task, where Sharma et al. (1997) argued that the three-dimensional development model reflects the development stages of each subsystem during time passage as shown in Figure (8) below to put the appropriate strategic plan in place according to that time frame, where every family business moves in these axes over time passage, the shape of the business and new characteristics occurs.    
	 Figure (8): The three-dimensional development model of family-owned businesses Source: Gersick et al. (1997) as cited by Ramadani and Hoy, 2015, p. 22  When the family business moves to a new stage on the axis of any dimension, new characteristics occur that describe the family business's life cycle. The development of a family axis is optimistic on the one hand, where the next generations are assumed to be ambitious, dynamic, and open to change (PwC, 2016). This fact supports the argument that one generat
	 Figure (8): The three-dimensional development model of family-owned businesses Source: Gersick et al. (1997) as cited by Ramadani and Hoy, 2015, p. 22  When the family business moves to a new stage on the axis of any dimension, new characteristics occur that describe the family business's life cycle. The development of a family axis is optimistic on the one hand, where the next generations are assumed to be ambitious, dynamic, and open to change (PwC, 2016). This fact supports the argument that one generat
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	This model reflects that family business takes new characteristics with a new shape when it moves to a new stage on any dimension; these changes should be considered in the succession planning process of family-owned businesses. This is another aspect needed to be explored about Jordanian family business and the aspect of their succession planning through this study.  
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	 Agency theory considers the owners (principals) and managers (agent) relationship, where agency problems may occur when the interests of owners and managers differ. The agency costs rise as the efforts needed to reduce these differs (Sonfield et al., 2016). The agency relationship occurs when one party hires someone to act on behalf of his/her interests, wherein corporations, the managers (Agent) assume to act on shareholders (Principals) interests (Al‐Najjar, 2010). The agency theory was introduced to dea
	 Table (4): Agency Theory Overview Source: (Eisenhardt, 1989)  
	 Table (4): Agency Theory Overview Source: (Eisenhardt, 1989)  
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	Agency theory is one of the main theories that describe how managers will manage the businesses instead of owners in the best interests of owners, where this theory is one of the main pillars of corporate governance (Kim et al., 2010), where governance aims to align managerial incentives and to monitor managerial behaviour. The principal-agent relationship forms from the separation of ownership and management. The main advantage of this separation is to simplify the ability of share ownership to be changed 
	agent equity ownership which lets managers adopt shareholders interests through ownership of firm shares. The agency problem solution is characterised by weakening the agent (managers) motivation to achieve and accomplish their own interests at shareholders' expense through good corporate governance practices Dalton et al. (2007).  This study will explore Jordanian family-owned businesses impression of agency theory, agency problem, agency cost, separation of ownership and management, and how they believe i
	Hernández-Linares et al. (2017) argued that the agency theories and resource-based view need to explore the relationships between a firm's performance and family to find 
	out what type of family business leads to higher performance. According to family firms' development and changes during their life-cycle, it's likely to employ greater numbers of non-family member's as managers to sustain their position (Sonfield et al., 2016). The issue family businesses face hesitation in deciding when to separate ownership and management or to keep management with owners' control, where governance can be used strictly even if family members hold managerial positions. They refuse the sepa
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	 According to El-Kassar et al. (2018), stakeholder theory states that the reason for the existence of any organisation is to serve its stakeholders in a good manner and fulfil their interests. Stakeholders include shareholders, customers, suppliers, employees, competitors, society, or any party interested, stake, or claim in that organisation (see Figure (9)). The stakeholder theory is one of the strategic management theories which argues that firms must pay attention to their various stakeholders in their 
	 Figure (9): A Stakeholder View of the Organisation Source: (Cummings and Patel, 2010).  Kim et al. (2010) represent that stakeholders' views focus on forcing management to internalise the welfare of stakeholders through linking managerial incentives with some measure about stakeholders' welfare, which needs clear objectives and performance measurements and using the balanced scorecard and the triple bottom line tool instead of using the traditional approaches without clarifying every single aspect. Mohrman
	 Figure (9): A Stakeholder View of the Organisation Source: (Cummings and Patel, 2010).  Kim et al. (2010) represent that stakeholders' views focus on forcing management to internalise the welfare of stakeholders through linking managerial incentives with some measure about stakeholders' welfare, which needs clear objectives and performance measurements and using the balanced scorecard and the triple bottom line tool instead of using the traditional approaches without clarifying every single aspect. Mohrman
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	 This theory is mostly applicable when family members are managers in the company or a strong relationship between managers and family (Contrafatto, 2014). The stewardship theory forms the best aim of family business existence, referring to continuity, community, connectivity, and command. Songini et al. (2018) argue that the stewardship theory can be used to explain the impact of relatives' obligations and the sense of trust and loyalty among family members that arise from family members' involvement in ma
	 Table (5): Board of Directors' Role Source: Nkundabanyang et al., 2014  According to Mori and Charles (2019), the stewardship theory claim that family business owners are stewards to their firms, and the objectives of the organisation are already aligned to their motives and interests, where the main role of the family firms' board of directors is advising and serving the business rather than monitoring role in non-family firms. Stewardship theory focuses on respect for authority and work ethic and suggest
	 Table (5): Board of Directors' Role Source: Nkundabanyang et al., 2014  According to Mori and Charles (2019), the stewardship theory claim that family business owners are stewards to their firms, and the objectives of the organisation are already aligned to their motives and interests, where the main role of the family firms' board of directors is advising and serving the business rather than monitoring role in non-family firms. Stewardship theory focuses on respect for authority and work ethic and suggest
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	 Ibrahim et al. (2004) argued that to analyse a family businesses strategy, you have to examine the succession process, which acts as an important dimension of strategy in these types of businesses and then test the contingency in firms' strategic actions. The four-factor model shows that a firm's future is affected by offspring involvement in the business. There are four factors involved in the decision process; family, business, personal, and market. This research will explore if Jordanian businesses are 
	According to Baron and Lachenauer (2021), family businesses have to think about their business in the light of their four groups of stakeholders, which are owners, board of 
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	 Figure (10): Family Business Four-Factors Model  El-Kassar et al. (2018) highlight that the four-factor model focuses on succession planning and the main issues that offspring have to consider when deciding to become involved in the family business. The main criticism about this model; is its lack of the dynamic perspective of the business, which needs governance, and it does not include the factors of the succession planning process in family-owned businesses. The strategic planning in family businesses t
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	Autonomy is the main driver for the family's ambition to maintain and grow their businesses through encouraging commitment, decision-making, efficiency, independence, and long-term planning (Uribe et al., 2017), see Figure (11). Autonomy can be considered a family business competitive advantage that occurs through family well cooperation, where entrepreneurship within family businesses might be motivated by realising individual interests in work. The autonomy perspective is built on the 
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	 Figure (11): Autonomy strategy in the family business Source: Developed by the author  Autonomy is developed at three levels: the individual in the family, the family within the business, and the business within its context. The capacity to manage the complexity of these three levels and how the family develops successful and adaptable ownership strategies is linked to each other in family-owned businesses (Uribe et al., 2017). This research will discover the conflict between governance and autonomy and ho
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	 According to the unique characteristics of family businesses, the innovation in this type of business is influenced by firms' factors and family members' characteristics (Braga et al., 2017). Family businesses need to survive in a highly competitive environment through innovation as the main driver of business sustainability. Innovation is the firms' differentiation and competitiveness factor employed by the most successful organisations and contributes significantly to firms' survival. Fuetsch and Suess-R
	Innovation becomes one of the main drivers of family business performance during the ongoing macro-environment complications. Innovation is the key to competitive advantage creation; that reflects on improving the business performance and stimulates the business growth (Fuetsh and Suess-Reyes, 2017). Brines et al. (2013) state that family businesses' continued success for multiple generations depends on refining their current opportunities and recognising the new ones through embedding innovation. Schumpete
	businesses motivate innovation in their firms or prefer to follow the traditional management style.  According to the Oslo Manual, Innovation is a new or improved product or process that differs from previous products or processes brought in to be used. Innovation has four types: product, process, organisational, and marketing innovation, and these types will represent changes in business activities. Product innovation is about changes in the potential products and services, where process innovation represe
	According to Braga et al. (2017); OECD (2018); Fuetsh and Suess-Reyes (2017) definitions about innovation, it is about placing new products or services, improving processes and procedures, making a change in business structure, or improving and implementing new strategies which create firm value. The innovation strategy aims to bring new products, new processes, sales growth, employees' growth and an increase in business performance through the efficient use of firms' innovative capacity, employing 
	P
	Span
	fi
	rm resources to facilitate this
	 
	development and growth 
	(Fuets
	ch and Suess
	-
	Reyes, 
	2017).
	 
	Family businesses 
	must
	 
	develop practices that promote 
	the 
	innovative capacity to 
	enhance business performance through innovative 
	behaviour
	. Innovation investments do 
	not remain stable over
	 
	time in family businesses
	. Still,
	 
	it var
	ies according to business and 
	family goals compatibility, where family businesses 
	are 
	prepared to increase their R&D 
	investment and take 
	on 
	risks when their business performance expectations are not 
	fulfilled as planned. 
	 
	 
	Rowley e
	t al
	.
	 
	(
	2011)
	 
	argued that 
	Cooper proposed a multidimensional integrative model 
	of innovation, which drew together the types of innovation embedded in three of the 
	earlier binary classification, administrative, technical, process, product, radical, and 
	incremental innovation (see Fi
	gure
	 
	(12)
	). 
	Innovation in family businesses tends to be 
	incremental rather than radical. 
	 
	 
	 Figure (12): A multidimensional model of innovation Source: Rowley et al. (2011)  
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	Family businesses perform better than non-family in cost savings generated from process innovation and lower than non-family businesses in labour productivity (Fuetsch and Suess-Reyes, 2017). In the end, the business firms' have to have one strategic plan that reflects the family's vision, mission, values, and objectives and covers all aspects of the business and long-term goals. Family businesses need to bridge the gap to future growth through robust and innovative succession planning and governance to mai
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	 The strategic management definitions represented by Turner (2017); Johnson et al. (2008), Esfahani et al. (2018); Sotiriadis (2015); Bolland (2017); AlKhanafaji and Nelson (2003); and Sergio (2011) can be summarised that strategic management consists of continuous actions and decisions which help the firm to achieve its goals, mission, and objectives through effective and efficient policies and plans. Strategic management involves people who decide and implement strategy and its emphasis on the human eleme
	Lee et al. (2015), Dafna (2008), Jarzabkowski and Kaplan (2010), Jarzabkowski and Kaplan (2010) argue that four main strategic planning theories reflect how family businesses prepare and develop their strategies in a traditional approach, which are; the adjustment strategies, sustainable family business model, process-oriented theory, and strategy as practice theory, where these are theories and models used to develop succession planning in family-owned businesses in a traditional way without caring about t
	leadership between generations may influence the business strategy. Strategic management and long-term planning will allow businesses to achieve greater success and fulfil their true potential. This research aims to discuss a planning school from a prescriptive perspective because the idea of strategic plans is at the core of business and decision-making, and it is a better fit for managers interested in numbers, procedures, and accountability.  Braun et al. (2016), Ibrahim et al. (2004), Belmonte et al. (2
	Esfahani et al. (2018), Johnson et al. (2008), Devine (2017), Brunninge and Melander (2015), Phillips (2017) represented that the main advantage and reason of success in family businesses are their unique resources, where the strategic plan implementation will enhance the resources management through effective resource utilisation. The starting point of this research evolves from the reality that the main task for managers and leaders is to control firms' activities, resources, and internal business process
	probability of family greed toward control and power, which may harm the business in the long run.  Cortés and Botero (2016), Penrose (1985), Poza and Daugherty (2014), Brunninge and Melander (2015), Ahmad (2015), Mori and Charles (2019), Salman (2005), Ibrahim et al. (2004), Braga et al. (2017), Ward and Montemerlo (2011), Sharma et al. (1997), Uribe et al. (2017), Sonfield et al. (2016), Al‐Najjar (2010), El-Kassar et al. (2018) argue that family-owned businesses are permanently looking for strategies and
	Many pieces of research do not mention strategic management in family-owned businesses and the focus on family-owned businesses as a family foundation, where the most important issues are about how to improve the business performance and maintain business sustainability rather than family members' relationship only. The strategy formulation process should be dynamic in family-owned businesses because of the dynamic environment that exists because of the interaction between family and 
	business. This research explores the Jordanian family-owned businesses' key aspects in the lens of strategic management. It will explore if Jordanian businesses can understand and implement business strategy professionally. It will also explore whether these businesses are willing to utilize their strengths and control their weaknesses to use their unique resources and capabilities to deliver business strategies.  2.3 Succession Planning (S.P)  2.3.1 Introduction   The Succession Planning (S.P) section will
	Succession planning can be used for different parts of the succession processes such as the recruitment procedure, successor preparation process, preparation of candidates, involvement in the role, and managing successor and predecessor relationship to avoid 
	business failure and to keep away any causes that may threaten its survival (Osnes et al., 2019).  Budhiraja and Pathak (2018) represent that succession planning identifies the firm's future leaders, ownership changing, management, control transition, and leader's development in synchronisation with the firms' vision and objectives. Succession planning plays a major role in business continuity and the success of the business transition from one generation to the next (Aronoff et al., 2011). Indeed, family b
	Phan et al. (2005) argue that there is a robust relationship between succession planning and strategic management. Managing a family businesses unique resources such as people through succession planning is the main pillar of strategic management. 
	Succession in FoBs is a sensitive and complicated issue because of family and business interconnection (Sreih et al., 2019). When succession takes place in FoB’s they have to manage the changes that occur professionally to maintain the firms' performance. Figure (1) -Major Sources of family-business Conflict shows that 13% of future leaders said that the succession-related issues are a source of family member conflict. In comparison, just 11% of current leaders agreed.   Shen (2018) argues that a significan
	 Figure (13): Succession planning importance Source: Ernst & Young, 2017 p.19  The structure of FoBs gives them much strength towards succession. For example, training the successor can begin early on, and mentoring can be a life process. Still, on the other hand, it reflects the many challenges in terms of family issues that occur and the inability to choose the successor fairly (Gulzar and Wang, 2010). Department for Business Innovation & Skills (2014) argues that the succession process in FoBs involves t
	 Figure (13): Succession planning importance Source: Ernst & Young, 2017 p.19  The structure of FoBs gives them much strength towards succession. For example, training the successor can begin early on, and mentoring can be a life process. Still, on the other hand, it reflects the many challenges in terms of family issues that occur and the inability to choose the successor fairly (Gulzar and Wang, 2010). Department for Business Innovation & Skills (2014) argues that the succession process in FoBs involves t
	InlineShape

	Poza and Daugherty (2014) argue that family businesses have to begin regular meetings to discuss family and business issues. After a few years, they then have to develop a family constitution that will guide their succession planning discussions and establish guidelines for family members' involvement and the transfer of the business across the generations. Family businesses usually tend to put off succession planning decisions if it requires a choice between two or more successors to be made (PwC, 2016). T
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	Alshaeel (2016) argues that succession is a process, not a one-time event. This process includes choosing the successors, training the successor to run the family business operations and declaring the final selection of successor (where the successful succession process ends with the acceptance and integration of the new management) (Ibrahim et al., 2004). Succession is not an event, but it is a multistage process that begins before heirs join the businesses (Handler, 1994). The succession process impacts t
	2016), where having detailed plans for business continuity does not exist. The successor process and successor selection will be explored through this research for Jordanian family-owned businesses and used to achieve this research's first objective.   According to Mokhber et al. (2016), family business sustainability depends on succession planning, where its success is based on the founder's management skills in successor foundation and successor transition process. The succession process is one of the mos
	Ward and Montemerlo (2011) note that the family agreement process sparks attention to succession planning, it brings the family together, and it opens up all the questions to examine in terms of governance structures, where the family constitution may articulate the governance practices and family policies for all of the family institutions. Lansberg 
	(1999) argued that the succession process needs practical and emotional aspects, starting from how to mentor successors and set up a systematic selection process to how to make the best use of the board of directors during times of transition. According to Lansberg (1999), three types of succession transition are used in family businesses. The first is the transfer of a controlling interest in the company to one person and only one person who becomes the successor – this is the most common form of successio
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	Many family businesses reported high losses or closed down because of poor succession planning and selection of a successor, especially after the sudden death of the business owner or founder (Budhiraja and Pathak, 2018). The lack of a suitable person to run the organisation forces other family members to extend their retirement age. The conflicts occur between family members when one person in the family is given the powers and overlook others. Mokhber et al. (2016) argue that many challenges will affect t
	involvement, and generations' different views. Lansberg (1999) argued that the most difficult task and the greatest challenge for a founder or president in family-owned businesses are finding the right successor. This research will explore the challenges facing Jordanian family businesses to achieve the objectives of this research.  PwC (2016) argued that the most important challenge facing the Middle Eastern family businesses in the next five years is succession planning. AlEmam (2014) represent that Maali
	According to Budhiraja and Pathak (2018); Mokhber et al. (2016); Lansberg (1999); PwC (2016); AlEmam (2014); Gulzar and Wang (2010); Al-Barghouthi (2016); Al-Barghouthi (2016); Sreih et al. (2019); Osnes et al. (2019), there are many challenges facing family businesses in their succession planning which may refer to individuals, relations, context, or the process. This study will investigate these challenges facing Jordanian family 
	businesses, which usually affect succession planning implementation and business continuity.  
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	 The strategic management framework in family-owned businesses shows that the main objective of managing the succession process is to choose the best successor, where the word “best” depends on the goals of family firms. If the family firm is most concerned with family harmony, then the successor who will contribute the most towards that goal is the best leader. If the family firm’s goal is growth and profitability, another candidate might be preferable (Mokhber et al., 2016). Successful succession is built
	Miller et al. (2003) represent that there are many reasons why successions fail, including unclear succession planning, unprepared successor, and family rivalries. Soto Maciel et al. (2015) argued that companies engaged with succession planning resistance have low interest levels in the business continuing, succession success, and firm's success. 
	Budhiraja and Pathak (2018) highlight that firms often avoid making decisions based on emotional, interpersonal relationships in the succession planning process. PwC (2016) presents that resistance to succession planning in family businesses occurs because of founders who do not want to let go of the business, who do not want to feel that their working life will be closed, who do not want to reduce their income, who are unsure how to start, or who might not have sufficient expertise to guide them for this p
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	 There are many succession planning models developed by researchers and experienced family business founders, where the succession models are about how family businesses strategise the transmission of values and knowledge (Osnes et al., 2019). Ibrahim et al. (2004) argue that the successor socialisation model uses two socialisation pattern models. The first is about the early involvement and socialisation of the successor in the firm. The second one is about the late entry of the successor after a preparati
	 There are many succession planning models developed by researchers and experienced family business founders, where the succession models are about how family businesses strategise the transmission of values and knowledge (Osnes et al., 2019). Ibrahim et al. (2004) argue that the successor socialisation model uses two socialisation pattern models. The first is about the early involvement and socialisation of the successor in the firm. The second one is about the late entry of the successor after a preparati
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	Figure (14): Mutual Role Adjustment M
	odel
	 
	Source: Handler, 1990
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	In this case, 
	the stage of 
	successors 
	entering the business 
	is 
	as
	 
	an
	 
	employee, and finally 
	to 
	the leadership passing succession
	 
	and the role of founder 
	onto that person in the
	 
	long 
	term
	. Thes
	e models differ
	 
	in
	 
	several
	 
	stages if 
	some
	one 
	else is included
	 
	in 
	training 
	the
	 
	new generation and the process
	 
	of power transfer and founder withdrawals. 
	The father
	-
	son succession model represents the seven stages process and 
	is 
	categorised by two 
	main event
	s relat
	ed to these stages (see Figure (15)
	).
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	Figure (15): Father
	-
	Son Succession Process M
	odel
	 
	Source: (Longenecker and Schoen, 1978)
	 
	 
	Churchill and Hatten suggested the life cycle model
	 
	in 198
	7 to describe the family 
	business succession process
	. This mo
	del represents 
	the 
	succession process in fo
	ur 
	stages
	,
	 
	as shown in Figure (16
	) below. The first and start
	-
	up stage is an owner
	-
	managed 
	business and set
	s
	 
	the business culture according to 
	thei
	r leadership skills. The second 
	stage is 
	t
	raining
	 
	the new generati
	on and 
	developing
	 
	them to get skills, knowledge, and 
	experience. The third stage
	 
	is the generations partnership, where 
	the 
	delegation of 
	responsibilities and partici
	pation in decision
	-
	making start
	up. The fourth stage started 
	when power and responsibilities
	 
	transfer
	red
	,
	 
	and 
	a new generation le
	d the company
	 
	(Sharma 
	et al.,
	 
	2012; handler, 1994)
	.
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	 Figure (16): Life Cycle Model Source: Churchill and Hatten (1987)   The main challenge in these models is the success and failure of this process due to many factors, one of which is the centralized control of family firms. Osnes et al. (2019) argued that the role perspective model is used in family businesses to explore hand-over dynamics, and it is a product of how a system will achieve its goals, how individuals pursue their role, how systems change over time, how the role changed over time, and the str
	InlineShape
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	 Soto Maciel et al. (2015), El-Kassar et al. (2018), Poza and Daugherty (2014), Osnes et al. (2019), Budhiraja and Pathak (2018), Aronoff et al. (2011), Ramadani and Hoy (2015) represent that succession planning identifies the firm's future leaders, ownership changing, management, control transition, and leaders development In synchronisation with the firms' vision, mission, and objectives. Family business sustainability and continuity depend on succession planning, where its success is based on the founder
	Alshaeel (2016), Ibrahim et al. (2004), Handler (1994), Soto Maciel et al. (2015), Ward and Montemerlo (2011), Steier et al. (2015), Lansberg (1999); represent that there are many reasons why successions fail including due to unclear succession planning, unprepared successors, and family rivalries. Succession planning in family-owned businesses starts with assessing a firm's size, vision, and previous performance. Finally, the last thing considered by most family-owned businesses is to assess leaders on var
	level and heirs development are most often neglected in FoB's. To ensure family business sustainability, there is a need to implement an effective succession process, where succession issues always threaten business success. Family businesses need to develop business philosophy and practices while focusing on balancing the relationship between family and business. From the strategic management framework, the main objective of managing the succession process is to choose the best successor, where the word “b
	2.4 Corporate Governance (C.G)  2.4.1 Introduction  The corporate governance (C.G) section will deal with clarifying the difference between management and governance, reflect on the importance of corporate governance for firms' behaviour and performance, and will shed light on corporate governance in Jordanian family-owned businesses towards improving their performance and maintaining their sustainability and growth, moving away from a common misconception.  The stewardship theory (one of the main family-ow
	Kim et al. (2010) represent that increasing shareholder wealth is every firm's main goal, where well-functioning organisations foster economic stability and growth. The term "Corporate Governance" became familiar because of several shocking corporate scandals and failures of financial firms, which caused a global economic crisis that led to calls for regulatory reform and corporate governance improvements (Kim et al., 2010). The success and failure of any organisation or any organizing activity are related 
	the success and failure of the business depend on a firms' seriousness in managing the growth, preserving family harmony, and ensuring fairness between stakeholders (Gulzar and Wang, 2010).  Corporate governance is about the structures and processes that affect power and influence during corporate decision-making. Corporate governance ensures that stakeholders' actions are consistent with the controlled bodies (Cortés and Botero, 2016). Corporate governance theory focuses on the role of the board of directo
	2.4.2 Background of Corporate Governance (C.G) 
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	According to Beattie (2018); OECD (2015); El-Kassar et al. (2018); Kim et al. (2010); Al‐Najjar (2010); Hartzler (2016); and Louie et al. (2019), there is not a unified definition of C.G. There's a critical variance between management and governance; governance ensuring that businesses run in the right direction, and governing business bodies, while management relates to the work of actual running of the business and to executive 
	management work (Beattie, 2018), where 70% of business pitfalls could be avoided through putting in place effective and sound governance mechanisms. Cadbury (1992), as cited by El-Kassar et al. (2018), argue that corporate governance is a set of mechanisms and processes that firms operate through when ownership and management are separated.   According to OECD (2015) – the Organisation of Economic Cooperation and Development - the main purpose of corporate governance is to "build a business environment surr
	According to Beattie (2018); OECD (2015); El-Kassar et al. (2018); Kim et al. (2010); Al‐Najjar (2010); Hartzler (2016); and Louie et al. (2019), who define and described CG 
	from their different point of views, classify these concepts as financial, economic, accounting, marketing, or management issues. The importance of stable and sustainable family businesses leads to the need to adopt and understand the importance of corporate governance practices to guarantee firm success, growth, and sustainability.  This research will explore the Jordanian family-owned businesses' governance practices and their awareness of governance mechanisms, responsibility, accountability, and transpa
	2.4.3 Corporate Governance Importance 
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	 It is clear that for every firm, good corporate governance practices, processes, rules, and mechanisms have positive effects on a firm's behaviour and performance through directing, monitoring, and controlling these firms' practices (El-Kassar et al., 2018), where the corporate governance practices interested in balancing businesses stakeholders' benefits and interests. Robust family governance is essential in family businesses suffering from a lack of clarity and alignment between family members (PwC, 201
	Sahni et al. (2017) highlight that the Saudi economy as a part of the Arab region economy is active in traditional family governance, but the challenge for them is to move away from conservative, traditional, weak corporate governance mechanisms and become significant players in high value, mixed Islamic, and international corporate governance standards and principles. The main purpose of corporate governance is to promote transparency, accountability, disclosures, fairness, and responsibility (Gulzar and W
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	 Family businesses are owned, managed, and controlled by family members, where the family impacts the firm through governance, ownership, and top management (Mori and Charles, 2019). Improving family-owned businesses' performance and maintaining their sustainability and growth can be achieved through governing their practices and implying corporate governance policies (Devine, 2017; Sahni et al., 2017), where Philip Armstrong, the senior advisor on corporate governance at the International Finance Corporati
	 
	Understanding the corporate governance in family businesses requires understanding the benefits and challenges occurring in the family firms because of family involvement (Cortés and Botero, 2016). With their different and unique ownership structure, family businesses use a different corporate governance structure from non-family businesses (Beattie, 2018). Governance in FoBs can be seen through the high degree of control, where owners closely hold these firms. On the other hand, it may sacrifice growth for
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	Figure (17) below
	 
	shows the family governance structure 
	(Poza and Daugherty, 2014)
	.
	 
	 
	 Figure (17): The Family Governance Structure Source: (Poza and Daugherty, 2014)  According to Poza and Daugherty (2014), there are many challenges facing family business governance, such as nepotism, where prioritising the family agenda over a balance between family, ownership, and management permit the governance policies to continue across generations efficiently. Loss of family Identity and value is another challenge. Family values, legacy, and beliefs are the anchors of the family continuity plan, whic
	InlineShape

	Furthermore, family businesses loving the need for equality exists, but transferring the business equally to unprepared siblings to govern the relationship between family and the business may destroy the family and the business. Family CEO's perceived the business and family much more favourably than other family and non-family managers do, where the critical need to build a family governance institution is often. Finally, the distribution of family capital can negatively affect the family access to new inv
	According to Mori and Charles (2019), the board of directors in family-owned businesses is the firms' central governance body that provides monitoring and resource functions in small and medium enterprises (SMEs), where a well functioning board of directors is important for SMEs performance, where family business forms the majority of these enterprises. The board's role depends on its composition, management readiness to implement board decisions, and the execution mechanism. The board members experience, c
	Cortés and Botero (2016) argue that successful family businesses have to establish two governance bodies to manage the business, which is the business council and to manage the family, which is the family council. The family council consists of family members whose aim is to support the family to analyse the family commitment problems toward the company, convey family values, improve communication among family 
	members, and develop a family member agreement, where the business council focus on business development, family expectation towards the business, identify potential leaders for the business, organise decision-making process, solve conflicts, and improve the exchange of information among family and business. This research will explore the existence of the family council and the business council in Jordanian family businesses, and if any task of these councils is being practised in these businesses.  
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	 Abouzaid (2008) argued that many Jordanian family-owned businesses did not adopt the corporate governance framework because of their misconception toward its high cost without any existing guarantee of its benefits. Jordan Institute of directors (2014) highlights that corporate governance is built on the unique advantages of family businesses to ensure that family businesses work on their weaknesses and leverage their strengths. Abouzaid (2008) highlights that easy and quick decision-making of family-owned
	The main legislation for corporate governance regulation in Jordan is the securities law (no. 76/2002), the companies law (no. 22/1997), the capital market regulation, insurance supervision law (no. 33/1999), privatization law, and the bank law (Al‐Najjar, 2010), 
	where Srieh et al. (2019), argued that family businesses in the Middle East would have an 18% increase in their value if they apply sound corporate governance practices. Still, the reality of their situation is that they have weak corporate governance practices and are reluctant to change their old way of running their business.  
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	 According to Beattie (2018); OECD (2015); El-Kassar et al. (2018); Kim et al. (2010); Al‐Najjar (2010); Hartzler (2016); and Louie et al. (2019), there isn’t a unified definition of corporate governance, where they defined and described CG from their different point of views, and reflect this concept towards financial, economic, accounting, marketing, or management issues. The importance of stable and sustainable family businesses leads to the need to adopt corporate governance practices to guarantee firms
	Mori and Charles (2019), Devine (2017), Sahni et al. (2017), Sonfield et al. (2016) argue that the most important issues around this aspect are the nature of these relationships and how to handle them. Better management and a more effective board result from strong governance fundamentals, which lead to improving efficiency, reducing risk, and improving decision-making. Corporate governance is about management, control, 
	responsibility, accountability, and transparency. Yet the foundation of relationships in corporate governance relate to forms from corporate large scale business, within the family business, these as of equal importance, but how do the family business assure they will meet this overtime or face the insolvency of their enterprise.  Abouzaid (2008), Abu Ghazaleh (2018), El-Kassar et al. (2018), Al‐Najjar (2010) argue that many Jordanian family-owned businesses did not adopt the corporate governance framework 
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	The four previous sections reflect family-owned businesses, strategic management, succession planning, and corporate governance issues. The family business concept turns around management for continuity and sustainability (Aronoff et al., 2011; Salman, 2005). The unique features and unique structure of these businesses are the main sources of their competitive advantage (Aloulou, 2018; Ward and Montemerlo, 2011), but these businesses need to be aware of the changes and development of the family, business, a
	challenges. Accordingly, they need to be prepared to respond to these changes using the skills required, competencies, and the right infrastructure to respond rapidly and survive (Al-Barghouthi, 2016; Aloulou, 2018).  The preparation stage of these businesses is achieved by building an effective and efficient strategic plan that considers these businesses' unique values, beliefs, characteristics, and competencies (Braun et al., 2016, Brunninge and Melander, 2015). This process should be dynamic because they
	The importance of stable and sustainable family businesses leads to adopting corporate governance practices to guarantee firms success, growth, and sustainability (Beattie, 2018; OECD 2015). Moreover, to implement a successful strategy in family-owned businesses, they need to handle the relationship among family members and between family members and managers (Wang, 2010; Sahni et al., 2017). Corporate governance builds on the unique advantages of family businesses to ensure that family businesses work on t
	2018).  However, the needs for business owners in family enterprises is not a major focus of the material, and therefore some understanding of how it would be centred in a Jordanian family business is key to the translation of these notions  2.6 Conclusion and Review of Conceptual Framework  Most of the published research focuses on the theoretical side of succession planning and corporate governance issues, as mentioned in sections (2.2.6, 2.3.6, and 2.4.4). The factors that govern family-owned businesses 
	 Figure (18): Researchs’ Conceptual Framework Source: Researcher  The previous Figure (18) shows this researchs’ conceptual framework; it shows the relationship between the three main pillars of this research: family-owned businesses, succession planning, and corporate governance. The previous chapter and literature reviewed through this study reflect the need for stable family-owned businesses and how it affects other stakeholders directly. This research will explore the role of corporate governance and su
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	By conducting the previous up to date literature review, the study observes a lack of clarity regarding Jordanian family-owned businesses succession planning and corporate governance practices that need to be explored under the umbrella of these research models and theories. The next chapter is about the research methodology and design used to achieve these study objectives. 
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	 This research aims to explore in-depth how professional succession planning might evolve corporate governance practices by identifying and describing the key aspects of family-owned businesses in Jordan. This research will explore the Jordanian family-owned businesses into how succession planning normally takes place and impacts corporate governance. In this chapter, the methodology and design used are discussed, and the previous chapters provide the theoretical background on which this research is based. 
	The researcher should be aware of the most critical phase in this journey, selecting the research philosophy (Saunders, 2011). The researcher should recognise the 
	philosophical research assumption with particular attention even if the study is qualitative or quantitative, where a researcher's perception toward the improvement of knowledge is the main driver of the research philosophy adopted. The research philosophy adopted controls researchers' investigation (Guba and Lincoln, 1994). The researcher's adopted approach affects the selected research strategy, where the research question controls the research philosophy adopted (Saunders, 2011). In this research, the re
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	Table (6): The Five Main Research P
	hilosophies
	 
	Source: Saunders et al., 2009
	 
	 
	Accord
	ing to Table (6
	) above, the most common philosophies for this research are 
	positivism and interpretivism, where section 3.2.1 below will clarify these two 
	approaches. 
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	3.2.1 Positivism versus Interpretivism  3.2.1.1 The Positivism Research Philosophy  The positivism research philosophy relates to the stance of the natural scientist. Saunders and Lewis (2018) define positivism as "a research philosophy similar to those used in the physical and natural sciences, where it is a highly structured method employed to facilitate replication, resulting in law-like generalization". According to Collis and Hussey (2014), positivist research focuses on discovering measurable and obse
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	3.
	2.2 Deductive versus Inductive A
	pproach
	 
	 
	According
	 
	to Collis and Husse
	y
	 
	(2014); B
	ell and Bryman
	 
	(2007)
	,
	 
	the approach to theory 
	development 
	used 
	can be 
	a
	 
	deductive or inductive approach, where theory is defined as 
	an explanatio
	n of the relationship between two or more concepts or variables. All 
	research projects will need to link to theory 
	somehow
	, and the most likely link will be 
	through the research topic
	s
	 
	relevant literature (
	Saunders and Lewis, 2018)
	. The 
	positivism philosop
	hy 
	is 
	normally associated with
	 
	deductive research, and interpretivism 
	res
	earch 
	is 
	usually associated with
	 
	inductive rese
	arch. 
	 
	 
	The deduction approach describes 
	a 
	researcher's
	 
	dependency on a theory or model, 
	then develops a hypothesis and tests it through
	 
	designing a research strategy
	. In 
	contrast,
	 
	the inductio
	n approach let
	s
	 
	the researcher
	 
	develop a theory 
	by
	 
	collecting data 
	and analys
	ing it (Saunders and Lewis, 2018). The hypothesis suggests a correlation 
	between two 
	or more variables and formulates
	 
	in o
	perational terms, where the deducti
	ve 
	approach is accomplished by
	 
	quantitative research (Saunders, 2011
	). According to Bell 
	and Bryman
	 
	(2007)
	,
	 
	the deduction approach is a top
	-
	down approach from general to 
	more specific, where the inductive approach works f
	rom
	 
	specific observation and data
	 
	analysis to develop
	 
	theories and create a generalis
	ation model
	 
	(see Figure
	 
	(19
	)
	)
	 
	 
	 Figure (19): Deductive and Inductive research Source: Adapted from Saunders and Lewis, (2018)  
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	Leedy and Ormrod
	 
	(2004) highlight that
	 
	indu
	ction research is a bottom
	-
	up approach 
	that
	 
	derives theories, models, and concepts from specific observation
	s
	 
	and empirical data
	. A
	 
	conclusion
	 
	is
	 
	drawn 
	from
	 
	the population according to 
	the 
	phenomena observed in 
	the
	 
	sample. The inductive approach 
	is 
	used in
	 
	social sciences, where employing a 
	qualitative method to collect data to understand an experience or phenomena (Easterby
	-
	Smith et al., 2012). Conducting inductive research allows 
	the 
	researcher to be more 
	flexible in modifying the research through its pro
	cess, which lead
	s
	 
	to 
	a 
	deeper and closer 
	understanding of events and phenomena (Saunders, 2011). In
	 
	an
	 
	induction approach, 
	under
	standing the research context
	 
	emphasises
	 
	the necessity 
	to research to generalis
	e 
	a theory
	. I
	t possess
	es
	 
	a 
	more flexible structur
	e to research emphasis changes as the 
	research progresses (
	Saunders and Lewis, 2018)
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	This research will reflect more than one reality about Jordanian family
	-
	owned businesses 
	developed from the epistemological assumption and interpretive framework
	 
	to cre
	ate 
	new knowledge and understanding
	 
	from respondents' responses
	.
	 
	T
	he method used is
	 
	qualitative in achieving the research objectives 
	and answering the research questions 
	using an inductive approach
	 
	which will inform individuals' logic and understanding. 
	Th
	e 
	below 
	F
	igure (
	20
	) show this
	 
	methodological research
	 
	pyramid.
	 
	T
	he interpretive 
	philosophy will support the interview research methodology
	, which
	 
	support
	s
	 
	the 
	data 
	collection methods (Semi
	-
	structured interview). 
	 
	 
	 Figure (20): Research Methodological Pyramid Source: Adapted from Saunders et al. (2009)   
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	To conclude, exploring Jordanian family-owned businesses, their succession planning process adopted, and major factors of succession planning that impact corporate governance. It requires a closer and deeper understanding of these businesses. In this research, the researcher defines his research question, "How does traditional succession planning impact the corporate governance in family-owned businesses in Jordan". This research will discover various respondent interpretations and investigate the main aspe
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	 Explanatory research can be used to clarify and identify the variables cause and effects relationships at the time when the research problem has already been defined narrowly (Zikmund, 2010). Therefore, explanatory research requires testing a hypothesis that forms a well-defined research problem, where questions can be answered using quantitative and/or qualitative methods (Saunders and Lewis, 2018).  This research is not explanatory because it does not aim to clarify variables cause and effects relationsh
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	Exploratory research clarifies and simplifies ambiguous problems or new phenomena (Zikmund, 2010). Thus, exploratory research is frequently conducted to explore unexplored phenomena or understand a general problem's dimensions. Saunders and 
	Lewis (2018) suggest more than one way of conducting exploratory research: the first way, searching the academic literature, the secondly, using unstructured observation, and thirdly, using semi and unstructured interviews with experts on the subject. Exploratory research is well suited to qualitative methods to clarify concepts and insights, formulate problems more precisely, and form hypotheses without testing them (Saunders et al., 2011).   This research is exploratory because it simplifies or clarifies 
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	 Descriptive research is designed to describe a phenomenon's characteristics by determining answers for who, when, what, how, and where questions; it is unlike the exploratory purpose because it is based on the previous understanding of the research problem (Zikmund, 2010). Descriptive research may be an addition to exploratory research to define and examine phenomena more fully or differentiate them from other phenomena (Saunders and Lewis, 2018).  This research aims to explore what is going on in family-o
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	As mentioned in section 3.3.1.2, exploratory research was used in this thesis. According to Saunders and Lewis (2018), any research strategy such as an experiment, survey, case study, or interview can be used for exploratory, descriptive, or explanatory 
	research. Simultaneously, some of these strategies belong closer to the deductive approach, whereas others may belong closer to the inductive approach.    Saunders (2011) argues that selecting qualitative or quantitative methods depends on a researchers' philosophy, approach, type, strategy, and method. This can help the researcher answer the research questions and achieve the objectives. According to Gill and Johnson (2010), quantitative methods reflect information statistically and emphasise quantities in
	The interpretation certainty of the research subject, approach, method, and the research area adopted is supported by the qualitative method and advantage over the quantitative method (Bryman, 2016). The quantitative method might miss the ability to present valuable insights about social phenomena by presenting naturalistic data, enabling the 
	study to display a distinct phenomenon complexity (Creswell, 2013). The qualitative method will help understand the responses of individuals and groups who are interviewed when there are limited previous studies about the phenomenon in the actual social environment.  3.3.3 Research Design  This research study used the semi-structured interview research strategy, where the data was collected through 21 one-to-one semi-structured interviews with respondents from Jordanian family-owned businesses.  According t
	 Figure (21): The Research Design Source: Researcher  The previous Figure (20) shows that this research followed two stages, starting from identifying the research problem and determining the scope of the research after reviewing the literature and identifying the research gap. The second stage started from collecting primary data from respondents to analyse these data thematically to achieve these research objectives.     The following section 3.4 will outline how the researcher adopted the qualitative res
	 Figure (21): The Research Design Source: Researcher  The previous Figure (20) shows that this research followed two stages, starting from identifying the research problem and determining the scope of the research after reviewing the literature and identifying the research gap. The second stage started from collecting primary data from respondents to analyse these data thematically to achieve these research objectives.     The following section 3.4 will outline how the researcher adopted the qualitative res
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	The researcher tends to solve the research problem systematically by using the appropriate research method. This result can be achieved by studying all of these methods and techniques and being aware of their specifications. This procedure can 
	help discover the relevant and irrelevant methods to the research problem (Morgan, 1993). The researcher should choose the most applicable and appropriate research method to get the most out of the researched area according to the research aims, problem, and objectives (Gill and Johnson, 2010). The research method used with a selected research strategy did not reflect the barrier preventing the researcher from adopting other methods. The data collection method and research strategy used depends on the form 
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	Table (7): Analysis of Quantitative Research Method Source: Adapted from Haq (2014)  Investigating individuals' perspectives about their lived experiences can be accomplished by adapting a qualitative approach (Guba and Lincoln, 1994). According to Payne and Williams (2005), qualitative research untangles the meanings associated with a particular social structure and leads to explanation rather than generalization. The criticism about the qualitative research falls below the main three points. First, the sa
	 
	 
	 Figure (22): Sequential of Qualitative Method Research Design Source: Adapted from Haq (2014)  According to Figure (22), the qualitative data collection technique that will be adopted for the qualitative study is the semi-structured interviews which will be discussed next.  3.4.2 Data Collection Technique  The research aims, objectives and the time available control the data collection technique used by the researcher, where interviews, observations, and case studies are data collection methods that can be
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	The interview can be used to get insights about complex situations and collect information from any type of person through a person to person interaction to obtain specific research purposes and relevant information (Belmonte et al., 2016). This research explored every respondent's lived experience and generated knowledge about the reality of running and managing their family businesses. Qualitative interviews are a data collection method for rich and detailed data, including beliefs, behaviours, attitudes,
	The semi-structured interview is the most appropriate approach to gaining insights and information through exploratory research. In-depth and sensitive information about Jordanian family-owned businesses can be collected through this method with a small sample population. The semi-structured interviews used in this research aim to explore the major aspects of Jordanian family-owned businesses, succession planning adopted in this type of businesses, and how traditional factors affect the corporate governance
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	 Figure (23): Formulating the Interview Questions Process Source: Adapted from (Bryman, 2012)  The interview schedule consisted of a series of questions with the flexibility to change the sequence of questions, which is different from structured or unstructured interviews (Bell and Bryman, 2007). These three types of interviews are structured, unstructured, and semi-structured interviews, and they differ in terms of the level of control and flexibility (Edwards and Holland, 2013). Structured interviews do n
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	To achieve these research objectives, the researcher developed a paper-based interview script including open-ended questions to guide the interview conversation, ensure consistency, guarantee reliability in all interviews, ask participants similar questions, and avoid leading questions. The researcher designed the interview script to focus on three main themes – Jordanian family-owned business aspect, succession planning, and corporate governance. The researcher used pre-determined open-ended questions to i
	The researcher will follow Myers and Newman's (2007) model (see Table (8) below), which clarify guidelines for semi-structured interviews in qualitative studies. The researcher will clarify every question to keep the respondent comfortable and eliminate any sense or misunderstanding to keep them relaxed and free to answer every question. Moreover, the information collected through face-to-face interviews to explore specific phenomena like aspects of Jordanian family-owned businesses may lead to new findings
	response because of his/her dress, age, gender, facial expression, or any other non-verbal characteristics (Zikmund, 2010).   
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	According to Meho (2006), there are many challenges facing the researcher who decides to commence face to face interviews, and these include time needed to spend with every respondent, cost before, in, and after the interview, and the limited access to participants where they are business founders and senior managers. These thesis constraints also allow the researcher to use the face to face interview according to the methodological argument presented earlier. The COVID-19 pandemic changed the interview nat
	Skype, which affected the data gathered. The interview missed the feeling of the surrounding environment around the respondents missed the human interaction advantages.  
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	 This section will outline this qualitative research sampling design and sample size. Selecting the research sample is a key part of research validity and reliability, where testing the whole population is very difficult in some cases. At the same time, the researcher should ensure the research accuracy and validation (Zikmund, 2010). The research design and quality depend heavily on choosing the research sample strategy. The researcher should be careful in choosing the sampling strategy compatible with the
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	 Figure (24): Probability versus Non-probability sampling Source: Adapted from (Rahi, 2017)  The previous Figure (24) shows that the probability samples give each unit of the population the same probability of being chosen. For the non-probability sample, the probability of choosing one unit is unknown (Rahi, 2017). This research used non-probability sampling for data collection, which depends on researcher assessment and can't be used for generalisation issues, unlike probability sampling, which is more re
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	The scope of the research and the research objectives directed the sampling method that was used in cooperation with the research method used, where the qualitative researches aim to deal with people's experiences and attitudes, and the sample of the population selected to study people experience toward phenomena studied. According to Zikmund (2010), convenience sampling is the best sampling strategy used for exploratory research when additional research is conducted with a probability sampling, where respo
	responses could be gathered at a low cost and quickly, in the absence of any research funding and given the time limits. Using convenience sampling is compatible with these research aims and objectives.  Therefore, the researcher selected participants who have adequate experience in the Jordanian family business. The respondent's intention to describe their experience and talk freely with the researcher played a major role in sampling selection. The sample of this study was selected from Jordanian unlisted 
	 They are registered with the Amman Chamber of Commerce, which means that they have a legal form and are practising their profession. 
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	 They are located in Amman, which is the capital city of Jordan, because Amman is the commercial hub, and the majority of professional enterprises are located in Amman. These businesses were aware that they would be asked about succession planning and governance. 
	 They are located in Amman, which is the capital city of Jordan, because Amman is the commercial hub, and the majority of professional enterprises are located in Amman. These businesses were aware that they would be asked about succession planning and governance. 

	 The selected enterprises are unlisted family-owned businesses, with shares of more than 51% owned and managed by one or more shareholders from the same family. 
	 The selected enterprises are unlisted family-owned businesses, with shares of more than 51% owned and managed by one or more shareholders from the same family. 




	  3.5.2 Sample Size  
	The sufficient number of interviewees in qualitative research is a debatable point in current research (Robinson, 2013). The qualitative studies sample is not a pre-determined number only, and it is a process that the researcher needs to follow (Trotter, 2012). Patton (2015) argued that determining the number and nature of participants could be achieved through the research aim and research question to justify and guide this process. Galvin (2015) recommended employing between 12 to 60 respondents in qualit
	  The uniqueness of this research is represented through its participants' selection stage from 12 different sectors, expressed three legal forms, and different numbers of generations involved in the business 1,2, and 3 generations. The characteristics of these research participants included:  
	o Business founders  
	o Business founders  
	o Business founders  
	o Business founders  

	o CEO's  
	o CEO's  

	o Candidate successors 
	o Candidate successors 



	 These respondents were ready to share their experience with the researcher by reflecting their motivation to success, ambition, and experience, which enriched the data collected. As mentioned previously, the researcher used face to face semi-structured interviews, where a group of 21 family-owned businesses founders, CEO's, or candidate successors were selected as potential candidates from different sectors, as shown in Appendix (C). The researcher reached the saturation point of respondents' responses aft
	The researcher emphasises participants' privacy and anonymity through the consent form sent for them, the consent form in the English language attached in Appendix (D), and the Arabic language consent form attached in Appendix (E) contains written information about the purpose of this study, the process of data analysis, and their right to withdraw from this study any time. This form was sent to potential participants before commencing the interview. At this stage, the researcher sent a letter to participan
	participants shown in Appendix (G), which contains a personal invitation followed by a voice call to arrange the time and date of their participation in this research. The participants also knew that the researcher would use a coding strategy to name their responses for their confidentiality.  According to Low et al. (2017), the pilot study ensured the research integrity. Accordingly, the researcher used the pilot study by examining the research questions with two of his friends and one participant of the r
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	 Analysing the qualitative data is a challenging stage of qualitative research, where the nature and process of qualitative data analysis techniques differ. Therefore, choosing the most relevant analytical technique is influenced by several elements, including the research question, the theoretical base, and the technique's applicability to the data analysis. According to Kawulich (2004), the researcher needs to conclude research findings by using the appropriate technique to engage with the data gathered, 
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	Definition 
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	Content Analysis 
	Content Analysis 

	The researcher analyses the content of the text and assigns codes to specific characteristics within the text. The researcher quantifies themes or patterns in this method  
	The researcher analyses the content of the text and assigns codes to specific characteristics within the text. The researcher quantifies themes or patterns in this method  
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	Thematic Analysis 
	Thematic Analysis 

	The researcher identifies and analyse themes within data and look across the data to identify common issues and summarise all the views from data collection. 
	The researcher identifies and analyse themes within data and look across the data to identify common issues and summarise all the views from data collection. 
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	Discourse Analysis 
	Discourse Analysis 

	The researcher looks at the pattern of speech, where this method involves some form of counting. 
	The researcher looks at the pattern of speech, where this method involves some form of counting. 
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	Table (9): Qualitative Data Analysis Methods Source: Adapted from Braun and Clarke, (2006)  According to Braun and Clarke (2006), the thematic analysis technique summarizes the information related to a particular topic or data domain; where it's called domain summary or topic summary used to analyse qualitative data through summarizing everything the participant said and summarizing the main points raised by the participants with a particular topic or data domain. Thematic analysis is the most appropriate m
	 
	 
	 
	 

	Stage 
	Stage 

	Process 
	Process 
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	Familiarising with the data 
	Familiarising with the data 

	Reading the transcripts over and over Listening to the audio files several times Immersing oneself within the data and making notes Spot relevant items to the research questions 
	Reading the transcripts over and over Listening to the audio files several times Immersing oneself within the data and making notes Spot relevant items to the research questions 
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	Generating initial codes 
	Generating initial codes 

	Analysing the data through coding, codes used for developing the themes and concluding the analysis 
	Analysing the data through coding, codes used for developing the themes and concluding the analysis 
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	Looking for themes 
	Looking for themes 

	Engaging in an active process of searching for themes  Reviewing the codes developed in the previous stage 
	Engaging in an active process of searching for themes  Reviewing the codes developed in the previous stage 
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	Reviewing themes 
	Reviewing themes 

	Rechecking whether the themes actually represent the extracts of data text. Discarding some themes or relocating them under other themes.  
	Rechecking whether the themes actually represent the extracts of data text. Discarding some themes or relocating them under other themes.  
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	Defining themes 
	Defining themes 

	Qualifying each theme by its specificity and singular emphasis Developing the connections among the themes without each theme overlapping the other and providing answers to the research questions.  
	Qualifying each theme by its specificity and singular emphasis Developing the connections among the themes without each theme overlapping the other and providing answers to the research questions.  
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	Writing up the analysis 
	Writing up the analysis 

	A continuous process that starts from taking notes and developing codes and themes. Representing the story from the data, according to the analysis conducted 
	A continuous process that starts from taking notes and developing codes and themes. Representing the story from the data, according to the analysis conducted 
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	Table (10): Thematic Analysis Process Source: Braun and Clarke, (2006)  
	The researcher used the template analysis, which Prof. Nigel King suggests. The selection of kings' template analysis for this study was chosen because of the fact that it is a style of thematic analysis, and it combines a set of procedures that guide the analysis of qualitative data without a rigid description of how to make the analysis. This 
	kind of analysis was used to categorise common issues across the huge amount of qualitative data collected. It relied upon respondents' providing a series of responses to questions to create a fact (Burton and Galvin, 2019). The template analysis can be used in the context of any form of textual data such as interviews, focus groups, diary entries, and social media  Reporting the data using Kings' template analysis involves seven stages; started with reading and being familiarised with the data collected be
	 
	Kings and Brooks (2017) argue that the principles of template analysis theory show that processing and analysing the qualitative data through an interpretive philosophy direct the researcher to follow the main seven steps or stages, which are: read and familiarize with your data, carry out a preliminary coding, develop the initial template, further code data using the initial template, produce a final version of the template, aid the overall interpretation of data, and a quality check.  The researcher divid
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	 All the interview transcripts were read many times to familiarise the researcher with the data collected before analysing and before trying to code anything and starting up the coding stage. The researcher tried to capture different meanings of the data collected by listening to the interview audio recording and trying not to miss any information linked to the respondents' speech tone.    The main groups of questions were: the main aspects of Jordanian family-owned businesses related to succession planning
	 Figure (25): The Initial Template Source: Researcher  The initial template shows three main basic themes about succession planning, corporate governance, and family-owned businesses in Jordan. According to the theoretical framework, the initial template was coded and constructed based on the main categories listed in Table (11) below.    
	 Figure (25): The Initial Template Source: Researcher  The initial template shows three main basic themes about succession planning, corporate governance, and family-owned businesses in Jordan. According to the theoretical framework, the initial template was coded and constructed based on the main categories listed in Table (11) below.    
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	Firms competitive advantage (rare, valuable, inimitable, non-substitutable) 
	Firms competitive advantage (rare, valuable, inimitable, non-substitutable) 
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	Family constitution (Succession planning, family vision, conflicts policies, profit sharing, employment, investment) 
	Family constitution (Succession planning, family vision, conflicts policies, profit sharing, employment, investment) 
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	Decision process factors (family, business, personal, market) 
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	            Succession as a process 
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	Span

	TR
	2.7 
	2.7 

	Who choose the successor 
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	Disclosure, Transparency, Accountability, Management, Control, Responsibility 
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	Conflicts of interests 
	Conflicts of interests 
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	Clear policies (conflicts, constitution, shares transfer, dividends 
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	Effective board of directors – Independent member 
	Effective board of directors – Independent member 
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	Table (11): Initial template main themes and categories Source: The Researcher  The research focused on family-owned businesses founders, CEO's, and candidate successors' perspectives, without including any external environmental factors surrounding these family businesses such as employees, environment, government, or other stakeholders.    
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	 The initial template is shown in Figure (25)  was used to code further data and modify the areas which it did not fit to come up with a second version of the template after going through the initial template and reading all the interview transcripts and after listening to the audio recording many times (King, 2015). The researcher revised the interview transcriptions to find the key themes and sort the more interesting, important, and relevant things to the research questions and objectives. This stage cat
	The researcher eventually reached the final developed template, which enabled him to answer this research question: "How does traditional succession planning impact corporate governance in family-owned businesses in Jordan, and what steps could be taken to identify effective corporate governance practices in the long term".   The analysis resulted in the finalised developed template shown below in Figure (26). The initial template shows three main themes according to the literature: family-owned businesses,
	  Figure (26): Final Developed Template  Source: The Researcher 
	  Figure (26): Final Developed Template  Source: The Researcher 
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	3.7 Reliability and Validity 
	3.7 Reliability and Validity 
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	3.7 Reliability and Validity 



	 The researcher's concerns at the stage of designing the research should be around the results to be found and to maintain high-level of research quality hence why this researcher did his best to ensure that the conclusion is valid and limit invalidity by guaranteeing the coherence between the research strategy and research objectives and questions. The reflection of reality and truth through the data collected by the researcher is the main pillar of data validity. It reflects that these findings reflect th
	This research established the validity and reliability by understanding the realities interpreted by the Jordanian family-owned business founders, CEOs, and candidate successors who are aware of succession and governance issues and their related factors. The researcher gave attention to external validity by coming up with a more comprehensive conclusion to other research settings by increasing the number of enterprises and respondents interviewed to be 21 participants.   Participants' contributions and the 
	3.8 Ethical Issues 
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	 This piece of work considered and fulfilled the ethical considerations, where before the commencement of this study, this research considered the ethical issues at the stage of proposing the methodology and before undertaking the research activity through obtaining approval from the ethics committee in UWTSD so that this research will be conducted ethically and to minimise the risk of harm. The researcher obtained ethical approval and abided by ethical codes of conduct. UWTSD Ethics Committee has been appr
	The main ethical issue tacked was to notify the participant's beforehand about the interview title, aims, and objectives verbally, followed by a written letter to participants 
	and a consent form to be signed by those who confirmed their participation verbally. The main aims of the consent form are to notify the participants about the freedom to choose whether to participate or not, avoid risk and harm and ensure their confidentiality and anonymity.   The respondent's identities remain anonymous and are identified as the founder or manager of Jordanian family-owned businesses, which provide a particular ethical concern. The participants were notified in advance that this interview
	Moreover, qualitative research is the research strategy followed by the researcher, where the data collected was through a number of semi-structured interviews because it is the most appropriate approach to gain insights and information through exploratory research, where in-depth and sensitive information about Jordanian family-owned businesses could be collected through this approach using a paper-based interview script included open-ended questions to guide the interview conversation, ensure consistency,
	 
	The sampling design and sample size proposed in the chapter have been discussed deeply. The researcher followed the non-probability convenience sampling strategy to gather the data needed for this study. The chapter reflects a detailed overview of the data analysis technique and tool used in this study. Table (10) highlights the thematic analysis process followed by the researcher; the developing initial and final template of this study is also described.  The reliability, validity, and ethical issues used 
	 
	Chapter Four: Findings and Analysis   
	4.1 Introduction 
	4.1 Introduction 
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	 This chapter presents the findings of this research, which were achieved by following the selected research design. This chapter started with a short overview about the qualitative data analysis decision in section 4.2, followed by the use of Kings' template analysis in section 4.3, which is started from deciding the initial template and then coming up with the final template that led the researcher in clarifying his research outcomes (King and Brooks, 2017).  The chapter will also discuss the research res
	The researcher began his trip to Jordan for data collection purposes in March 2020, where twenty one interviews were conducted with seven founders working in their 
	enterprises; one of them is a chairman, and 6 are CEOs. The rest of the interviews commenced with three non-family members, CEOs and manger, and 11 participants from the next generation and candidate successors working in their firms as CEO, managers, and vice-chairman. See Appendix (C). The researcher achieved data saturation with these 21 respondents; hence, the interviews ceased at this number of participants. The interviews were conducted remotely through video software instead of face to face interview
	 
	4.2 Qualitative Data Analysis Decision 
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	 According to Cohen et al. (2018), analysing the qualitative data is a complex method involving many steps, starting with creating the data units of analysis, setting up a domain analysis, building domains relativity and relationships, summarising the findings, and generating a set of conclusion. The methodological research position guided the selection of data analysis which is underlined by the epistemological philosophy in this study. The researcher used and interpreted the qualitative data gathered in t
	 
	4.3 Conducting the Template Analysis 
	4.3 Conducting the Template Analysis 
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	 According to Cassel and Symon (2012), analyzing any kind of textual data could be done using the template analysis technique. Using many template analysis techniques, organising and analysing interviewees' textual data thematically could be achieved. Using the template analysis, the researcher aims to examine the thematic relationships between traditional succession planning and corporate governance. The main pillar of the template analysis is developing the initial template by reading the data collected m
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	 These research findings have been classified into four main themes, as shown in Figure (26), as highlighted in green in section 3.6.2. These themes are:  
	- Theme 1: The role of Jordanian family-owned business' aspects. See Figure (27) below. 
	- Theme 1: The role of Jordanian family-owned business' aspects. See Figure (27) below. 
	- Theme 1: The role of Jordanian family-owned business' aspects. See Figure (27) below. 


	 
	 
	 Figure (27): Theme 1: Jordanian family-owned business aspects          
	InlineShape
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	- Theme 2: The impact of succession planning for Jordanian family-owned businesses. See Figure (28) below. 
	- Theme 2: The impact of succession planning for Jordanian family-owned businesses. See Figure (28) below. 


	 Figure (28): Theme 2: Jordanian FoB's Succession planning    
	 Figure (28): Theme 2: Jordanian FoB's Succession planning    
	InlineShape

	- Theme 3: The major elements of governance in Jordanian family-owned businesses. See Figure (29) below. 
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	- Theme 4: The importance of family and business vision and mission. 
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	See Figure (30) below.   
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	 Figure (30): Theme 4: Family and business vision and mission  These themes and factors will be discussed further in this chapter to deeply explore the findings. This chapter provides information about the interpretations of this research, explanation, comparisons, and justification of the results approached by the researcher. In this chapter, the researcher analysed the findings concerning the relevant literature and shed light on this research's main aim, which is to explore in-depth how professional succ
	InlineShape

	The analysis commenced with the researcher identifying the major aspects of Jordanian family-owned business, which are unique to the Jordanian context and differ from other family business aspects in other contexts. Additionally, it will discuss the role of Jordanian family-owned business' aspects in the succession planning adopted, governance, and strategy in these businesses.  The researcher studied and analysed the findings of this research in relation to each of these four themes that can be seen in the
	4.4.1 Theme 1: Jordanian family-owned business aspects. 
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	 This section describes how the researcher determined the major aspects of Jordanian family-owned businesses and the role of these main aspects in the succession planning adopted, in governance practices, and in strategy in this type of business.  In many countries around the world, it has been argued that the continuity and sustainability of the family-owned business are essential for family members and the country's economy (Aloulou, 2018). However, to guarantee this aim, you have to understand the unique
	Sharma et al. (1997); Jordan Institute of directors (2014); Department for Business Innovation & Skills (2014); Aloulou (2018); Ward and Montemerlo (2011); Carney et al. (2013); Soto Maciel et al. (2015); Gulzar and Wang (2010); Osnes et al. (2019); EFILWC (2002); BIS (2011); Abouzaid (2008) argue that the legal form of a family business, its unique features, and unique structure are the main source of these businesses' competitive advantage, where the participation of family members in firms' management, 
	the balance between business and family needs, and the effect of family culture on business culture are the main issues that need to mentioned in any study about this kind of businesses. The founders, CEO's, and candidate successors who participated in this study's interviews agreed that the unique aspects of their business affect their decision towards strategy, succession, and governance.  Participants interviewed argued that Jordanian family business founders consider that family members' level of motiva
	A- Determine the Jordanian family-owned businesses major aspects. 
	A- Determine the Jordanian family-owned businesses major aspects. 
	A- Determine the Jordanian family-owned businesses major aspects. 


	 
	One of the main purposes of the semi-structured interviews was to find out information about the Jordanian family-owned businesses to determine this type of business-main aspects. After reviewing participants' responses to the first and second group of questions, could you give me a brief about your firm's background? And what are the main aspects of Jordanian family-owned businesses related to succession planning and corporate governance? Each of the two groups contains five to six sub-
	questions to find answers for these two main groups of questions. The researcher found out that many factors characterize family-owned businesses in the Jordanian context.     Sixteen of the interviewed Jordanian family-owned businesses formed of first and second generations, and just 5 of the sample have the third generation in their businesses. According to respondents, the main reason behind the short-life time of businesses in Jordan is related to the short-life time of the Jordan country, where Jordan 
	- What is your firms’ legal status, family relationship between main partners, and sector in which your firm operates? 
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	- What is your firms’ legal status, family relationship between main partners, and sector in which your firm operates? 


	 
	- What are your firm's core strengths, and how does it gain its competitive advantage? 
	- What are your firm's core strengths, and how does it gain its competitive advantage? 
	- What are your firm's core strengths, and how does it gain its competitive advantage? 


	 
	- What are the main reasons for the success and failure of family businesses in Jordan? 
	- What are the main reasons for the success and failure of family businesses in Jordan? 
	- What are the main reasons for the success and failure of family businesses in Jordan? 


	  
	- To what extent can family members express their vision for the business as a source of income, satisfy their employment needs, and satisfy their career ambitions? Do they have the freedom to plan and decide their career future? 
	- To what extent can family members express their vision for the business as a source of income, satisfy their employment needs, and satisfy their career ambitions? Do they have the freedom to plan and decide their career future? 
	- To what extent can family members express their vision for the business as a source of income, satisfy their employment needs, and satisfy their career ambitions? Do they have the freedom to plan and decide their career future? 


	 
	- Do you have a family constitution, family council, reference, or clear agreement? What do you know about their role of them?  
	- Do you have a family constitution, family council, reference, or clear agreement? What do you know about their role of them?  
	- Do you have a family constitution, family council, reference, or clear agreement? What do you know about their role of them?  


	 Participants interviewed have concerns regarding their firms' ownership legal form based on their observations and experiences. These firms suffer from mismatches between the firms' legal form and the oral understanding and words of mouth. Founders used to say:     
	 "Listen my children; this business and this money are all for you. I did my best in the past days and put my maximum effort to come up with a better future for you. This is all for you, your children and your happiness... "[R6, 9, 10, 11, 18, 19].  This issue was supported by other participants who believe that mixing this previous statement with emotions and the mismatch between this statement and the legal form of business distorts the family members' career path and their way of thinking about their fut
	i. Motivation 
	i. Motivation 
	i. Motivation 


	 
	Motivation is the first factor recognised by the researcher from respondents responses to questions about how their firm gains their competitive advantage and the main reasons for the success and failure of the family business in Jordan.  Family-owned business founders and owners believe that motivation for family members to join the business could be achieved through word of mouth, which appeals to them towards finding a secure place for a job and in promising them that they will work in a business which t
	the founder will pass away before his children and own this business without considering many issues that might occur at the level of business and family relationships.   Second generation participants argued that founders prefer to use emotional directions as a motivation tool and to insert religious beliefs about "honouring parents" as a motivational tool without any planned motivational program, which should be a part of their long term planning that starts when their children enter school and follow up 
	Non-family member manager with more than 20 years of working experience with the same family-business believes that when the second generation joined the business, his 
	opportunity for career development decreased, and the growth of his financial compensation shrunk. He believes that the financial resources redirected for second-generation motivation.  "...I think success and failure of Jordanian family businesses are attached to the stage of joining the business by the second generation, and how the founder reset the benefits priorities for his family members over non-family members in many directions". [R. 21]  Family members argued that the absence of a clear road map, 
	ii. Government Laws 
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	 From respondents' responses to the questions about their firm legal status and the reasons for the success and failure of family businesses in Jordan, the researcher found out that some respondents consider that the failure of family businesses to comply with the governmental laws was a reason for the failure of some businesses and that one of the reasons that are preventing their continuity.   
	Jordan as a country is 74 years old, and laws are subject to continuous changes and improvements. These changes lack awareness and communication with business founders and owners, where business owners believe that government laws and policies negatively affect their business. These changes in terms of companies' law, income tax, sales tax, and social security law affect the decisions of businesses in their legal form and the style of decision-making that focuses on preventing any harm for their businesses.
	 
	The researcher believes that respondents may not say what they already have in their business, especially in matters related to government and government laws, for fear of disclosing what they consider business secrets. If they are not abiding by government laws, for sure, they believe in the advantages of this step which they will not disclose.       
	iii. Family members commitment 
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	 The researcher questioned respondents' firm core strengths and how they gained their competitive advantage, many of them believe that family members' commitment toward the business is one of the reasons behind gaining their competitive advantage.  "I believe that when my sons join the business, I will work less and enjoy my life. I believe that they will appreciate my success and they will be committed to continuing this success story" [R.1]   The commitment of family members towards the business varies an
	The educational level and social relationships of Jordanian family members depend on their parent's financial status and their willingness to pay for their children schooling and university education at the time when there is an absence of government welfare and a low level of public education in Jordan due to the lack of the country's resources. Family 
	members' educational level affects their commitment towards their family business, which will affect the countries' economy, as mentioned by (Crick et al., 2006).  "I did my best and paid as much as I can to teach my children in best schools in Jordan, but it varied between my children according to my financial status at the time of every one level". [R. 6]  On the contrary, many family members refuse to complete their educational attainment and study in universities after the school stage because of their 
	iv. Core strengths 
	iv. Core strengths 
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	Respondents argued that their long years of experience and wisdom in running their business are the main drivers for their business competitive advantage. These responses answered the researcher questions around their firms' core strengths, how they gained their competitive advantage and the main reasons for the success and failure of family businesses in Jordan. These founders believe that the high level of centralisation supports them in employing their long years of experience in maintaining 
	their focus on their unwritten targets. Poza and Daugherty (2014) represent that the uniqueness of family systems and business systems in family businesses gave these businesses a unique strength compared with other types of businesses according to the resource-based view model and Gersick three-circle model.  "Our company gains its competitive advantage through our years of long experience in importing and marketing our products…" [R.5]  Many Jordanian family businesses believe that their core strengths ar
	The level of founders' awareness toward their enterprises' core strengths depends on the time spent to achieve /her goals and objectives, where if the time needed to reach the maturity stage in their business life cycle were too long, they would continue thinking about revenue streams and business operations, but if they reach the maturity stage in a short period this achievement will force them to think about continuity and sustainability. This opinion applied to Jordanian family businesses only and hasn't
	 
	v. Ownership legal form 
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	 The researcher found out that Jordanian family businesses suffer from a misunderstanding about their enterprises' legal form, and they have decided to register their enterprise as a sole proprietorship firm at the stage of starting up because of its simplicity in registration and low cost of establishing the business without thinking about the liability of this type of legal form. This response came when the researcher asked them about their firm legal status. This fact is not compatible with Osnes et al. 
	The data collected also reflected an issue around the mixing and misunderstanding of Jordanian family businesses legal forms. Around three respondents explained that the verbal agreement between family members differs from the legal registration, which aims to create a new form of conflict and indirectly puts all family members under the stress of responsibility and accountability. This opinion is inconsistent with Astrachan and Shanker (2003), who argued that the clear family business legal form, which con
	vi. Values, traditions, and customs 
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	 From respondents' responses to the question "what are your firms' core strengths, and how your firm gains its competitive advantage?" Almost all of the Jordanian family businesses respondents believe that the existence of common values in their business is generated from family values which are formed from the founder or the father's values. It affects their business positively, where the mixture of Islamic culture, international openness, and tribal customs and tradition characterise and control many deci
	On the contrary, other respondents argued that the success and failure of family businesses in Jordan are affected when family members follow or refuse to follow their fathers' values and culture in their daily decision making. This response appeared when the researcher asked, "what are the main reasons for the success and failure of family businesses in Jordan".   "our brother refused to abide by my father's values, and he ignored our family traditions and customs. He decided to quit working with us and st
	vii. Culture 
	vii. Culture 
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	  In response to the researcher question "what are your firms' core strengths, and how your firm gains its competitive advantage?", many respondents argued that many practices in Jordanian family businesses are driven by the Jordanian culture, where most of the family members join the business because of the culture of their family, which focuses on continuing their business legacy through their children. This opinion is consistent with EFILWC (2002); BIS (2011); Abouzaid (2008), whose arguments highlighted
	 
	"I have started this business to secure my family members future, and guarantee a good lifestyle for them in this rapidly changing environment" [R.18, 19]   Other respondents argued that their family culture affected their decision toward the decision about the family constitution when the researcher asked them, "Do you have a family constitution, family council, reference, or clear agreement?". Jordanian family business founders refuse to ask for help or consultancy from business consultants to solve their
	 Respondents argued that Arab families' culture encourages Jordanian families to treat males in a better way than females, and the eldest son is special for most of them because usually he's holding his grandfather's name and will give his father's name to his eldest son also. Jordanian family businesses believe that family relationships are more important than business according to cultural issues and their respect for the family. Still, practically there are many decisions taken which prioritise the busin
	"I can feel that there is a discrimination between males and females in our family, where females are not allowed to join the business without any reason, and my sister already works with another company, but she's not allowed to join my father business" [R. 10]  According to the arguments of many respondents, the Jordanian family business culture forces them to make a philanthropy contribution and endowment from their Arab values and beliefs, where they believe that this attitude protects them from problem
	viii. Family size 
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	The researcher asked the question, "To what extent can family members express their vision for the business as a source of income, satisfy their needs, employment, and satisfy their career ambition?". Many respondents responses argued that their families consist of three to six children, and they reflected the effects of their families size on these issues. These large-sized families need too much time to spend with and need high amounts of money to spend to guarantee a better life and future for them. Most
	time managing his business and shortened attention to his home and children issues, especially given the absence of government support and benefits.  This opinion doesn’t exist in the literature reviewed by the researcher. The role of a large family size such as Jordanian families towards succession planning and preparing successors to let's business founders think about strategic planning and governance for their business. Moreover, Poza and Daugherty (2014) argue that family businesses have to begin regul
	 Another respondent argues that the Jordanian business founders used to discuss and talk about their business issues at home and with their offspring. They used to accompany them to work at a very young age and in schools holidays, where this attitude motivates their offspring to join the business. This attitude may generate 
	harmony between family members at the time of large family sizes, where Soto Maciel et al. (2015) argues that the harmony of family members is a major factor that helps to guarantee successful succession and is considered a sign for business continuity.  "My father used to let us accompany him to work, where this behaviour affects my way of thinking and my plans" [R. 8]  
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	 From respondents responses to the question about their firms' core strengths and the main reasons for the success and failure of family businesses in Jordan, the Jordanian family businesses try to apply Islamic Sharia law in their decisions directly or indirectly, where Islamic sharia imposes the father to apply justice practices between his sons and daughters, whether in feelings or the distribution of money in his life. Most Jordanian families differentiate the concepts of equality and justice when they 
	Other respondents argued that their families believe that there is a clear impact from their religious morals in their practices and commitment to ethical values on their business success and continuity. These practices occur from their application to Sharia 
	law and customs. They also aim to do things that serve public interests over their private interests.  According to Islam guidance, many respondents believe that paying Zakat and visiting relatives is the secret for their business and wealth growth. This opinion is also consistent with Welch and Raven (2006). They argue that religion has a great effect on management style and managers in the Arab region, where they held complicated duties of maintaining their traditional values and achieving modern results 
	"I'm trying to change many wrong practices from my point of view and try to employ best practices in our business environment, but there are many things that are impractical and related to feelings, family, and my parents' comfort, which need to make sure not to touch or disturb it" [R. 7]  
	x. Emotions 
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	 In response to the researcher question, "Do family members have the freedom to plan and decide their career future?" the respondents argued that founders tried to control their family members through emotions mixed with a high level of centralization applied through a unity of command and control. These emotions are used to convince family members to join the family business without any clear employment plans covered with a declaration from the founder that you are free to join the business or choose any c
	 
	"When I'm thinking about my efforts that have been put in our business and compare it with my brothers' efforts, I found out that there's a very high difference between them, at the time of equal compensations according to my father desire, but this feeling can't be expressed to avoid hurting my father and brothers feelings" [R. 14]  According to Brunninge and Melander (2015), a family firm longevity focuses on resources management from the perspective of financial and socio-emotional wealth rationalities, 
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	 From the respondents' responses to the question "To what extent can family members express their vision for the business as a source of income, satisfy their needs, employment, and satisfy their career ambitions?", the researcher found that the Jordanian family members feel lost in planning for their future because of the absence of clear guidance and advice from their father to join the business or not, where often the father doesn’t want to commit his children's future. This fact is far away from Songini
	The Jordanian family members working in family businesses and occupying managerial positions are distinguished by their disparity in their qualifications, scientific specialities, years of experience, and the number of training courses they participated in. They are considered components of the human capital for this type of business.  Other respondents argued that family members' age, academic qualification, scientific specialisation, and internal and external experience are directly proportional to the va
	B- The role of Jordanian family-owned business' aspects in the succession planning adopted, governance, and strategy in these businesses.  
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	 After determining the major aspects of Jordanian family-owned businesses in part A previously, the researcher found out the role of these aspects in the succession planning adopted, governance, and strategy in Jordanian family-owned businesses from the respondents' responses to the second group of questions which aim to determine the main aspects of Jordanian family businesses related to succession planning and corporate governance. This group of questions contains the below six sub-questions:  
	- How many family members are working for your firm? Which generation? And do you have a clear employment policy? How were they motivated to join or not to join the business? 
	- How many family members are working for your firm? Which generation? And do you have a clear employment policy? How were they motivated to join or not to join the business? 
	- How many family members are working for your firm? Which generation? And do you have a clear employment policy? How were they motivated to join or not to join the business? 


	 
	- Does your firm have a clear and declared vision and mission statement? Who formulated it and how? 
	- Does your firm have a clear and declared vision and mission statement? Who formulated it and how? 
	- Does your firm have a clear and declared vision and mission statement? Who formulated it and how? 


	  
	- Does every family member working in the business or not working know to which intersection they belong in the three circles intersected system model (family, ownership, and business)? Do you have policies for every sector of the seven intersections? Do you realise that individuals may move from one intersection to another, and this may cause specific reactions? 
	- Does every family member working in the business or not working know to which intersection they belong in the three circles intersected system model (family, ownership, and business)? Do you have policies for every sector of the seven intersections? Do you realise that individuals may move from one intersection to another, and this may cause specific reactions? 
	- Does every family member working in the business or not working know to which intersection they belong in the three circles intersected system model (family, ownership, and business)? Do you have policies for every sector of the seven intersections? Do you realise that individuals may move from one intersection to another, and this may cause specific reactions? 


	 
	- Does the founder delegate responsibilities and authority to the non-family staff and managers? If yes, how do you compare it to that of family members? How do the founders practice power in their firm? 
	- Does the founder delegate responsibilities and authority to the non-family staff and managers? If yes, how do you compare it to that of family members? How do the founders practice power in their firm? 
	- Does the founder delegate responsibilities and authority to the non-family staff and managers? If yes, how do you compare it to that of family members? How do the founders practice power in their firm? 


	  
	- What are the best methods for family members' compensation and rewards mechanisms compared with non-family members? Until which stage of business and family development this approach will work efficiently? 
	- What are the best methods for family members' compensation and rewards mechanisms compared with non-family members? Until which stage of business and family development this approach will work efficiently? 
	- What are the best methods for family members' compensation and rewards mechanisms compared with non-family members? Until which stage of business and family development this approach will work efficiently? 


	 
	- Do you believe that the distribution of shares or dividend distribution for family members is a good way for business continuity? Why? What is the best criterion for dividing shares or dividends among family members? Do you think that the existing shares are not fair and need modification? 
	- Do you believe that the distribution of shares or dividend distribution for family members is a good way for business continuity? Why? What is the best criterion for dividing shares or dividends among family members? Do you think that the existing shares are not fair and need modification? 
	- Do you believe that the distribution of shares or dividend distribution for family members is a good way for business continuity? Why? What is the best criterion for dividing shares or dividends among family members? Do you think that the existing shares are not fair and need modification? 


	 After the thematic analysis of this group of questions, the researcher found out that  Jordanian family businesses suffer from the absence of formal and professional strategic planning process, succession planning, and governance accordingly because of many reasons mentioned previously in part A, and other several reasons mentioned in the paragraphs below. This behaviour in Jordanian family businesses is inconsistent with Sotiriadis (2015) argument that declared the importance of strategic planning and fam
	 From respondents responses to the question "Does your firm have a clear and declared vision and mission statement? Who formulated it and why?" the researcher found that the interviewed Jordanian family-owned businesses didn’t have any mechanism for strategic planning practices. They depend on the unorganized short term planning only. This short-term planning usually targets the business's daily operations and ignores the long term planning through this ad hoc process. This fact occurs through the absence o
	In response to the researcher question, "Do you have a clear employment policy? How they were motivated to join or not to join the business?" according to the Jordanian family culture mentioned previously, most Jordanian businesses have an unspoken custom that gives the eldest son the right to succeed after the owner, neglecting the right of other qualified siblings to succeed the owner, where founders usually put their effort in training and giving directions to their oldest son at the time of large family
	argument that Jordanian family businesses are still selecting their heirs based on choosing the eldest son because their born sons will carry the family name. Jordanian culture considers family as the most important element. It is the source of honour and bride through supporting each other's family members and addressing their conflicts privately to avoid embarrassment (Alshhadat, 2017).    These businesses in Jordan suffer from the absence of any family council, family constitution, documents, or legislat
	According to the respondents' responses to the question "What are the best methods for family members' compensation and rewards mechanisms and compare with non-family members ones?", and when the researcher recalls the fact from part A that the different levels of family members' commitment towards the business create a feeling of inequality between family members for the members with a high level of commitment at the time of an absence of clear internal policies that maintain justice between family members
	The inability of the business founder to manage his priorities between family and business might occur in the founders' decision-making process, which lead to misunderstandings for family members regards the logic of decision taken, which may affect family members interrelationships and lead to conflicts between them later on. According, the Jordanian family culture strongly affects the family business culture. Family business founders preferred that their offspring join the business. They believe that they
	present that businesses need to reduce the misunderstanding between family members through a strategic planning stage by following a unified approach to their business goals and objectives.  Finally, from respondents responses to the question "what are the best methods for family members' compensation and rewards mechanisms and compare with non-family members ones?", the researcher found that the high impact of cultural perspectives on Jordanian family business operations reflects the cause of the absence o
	Poza and Daugherty (2014); Gersick et al. (1997); Ramadani and Hoy (2015); Aloulou (2018); Lansberg (1999) argues that studying family businesses involves thinking about the three-circle family business model and the three-dimensional development model to be aware of the changes and development of the three main subsystems forming family 
	businesses which are family, business, and ownership. The interview participants agreed with this fact, but, unfortunately, they didn’t deal with this issue and plan for it seriously.  
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	 This section describes the researcher findings of succession planning approaches in Jordanian family-owned businesses according to the respondents' responses to the third group of questions which summarise the nature of the succession planning process adopted in Jordanian family businesses and leadership transfer through family generations.    The main succession planning approaches are classified as professional, traditional, and unconscious succession planning, as will be clarified in part (A) below. The
	- How family members are aware, prepared, and developed to join the business? What is the role of the founder and family meeting in their induction process? 
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	- Do you have a declared and systematic strategic plan? If yes, who formulated it and in which stage of business do you think about it? How often do you conduct the planning process in a year? Is it usually a short term, long term, or contingency plan? 
	- Do you have a declared and systematic strategic plan? If yes, who formulated it and in which stage of business do you think about it? How often do you conduct the planning process in a year? Is it usually a short term, long term, or contingency plan? 
	- Do you have a declared and systematic strategic plan? If yes, who formulated it and in which stage of business do you think about it? How often do you conduct the planning process in a year? Is it usually a short term, long term, or contingency plan? 


	  
	- Do you have a clear and shared succession plan? How important it is for business continuity, and why? 
	- Do you have a clear and shared succession plan? How important it is for business continuity, and why? 
	- Do you have a clear and shared succession plan? How important it is for business continuity, and why? 


	 
	- Could you describe the relationship between family members and the founder? How do the relationships among family members affect the successor process and business continuity?  
	- Could you describe the relationship between family members and the founder? How do the relationships among family members affect the successor process and business continuity?  
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	A. Succession planning approaches in family-owned businesses in Jordan 
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	 The importance of succession planning in family-owned businesses as part of business strategy and how it impacts business continuity and sustainability is crucial for family businesses. These businesses should develop and implement a clear process for leadership succession to prepare leaders capable of taking over the business and avoiding internal disputes (Al Emam, 2014; Alshaeel, 2016; Devine, 2017).  Accordingly, the researcher aimed to explore the response of Jordanian family businesses through the qu
	This opinion is consistent with Sharma et al. (1997), Uribe et al. (2017), Sonfield et al. (2016), Al‐Najjar (2010), El-Kassar et al. (2018), who argue that family-owned 
	businesses are permanently looking for strategies, models, and plans to employ and guarantee their success and sustainability.  In addition to respondents responses about the succession planning question and the question "Do you have a declared and systematic strategic plan?", the researcher found that succession planning is vital for other family businesses aware of this concept. They adhere to the concept that leads them to decide that their eldest son is the only person who will succeed the founder. This
	In response to the researcher question, "How family members are aware, prepared, and developed to join the business? What is the role of the founder and family meeting in their induction process?" the researcher found that the second generation has more awareness about the importance of succession planning for business and family sustainability than the first generation. They understand the changes that may occur in the internal and external environment. These changes force conscious persons to be 
	ready for any choice, and the situation may happen in future through deciding a proper succession plan.  "The founder hesitated to give me a senior management role, and he's always postponed this discussion that seems he doesn't know how to deal with. This attitude reflects a feeling of ignorance to my presence and my qualification mixed with an unclear future career path. Maybe the existence of succession planning will solve these issues" [R. 14]   From the respondents' point of view, Jordanian family-owne
	B. The effect of professional, traditional, and unconscious succession planning approaches on business strategic management, governance, continuity, and sustainability 
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	 From the respondents' responses to the group of questions mentioned previously, which explored the nature of the succession planning process adopted in Jordanian family-owned businesses, and leadership transfer through family generations,  many of the interviewed Jordanian family-owned businesses realised that the professional succession planning approach is the only way to avoid conflicts and guarantee business continuity, but when they want to apply this approach in the real-life, they face resistance to
	 
	"The founder doesn’t plan for retirement, I know that he is the safety valve for this business, but I'm worried and can imagine the time of his absence that will be a bad day for their family and for the whole business" [R.2]    In response to the researcher question "How family members are aware, prepared, and developed to join the business?", the researcher found that preparing the next generation to lead the business is the main part of strategic business management, and it is the founder's responsibilit
	According to respondents responses to the question "Do you have a declared and systematic strategic plan? Is it usually a short term, long term, or contingency plan?" the researcher found that the interviewed business founders didn’t focus on their business continuity and sustainability as they focus on their short terms goals and how to grow their wealth in the shortest time frame. This fact could be noticed through their responses to the question about their declared strategic plan and clear succession pl
	"We used to think about our daily business operations, and how to increase our revenue through unscheduled motivational meetings for our teams, in the second hand, no one of us intended or directed to think about the business strategically" [R. 9]   In responding to the question "Could you describe the relationship between family members and the founder? How the relationships among family members affect the succession process and business continuity?" the researcher found that Jordanian family businesses ca
	From respondents responses to the question "Do you have a clear and shared succession plan? How it is carried out?" a limited number of respondents represented their high level of awareness towards professional succession planning, where it cost them too much financially to hire a reputable consultant. They did that because they believed their business failure would be caused by their father's high level of centralisation and his ignorance of succession planning as the main part of strategic planning. 
	 "My father past days management style through centralization has advantages and disadvantages, but we know that the disadvantages weight will be heavier than the advantages in the long term; fortunately, we have changed it successfully" [R. 1]  The previous paragraphs reflect the challenges facing Jordanian family businesses, which affect the existence and implementation of succession planning and business continuity simultaneously. It also shows the motives behind choosing the traditional way of selecting
	4.4.3 Theme 3: The main and major elements of governance in Jordanian family-owned businesses. 
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	 In response to respondents' answers for the 4th group of questions about the main aspects of corporate governance practices in Jordanian family-owned businesses. This group of questions contains the four below sub-questions:  
	- How are the conflicts in family business resolved between family members? Are there any major conflicts between family members? Do you believe that major conflicts lead to a split in the family business? What are the consequences of this split if it happens? 
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	- Do you notice any conflict of interests with family members in the firm? How did you solve it if it existed? 
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	- Do you notice any conflict of interests with family members in the firm? How did you solve it if it existed? 


	 
	- Do you have clear and shared policies regarding the sales, assignment, or transfer of shares by inheritance? Do you also have policies on dividend and loss distribution? 
	- Do you have clear and shared policies regarding the sales, assignment, or transfer of shares by inheritance? Do you also have policies on dividend and loss distribution? 
	- Do you have clear and shared policies regarding the sales, assignment, or transfer of shares by inheritance? Do you also have policies on dividend and loss distribution? 


	 
	- Is there a board of directors that meet regularly? Are its members chosen in a professional approach? Is there any independent member or outsiders? Why? What are the most important features of their work and the board of directors' work? 
	- Is there a board of directors that meet regularly? Are its members chosen in a professional approach? Is there any independent member or outsiders? Why? What are the most important features of their work and the board of directors' work? 
	- Is there a board of directors that meet regularly? Are its members chosen in a professional approach? Is there any independent member or outsiders? Why? What are the most important features of their work and the board of directors' work? 


	 
	  From the thematic analysis for respondents' responses to the previous questions, the researcher found that the main factors that participants mentioned covered three main pillars: transparency and disclosure, conflict management, and commitment and management. These three main pillars of governance in Jordanian family-owned businesses differ from other systems and other contexts, where this argument is consistent with Kim et al. (2010); Al‐Najjar (2010); Hartzler (2016); and Louie et al. (2019), who menti
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	 In response to the researcher question "How the conflicts in family business resolved between family members? Are there any major conflicts between family members?", the researcher found that the absence of transparency and disclosure in Jordanian family-owned businesses, and especially in financial issues, and the status of their firm to prevent family members' greed account as one of the main pillars of this theme, and it's one of the main reasons behind conflicts and disputes between family members.  Tr
	When respondents responded to the question "Do you notice any conflict of interests with family members working in the firm? How you solve it if it existed?", the researcher found that respondents argued that their values and commitment to implement provisions of Islamic Sharia prevents them from many unethical practices, and support transparency and honesty in their daily manners. Hence, they claim that referring to Islamic Sharia can solve their conflicts occasionally. This argument is inconsistent with A
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	The second pillar of this theme is about conflict management, from the aspects of Jordanian family-owned businesses mentioned previously and according to respondents' responses to the researcher questions "how the conflicts in family business resolved between family members?, and Do you notice any conflict of interests with family members working in the firm?", the researcher found out that the legal form of these businesses is the main issue, whereby most of them work under a legal form which 
	doesn’t match the real verbal agreement between family members. Accordingly, these businesses are a step back at the time of other well-managed family businesses looking to transform their business into a public shareholding company to guarantee their business continuity and sustainability. These practices in Jordanian family businesses cause them to miss the core of corporate governance, which is around management, control, and accountability, according to (Mori and Charles, 2019); (Devine 2017). The misma
	Conflicts may occur in Jordanian family businesses because of the founder centralized management style, which harms the qualified family members through neglecting their 
	opinion in the decision-making process and preventing the non-working family members from joining the business. Participants argued that the absence of a well-prepared preparation plan for family members forces the founder to stick to his centralisation style. This opinion is partly consistent with Abouzaid (2008) Abu Ghazaleh's (2018) argument, which highlights that easy and quick decision-making of family-owned businesses refers to the lack of formal rules and systems that may introduce problems can only 
	In response to the question "Do you believe that major conflicts lead to split in the family business? What the consequences of this split if happen?", respondents also pointed out that conflicts between family members may occur because of the absence of many human resources management policies that clarify family members' career path, compensation policies, authorization matrix, and many more policies that clarify any vague issues and eliminate the unfair feeling which leads to conflicts as mentioned earli
	 "I can see that there isn’t any preference between family members working in the business, although they are different in their accomplishments and added value for the business, which may lead to injustice feeling for some of them" [R. 2]   In response to the question "How the conflicts in family business resolved between family members?" the candidate successors interviewed believe that there is a positive relationship between the existence of a professional succession plan and human resource management p
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	In response to the questions "Do you notice any conflicts of interests with family members working in the firm?, and Is there a board of directors and meet regularly?",  participants agreed that they consider family members as the board members, without any regular meeting and clear policy for decision-making or decision approach.  Other interviewed respondents can't differentiate between the family council and business board and when to discuss family issues or business issues. This fact is inconsistent wi
	problems and agency costs effectively. Family-owned businesses should invest in internal governance mechanisms such as incentives mechanisms and board of directors.  Several respondents argued that despite differences between family members' educational level, skills, and experience, they might have similar weight in their votes in any family or board meetings. This issue needs to be managed and decided professionally by the founder. This opinion is built upon feelings and inconsistent with many governance 
	In response to the question "Are the board of directors' members chosen in a professional approach? Is there any independent member or outsiders? Why?", the researcher found that these Jordanian businesses are worried about assigning a specialist, professional, and qualified non-family manager to lead the company or even to hire a business consultant, non-executive CEO, or non-family board member because of founders' thoughts about conspiracy theory and distrust of others. These thoughts led the firms to mi
	that this way of thinking is because of the unstable economic and political environment that Jordanian businesses work in.  "The existence of a non-family manager let family members hold him accountable about his achievements and fulfilment of his job tasks smoothly and in a transparent manner" [R. 1]  "One of the family members claim that he will leave the company if the company appoints an external consultant" [R. 19]     Many participants, especially from the second generation, also believe that professi
	According to the above three main and major elements of governance in Jordanian family-owned businesses identified by participants through the interviews, these were transparency and disclosure (p195), conflict management (p196), commitment and management (p199). The analysis of the research in this theme refers to the aspect of Jordanian family-owned businesses and succession planning adopted in these businesses through a shape of the strategic plan that affects business continuity and sustainability accor
	4.4.4 Theme 4: Family and business vision and mission and how it impacts business continuity and sustainability.  
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	 In responding to the researcher question, "Does your firm have a clear and declared vision and mission statement? Who formulates it and how?", several respondents argued that their firm didn’t have a written vision and mission statement. They may have these statements for company profile and website issues only, without any seriousness in dealing with these statements. This fact is inconsistent with Sotiriadis (2015), Bolland (2017); AlKhanafaji and Nelson (2003); and Sergio (2011), who argue that family b
	From respondents responses to the question "To what extent can family members express their vision for the business as a source of income, satisfy their needs, employment, and satisfy their career ambitions?, the Jordanian family vision towards 
	the business is that this business is the identity of their family and means a lot for them in the society they live in, where a high percentage of these businesses don’t have and don’t allow discussion on the family members vision towards the business. Jordanian businesses need greater awareness about saving this identity through being ready to deal with complex situations that arise from non-routine events facing the overall organisation (Turner, 2017; Johnson et al., 2008; Esfahani et al., 2018; Sotiriad
	This previous fact is inconsistent with Braun et al. (2016), Brunninge and Melander (2015), Bolland (2017) who argue that family involvement in management, and the intersection between the three unique subsystems (family, ownership, and management) is conceived as a potential source of unique resources and capabilities that supports the firm with a unique competitive advantage, where in order to build an effective and efficient strategic plan for family businesses, FoBs have to take into their account their
	personal returns. Unfortunately, these issues are not realised by Jordanian family businesses.  "The founder believes that his business will continue to his successive generations by default and without any extra effort, with an absence of strategic planning and clear policies for family members entry and exit from the business" [R.4]  The researcher found out that there are five main issues repeated in almost all respondents responses; these issues are related to human resources management strategies, and 
	"I feel lost when I want to decide my children working issues and when I'm thinking about the best practice for their compensation scheme and career path. Till now I don’t know what the best approaches used to deal with these issues, which balance between business and family interests are" [R.10]   In response to the researcher question "Could you describe the relationship between family members and the founder? How the relationships among family members affect the succession process and business continuity
	In response to the question "How family members are aware, prepared, and developed to join the business? What is the role of the founder and family meeting in their induction process?" the researcher found that applying the professional corporate work plan in Jordanian family businesses need a suitable level of knowledge and experience to be available in family members, which will aid the founder in 
	managing this resource, starting with a comprehensive program for their children's preparation and training. The preparation program will increase their awareness and involvement to manage their business efficiently in the future. Jordanian family-owned businesses well know this fact, but unfortunately, it's not applied in any of them. This opinion is consistent with Braun et al. (2016), Ibrahim et al. (2004), Belmonte et al. (2017), Esfahani et al. (2018), who argue that organisations failed to implement a
	"My father used to put my brothers and me under pressure to achieve success, and he used to wake us up early in our schools' vacations to accompany him to his work to test our abilities and develop our skills" [R. 13]   "This business has many advantages and disadvantages, but I wish that they invest in their communication plan between family members to achieve their vision and mission" [R. 21]  The previous statements reflect the importance of strategic planning and human resources management in family bus
	The chapter described how the researcher determined the major aspects of Jordanian family-owned businesses and the role of these main aspects in the succession planning adopted, governance practices used, and strategy in this type of business. EFILWC (2002), BIS (2011), Abouzaid (2008) argue that family businesses' unique features and unique structure are the main sources of their businesses competitive advantage. The 
	main features and aspects found in participants' responses were about motivation, government laws, family members' commitment, core strengths, ownership legal form, values, culture, family size, Islamic Sharia law, emotions, and social and human capital. According to Jordanian culture, the researcher founded these special aspects according to the specific category of respondents who are founders, CEOs, and candidate successors from the male gender only without any female.   The chapter also reflected the ro
	Finally, these businesses missed the professional approach in preparing and motivating family members used to following their traditional approach, added to that the common 
	values are priceless for family businesses, but it is needed to be invested professionally to support and achieve business vision and mission. Developing children's responsibility holding senses, motivating them, and preparing them seriously counted as the main role of the founder for business continuity and sustainability.                                  
	 
	Chapter Five: Research Conclusions, Contributions, and Recommendations  
	5.1 Introduction 
	5.1 Introduction 
	5.1 Introduction 
	5.1 Introduction 



	 This chapter will present a conclusion for this research, a general discussion of the findings, and the study's contributions to answering the research questions and meeting this research aim and objectives.    Section 5.2 will revisit the research aim and objectives of the study. Section 5.3 discusses and revisits the findings, and section 5.4 provides this thesis contributes to knowledge, literature, and practice. It also will provide a practical implication of this study. Section 5.5 discusses the limit
	- To explore in-depth how professional succession planning might evolve corporate governance practices through identifying and describing the key aspects of family-owned businesses in Jordan. 
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	- To explore in-depth how professional succession planning might evolve corporate governance practices through identifying and describing the key aspects of family-owned businesses in Jordan. 


	 The research focus answered its main research question and sub-question, which are:  Main-Question - "How does traditional succession planning impact the corporate governance in family-owned businesses in Jordan".   Sub-Question – "what steps could be taken to identify effective corporate governance practices in the long term".  To fulfil this research aim and to answer these questions, three major research objectives were determined:  
	o Objective 1: To identify the key aspects of family-owned businesses in Jordan and how succession planning normally takes place. 
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	o Objective2: To evaluate the impact of traditional succession planning on corporate governance in family-owned businesses in Jordan. 
	o Objective2: To evaluate the impact of traditional succession planning on corporate governance in family-owned businesses in Jordan. 
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	o Objective 3: To investigate the potential dimensions of good corporate governance practices in the long term in such businesses in Jordan.  
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	 The methodological approach adopted was used to explore how Jordanian family-owned businesses succeeded in finding the main and major aspects of Jordanian family businesses and exploring the role of these aspects in the succession planning adopted governance practices used and strategy in these businesses.  Family-owned businesses importance emerged from its contribution to more than 70% of the global GDP – GWP-and forming around 75% of businesses worldwide (Times, 2014; Alshaeel, 2016). According to Colli
	Sonfield et al. (2016), Al‐Najjar (2010), El-Kassar et al. (2018) argue that family-owned businesses are permanently looking for strategies and models to employ and guarantee 
	their success and sustainability. Family businesses need to concentrate on succession planning simultaneously with governance to govern the dynamics of family businesses while preparing offspring to be involved in the business to avoid agency costs in the future. Family businesses should develop their core competencies that contribute to forming their family vision and draw their future (Crick et al., 2006). However, as expected, family business succession and governance have become a significant concern in
	- The 1st Objective: To identify the key aspects of family-owned businesses in Jordan and how succession planning normally takes place. 
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	- The 1st Objective: To identify the key aspects of family-owned businesses in Jordan and how succession planning normally takes place. 


	This objective was attained through presenting the first and the second themes. The first theme highlighted the main and major aspects of Jordanian family-owned businesses and these aspects' role in succession planning, governance, and strategic management (p.161). The main interesting finding is that the eleven aspects found in respondents' responses revolve around the founder perception of these aspects and how to employ them to serve his goals and objectives. The interviews responses also agreed that the
	cost efficiencies, leadership efficiency through the centralised decision-making and lower transaction cost, stakeholders' efficiencies through increasing loyalty and trust by employees, managers, and customers, and finally; longer time for decisions relating to investments which constrained by limited time pressure according to fix agenda and plans. 
	- The 2nd Objective: To evaluate the impact of traditional succession planning on corporate governance in family-owned businesses in Jordan. 
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	 This objective was attained through presenting the second theme. According to the researcher naming, the second theme revealed the difference between the main succession planning approaches used in Jordanian family businesses, which are professional, traditional, and unconscious (p.187). How are these approaches affected the main aspects of the Jordanian family businesses, and how do they impact corporate governance and strategic management. Jordaan (2012) argues that family-owned businesses' main challeng
	- The 3rd Objective: To investigate the potential dimensions of good corporate governance practices in the long term in such businesses in Jordan. 
	- The 3rd Objective: To investigate the potential dimensions of good corporate governance practices in the long term in such businesses in Jordan. 
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	 This objective was attained through presenting the third theme, which revealed the main and major elements of governance in Jordanian family-owned businesses, where respondents believed that transparency and disclosure, conflict management, commitment, and management are the main potential dimensions of good corporate governance practices in Jordanian family businesses, which are affected by the succession planning adopted and strategic plans commenced (p.194). These pillars play a major role in business c
	Theme four concerned the importance of the family and business vision and mission and how it impacts business continuity and sustainability through the human resources management policies (p.202). These policies should include a job description, KPI's, compensation policies, organisational chart, career path, and authority matrix to give family members working in their business the choice to continue or to withdraw 
	transparently. This theme serves the strategic management, succession planning, and governance in such businesses in the Jordanian context.   5.4 Contribution to Knowledge  This study counted as a valuable contribution towards gaining an in-depth insight and better understanding of family-owned businesses in Jordan, where this study contributed and added value to the literature of Jordanian family-owned business succession planning and corporate governance. It enriched the level of professional practices in
	This study has provided a theoretical contribution to adopting the resource-based view theory, the Gersick three-circle model, and the three-dimensional development model. This research has contributed to the resource-based view (RBV) theory. Jordanian family businesses counted as a source of unique resources and capabilities that supports the firm with a unique competitive advantage, where to build an effective and efficient strategic plan for family businesses, FoBs have to take into their account their u
	the business to the heirs, and finally, the altruism to favour business interests over the personal returns. This research has expanded the scope of the resource-based view theory in Jordanian family-owned businesses to include the unique internal aspects of these businesses in a specific context.  Additionally, this study contributed to adopting the Gersick three-circle model and the dimensional development model. The Gersick three-circle model presents that any individual linked with the family-owned busi
	    
	 5.4.2 Practical Implications  Built upon the various contributions of earlier scholars (i.e. Salman, 2005; Poza and Daugherty, 2014; Gersick et al., 1997) and the findings of this study, the three-circle system model and the three-dimensional development model (see Figure 7 and 8) revealed how this study contributed to knowledge by exploring the major and main aspects of Jordanian family-owned businesses, which are assumed to be the main pillar to be considered before planning and thinking about this type 
	Another practical contribution of this study was that Jordanian family business founders' perception of their core strengths and their boastfulness of their achievement and their long years of experience prevented them from using scientific and creative thinking. Moreover, the researcher found that traditional succession planning practices were caused by special aspects of Jordanian family businesses created by their traditional way of thinking or attitude. Lansberg (1999) argued that the succession process
	children and stimulating their commitment to the business created a gap that prevented them from practising professional succession planning in the future.  Another contribution of this research to the practice resides in its implications for business founders and candidate successors to be aware of the mixture of values, traditions, customs, culture, emotions and Islamic Sharia laws in Jordanian family businesses' planning and decisions which affected them and their decisions, directly and indirectly, whic
	According to the Jordanian family culture highlighted by EFILWC (2002), BIS (2011), Abouzaid (2008), most Jordanian businesses have unspoken customs that gives the founder great power in controlling the decision-making process. This culture also gave the eldest son the right to succeed after the owner, neglecting the right of other qualified siblings to succeed the owner, where founders usually put their effort into training and giving directions to his old son at the time of large family size, where this c
	research. The researcher found out that Jordanian family businesses are proud of their achievement in letting their family members join the businesses. Still, unfortunately, they are not aware of how to manage these resources efficiently and effectively. There are many factors and aspects in Jordanian family businesses that affect their sustainable competitive advantage and, therefore, their continuity and sustainability.    Another contribution of this research is the cultural perspectives, which are consi
	Family businesses are advised to consciously deal with the succession planning concept with their professional standards to support these businesses with a rigid base that will support their sustainability and continuity. This achievement should be achieved through fairness between family members and giving all of them equal chances to succeed the founder according to their skills and qualifications.   The study found that the traditional succession plan or practices in Jordanian family businesses consist o
	 5.5 Recommendations The outcome of this study found that traditional succession planning is characterised by picking the eldest son to succeed the founder and mixing Islamic Sharia Law and basics of management as mentioned previously. Jordanian family businesses covered many of their unprofessional practices to some rules in Islamic Sharia, such as "respect to your elder brother", therefore these businesses cause issues around transparency and disclosure. These businesses claim that there's no need for gov
	 D: Jordanian FoB's need to improve the next generations' level with efficient plans including leadership skills, strategic planning, communication, and teamwork which will contribute to reducing conflicts and increase business continuity and family value across generations. These plans might also involve an educational path that guarantees the development and knowledge for every family member with the same level of competencies and capabilities.  E: Jordanian FoB's need to invest in internal governance mec
	H: Jordanian FoB's need to develop professional governance policies harmonious with Jordanian culture to organise and regulate family members' roles and aspects, which will maintain their security and avoid conflicts and disputes in the future which doesn’t contradict Islamic Sharia law and Jordanian culture.  
	 I: The researcher recommends that the Amman chamber of commerce, Amman chamber of industry, and other government agencies need to study the change of the current law and need to have permission to interfere in family business issues and force them to change their performance before the time of collapse and closing. Furthermore, to pay more attention to education and directing family members to pursue their educational attainment in disciplines related to administrative sciences.  This study identified dist
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	 The main limitation of this research aligned with any other research targeted specific geographic area and targeted a specific category of respondents. This research was limited to Jordan and was specific for family-owned businesses with its unique internal and external environment and the unique country culture as one of the Arab and Middle Eastern countries. According to the limitations of this study, future researchers may address these limitations.   The sampling strategy used is the convenience sampli
	The qualitative method has an additional critique about its researcher's perceptions toward respondents' response, where the inconsistency between these perceptions will affect the results and conclusion. The researcher tried to overcome this issue through 
	face-to-face semi-structured interviews, which will eliminate any misunderstanding toward any questions, and it was achieved remotely according to the lockdown. Added to that, the qualitative method required going into more depth about the subject willing to be studied by the researcher, where it is supposed to be more adaptable, as the researcher can reconstruct questions to give various meanings (Bell and Bryman, 2007).   Another limitation in qualitative research is the lack of control in case studies an
	This research is a current study in 2020 completed successfully despite these limitations. This study raised many issues that need further concerns, where this thesis can be considered the first of its kind in Jordan. This current study opens up new opportunities for researchers to carry out new research about Jordanian family-owned businesses. This study presents an in-depth understanding of Jordanian family businesses, which is influenced by the researcher related cultural background to Jordan. This fact 
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	 The researcher followed the Donald Schon model to clarify the development of reflective practice and the learning cycle during this doctorate journey because of its real-life applicability and ease of use (Robinson, 2001). In this section, the researcher clarified the reflection of this journey during the three main stages which; know in action, reflection in action, and reflection on action.  In the first stage of this research journey, the knowledge in action part started from thinking about the research
	The researcher's capabilities have changed since he started this research and decided about the methodology, sampling, data collection, analysis, and time frame. The researchers' relationship with other family businesses has also changed, where his thoughts about what's going on in family businesses have changed since he commenced this research.      Finally, the reflection on the action will consider how this research work had enriched the researchers' knowledge with critical thinking capabilities and shar
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