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ABSTRACT

Despite seeming attractiveness to women, family firms fail to attract females to high-
level positions. Previous research was citing primogeniture, daughter invisibility and role
incongruity among possible explanations. However, recent studies suggest that such
“barriers to leadership” cannot statistically explain existing gap. Most of research loses
sight that professionals with family business background have diverse career options and
succession is only one of them. A review of literature on succession showed that men and
women have slightly different understanding of extrinsic and intrinsic benefits and
different valuing of transcendent motives. Furthermore, men and women perceive
abilities and chances to success as a function of social experiences, which partially
explains underrepresentation. In general, the literature on successors’ motivation is scarce
and inconclusive. This research area will gain from empirical studies — both quantitative
and qualitative, using humanistic and cognitive frameworks to study career intentions of

young professionals and female incumbents of family firms.
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1. Introduction

Family business is one important form of business ownership that recently has become
separate field of research. The interest of academics and practitioners is motivated by the
role family business plays in the economy of countries and role it occupies in society.
Thus, depending on definition and country the economic contribution of family business
is estimated around 12-50% of national GDP and 15-60% of workforce (i.e. Shanker,
Astrahan, 1996). In European Union family businesses Family businesses account for 9%
of the European Union’s GDP, generate 60 % of turnover of European companies and
generate 40 — 50 % of all employment (Bernard, 2013). In Spain, family businesses
generate approximately 16 % of GDP (26% if calculated with affiliations) (IEF, 2009).
Family business can be both a small venture employing several family members and a
big multinational corporation led by several family brunches and several generations.
Despite great variability and difficulty to do qualitative research, there is a high incidence
of market leaders among family businesses. Thus, according to Hermann Simon, in
Europe 75 % of market leading companies of middle size were family controlled (Simon,
2009). This form of enterprise has also demonstrated above-average accounting
performance, profitability over the long-term, CSR, and a more sustainable practices
(EFB, 2012). Furthermore, family controlled businesses showed more stable earnings per
employee among business week 1000 (McConaughy, 1994, 1998).

Succession is a cornerstone issue in family business. On the one hand, the intent to pass
the business to further generations is what basically differentiates family business. On
the other hand, succession is also a weak point of family firm. Statistically researchers
report a 30% barrier of survival of family firms after first succession and then 13 % and
3 % after subsequent transitions (Ward, 1987). First introduced by Ward, this statistics
has been later cited and confirmed by various researches and is sometimes called a “three-
generation survival trap” (Zellweger et al., 2012).

Despite of being seemingly attractive to women — i.e. offering autonomy in choosing
responsibilities, possibly higher appraisal and better remuneration, flexibility of working
hours (Vadnjal and Zupan, 2007), women are underrepresented in family firms,
specifically in high-level positions. From the point of view of RBV theory, family firms
are losing valuable human capital. The economic loss involves not only professional skills
and experience of “family business daughters”, but also their social capital — networks

and professional connections; emotional capital — important soft skills: “loyalty” and
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“sensitivity” to family and firm needs; and, leadership potential (Sagalnicoff, 1990),
(Gillis-Donovan, 1990) (Eagly, 2003) (Sharma, 2004).

Most of the literature to date suggests that female underrepresentation in family firms is
due to the fact that males are preferred over females during succession.

This stream of research reports: primogeniture (Dumas, 1989), (Hollander, 1990),
daughter-invisibility (Hamilton, 2006), (Marshack, 1994), (Poza, 2001), (Fernandez
Pérez, 2007), (Colli, 2003) and role incongruity between a leader role, family role and
gender role (Ely, 2011), (Powell, 2010), (Maleki, 2011), (Chengyan, 2013), (Eagly,
1990), (Eagly, 2003) - as factors that hold women back in the process of succession.

On the other hand, recent studies appeal less to the topic of so called “second-generation
discrimination” and “barriers to leadership”. For example, in recent study of Spanish
companies, Pascual Garcia reports that some incidence of discriminative practices cannot
statistically explain the huge gap between female and male presence in high-level
positions in family firms (Pascual Garcia, 2012).

Further, some articles suggest that family business daughters are “excluding themselves”
from potential successors by not showing interest (Curimbaba, 2002), (Otten-Papas,
2013) or “waiting” for some disruptive event — such as death of male successor (Wang,
2010), (Overbeke et al. 2013), (Dumas, 1989).

Apparently, the rise of individualistic trends open doors for family business sons and
daughters to career options away from family business. Thus daughters might be attracted
to pursue entrepreneur or external management career in case they want to be a leader.
Especially an entrepreneurship might be a lucrative career option for family business
daughters. First, children with family business background often chose entrepreneurship
(Zellweger, 2013). Second, for women entrepreneurial career is sometimes even more
attractive as it to men as it offers flexibility and meaningful work.

This makes think of supply side as an important factor contributing to female
underrepresentation. However, literature on successor motivation and specifically female
successor motivation or intention is scarce and lack theoretical background. Furthermore,
much ink was spilled comparing entrepreneurial and external employment intents. The
absence of similar interest in succession motivation is surprising given the importance of

this form of business.
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To close this research gap it is proposed to conduct a review of literature. The paper is
organized as follows: first, main motivation theories will be revisited and summarized.
Second, literature on succession in family firms will be reviewed and a special attention
will be paid to articles devoted to daughter succession. Finally, conclusions will be
draught applying relevant information from succession literature on motivation

frameworks. Future research directions will be proposed.

2. Motivation theories

Basically, motivation is what determines the action of a person. Understanding career
motivation of a person provides understanding of what initiates and maintains one’s
decision and what may discern the person. Knowing one’s motivation may help
motivating others and as well improve the quality of motivation by adding important
values to working curriculum.

For the purposes of this research, two types of motivation theories — humanistic and
cognitive — will be revisited. Further, a brief overview of both types of theories will be

provided.

2.1. Humanistic theories

Humanistic theories are quite intuitive — mainly because these are rooted in innate
psychological needs of a human — that is anthropology of a person — providing general
answer to the question of the purpose of one’s life.

The starting point of discussion is the famous theory of Maslow (1970). In the historical
context, Maslow and his processor Mayo (1949) — make a huge step from mechanistic
and biological perspectives on motivation that were predominant at that time.

The assumption was the same as before - that a satisfied worker is more productive —
however, Maslow proposed a hierarchy that included not only biological and mechanistic
perspectives — needs for food, physical comfort and safety, but also higher-order needs —
socialization, esteem and self-actualization. As esteem and self-actualization are often
related to public sphere of life, the theory gave feminists grounds to argue for
discrimination. On the other hand, empirical studies faced problems — i.e. needs did not

appear in the form of hierarchy.
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Herzberg (1966) makes a step from an anthropologic model of Maslow to a more specific
to working environment. He cuts the pyramid into two halves, suggesting higher needs
motivate people, but the absence of lower needs (hygiene factors) can be a source of
dissatisfaction.

McGregor (1960) draws upon the works of Maslow and Herzberg and introduces theory
X and theory Y — which distinguish two types of motivation inherent to human nature:
extrinsic for theory X (assumes that a human avoids effort and is moved by incentives
that correspond to Maslow’s basic needs) and intrinsic — for theory Y (assumes that

human appreciate work and seeks responsibility).

Cognitive theories, that will be revisited further, initiate from the similar assumption —
that a human is active and seeks to act in accordance with his values, thoughts and
experiences. However, these theories are taking different direction shifting attention from
“content” to “process” of formation of motivation. For this and other reasons here these
theories will be viewed separately.

Self-Determination Theory further expands ideas about motivational dichotomy. The
theory assumes that human nature is positive: people are active, curious, inspired, striving
to learn and to extend their skills. However, the theory acknowledges that individuals
sometimes reject growth and responsibility. Self-Determination Theory is half content
and half process. It looks at both: the innate psychological needs and conditions that foster
needs for growth and responsibility.

In the content part, the theory distinguish three types of motivation: intrinsic, extrinsic
and a motivation and three types of needs: needs for competence, relatedness and
autonomy (Ryan and Deci, 2000). Ryan and Deci look deeper at extrinsic motivation
introducing its gradation. Thus, depending on the degree of autonomy extrinsic
motivation can present: “controlled behavior, introjected regulation, identified regulation
and integrated regulation” (where “integrated regulation” is the type of extrinsic
motivation closest to intrinsic motivation) (Ryan and Deci, 2000).

The process part of theory explains that externally controlled motivation can be
internatiolized to become intrinsic (or autonomy controlled). Organismic Integration
Theory (OIT) — is a sub-theory of Self-Determination Theory, which details different

forms of extrinsic motivation and study factors that favor or hinder the process of
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integration of low autonomy behavior into high autonomy behavior (Ryan and Deci,
2000).

All theories discussed up to this point emphasized that acting agent is the one who
benefits from his behavior. However, this does not explain why would people help each
other, behave altruistically or what will hold team members together.

Answering these questions, Grant proposes prosocial motivation - desire or reason to act
for the benefit of others or with intention of helping others (Grant, Berry, 2011). In the
scale of prosocial motivation he cites such concepts as: “desire to help others, desire that
other benefit from my work, prefer work that permit positive impact on others” (Grant,
2008). Furthermore, this type of motivation emphasizes the effort for future.

Similarly, basing in anthropology of a person, Perez Lopez proposes transcendent
motivation. Accordingly, the main goal of a person lies in the interaction with others, not
within the person (Lopez, 1991), (Lopez, 1996). Thus, a person should step outside his
own needs in order to achieve a true happiness. Perez Lopez argues that organizational
culture that does not support transcendent motives and, on the contrary, only favors
individualism will have difficulties surviving in the long run. Ideally, he states, all three
types of motives — extrinsic, intrinsic and transcendent; as well as all three types of needs
— material, cognitive and affective — should be fulfilled in the workplace.

In sum, humanistic theories elaborate the question of general human needs — as a main
driver of motivation. This way of though had come a long way in relatively short period
of time. Originating from biological determinism, the theories then shifted attention to
motives that belong to the acting agent — extrinsic and intrinsic; and, then, to motive of
interacting with a reactive agent — transcendent. Humanistic theories are viewed

universally for tasks and genders.

2.2. Cognitive theories

Cognitive theories assume that people are self-organizing, proactive, and self-regulating
agents of their psychosocial development: they act in accordance with their values, beliefs
and experience.

Most of cognitive theories are process theories — i.e. explain how the motivation is
formed. These theories underline the role of culture, opinions of “important others” and

experience in the formation of motivation. Due to importance of social component,
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cognitive theories provide rich ground to explain differences in gender choices. Theories
coincide that differences in perception of abilities, self-esteem, and valuing of tasks — all
are function of differences of social experiences.

Therefore, the strength of task-specific motivation might be different for males and
females due to gender stereotypes. For example, wide-spread perception that girls are
better in verbal tasks and boys in math would result that girls in general would be less
motivated to study math and overcome challenges in math; and, will perform worse than

they could have performed, had they been better motivated.

The first cognitive theories appeared in 60ies. The theory of White is the pioneer of this
stream of thought (Harter, 1978). The theory introduced the term “effectance” — a
disposition to act on the environment and a satisfaction obtained from the positive result
of such action. Thus, according to first theories of achievement motivation tasks that were
more difficult and challenging would be more motivating.

The expectancy-value theory of Eccles is based on the research in 1970s by Weiner and
Atkinson. According to this theory people are willing to accomplish a given task in
function of both: (1) whether they are expecting to succeed in the task and (2) a degree to
which they value success in the task (Wigfield and Eccles, 2000). The model provides
important contribution to understanding achievement motivation, domain-specific
choices and corresponding gender differences.

The Theory of Planned Behavior was developed in 1970s-1980s by Ajzen and Fishbein.
Initially, it was an extension of their Theory of Reasoned Action (Ajzen and Fishbein,
1980), (Fishbein and Ajzen, 1975), that needed corrections due to shortcomings of
original model in dealing with behaviors over which people have incomplete volitional
control.

Similarly to Expectancy-Value theory, Theory of Planned Behavior puts a lot of emphasis
on the interplay of social and personal factors in shaping achievement motivation for
genders.

The theory focuses on intentions — as major antecedents of behavior (Ajzen, 1991). In
practice, measuring intentions is often an easy alternative to measuring achievement
motivation when studying initial stages of activities. An intention to open a business, to

complete highest educational degree or to dedicate oneself to a particular profession
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proved to be a relevant predictor of future action. However, as a realization of such
intention may require years, it is comfortable to use intentions avoiding recall biases.

In general, Theory of Planned Behavior assumes that a person in a situation of election
(career, business opportunity, etc.) would consider different possibilities in regards to
opportunity costs, viability of options and plausibility of results for society (significant
others) and self. The theory puts intentions to perform a behavior in the central place
assuming that intentions reflect the sum of motivational factors and show how hard

people are willing to work and to try (Ajzen, 1991).

Self-efficacy Theory emphasizes role of beliefs in motivation (Bandura, 1977).
According to the theory people’s beliefs can be changed in four ways: mastery
experiences (experience in overcoming obstacles through perseverant effort), social
modeling (seeing people similar to oneself succeed by sustained effort), social persuasion
(one’s self-beliefs can be constructed through appraisal or repeated successful activities),
and physical and emotional states (reducing stress and depression through physical
exercise) (Bussey and Bandura, 1999).

Similarly to Value-Expectancy Theory it widely explains gender differences in
achievement motivation (basing on differences in social experiences).

In general cognitive theories are task specific and gender specific. These theories
emphasize social component in formation of motivation (contrary to humanistic theories,
that emphasize the role of anthropology). In general, cognitive theories suggest that
gendered achievement expectations follow different trajectories. These differences seem
to correlate with female underrepresentation in high-level management positions and in

some professional areas.
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3. Succession and motivation theories

In this section a systematic review of several most important full-text collections
(EBSCO, Elsevier ScienceDirect, Emerald Management Xtra, JSTOR, Sage, SCOPUS,
Springer and Wiley Interscience) is conducted in order to find how career choice to
become a successor in family business is explained from the point of view of motivation.
Through literature review, two groups of articles are identified. First band includes
articles that study succession through the lens of successors irrespectedly of gender —
focusing on reasons for next generation to pursue career in family firms. Second band of

articles focuses specifically on corresponding experience of daughters.

3.1. Humanistic theories and succession

The framework that follows is built on the revisited humanistic theories of motivation. It
includes three types of motivation: Extrinsic, Intrinsic and Transcendent. In line with
Self-Determination Theory, four types of extrinsic motivation are distinguished:
“Controlled”, “Identificated”, “Introjected” and “Integrated”. Positive and negative
perceptions are outlined.

The commitment of the next generation is crucial for the continuity of family business.
Handler (1989) and Sharma (2004) have successfully drawn attention to the topic of next
generation’s perspective in the process of succession, and more specifically to the topic
of motivation of the future leaders. Basically, if the desired successor is not interested to
take over family business, succession becomes impossible.

Offspring usually makes their career decisions sometime between age 18 and 28 (Stavrou,
1998), (Birley, 1991), (Handler, 1989), (Longenecker and Schoen, 1991), (Ward, 1987).
The age between 20 and 30 corresponds and the choice of occupation corresponds to
development of personal identity. It is as well a stage of fast professional growth and
creation of economical basis for independent life. In fact, in many cases people with
family background prefer to gain experience outside family company. It is of paramount
importance to understand what factors will encourage and discourage young adults to join
or to return to family firm.

Literature on succession in family firm widely confirms intrinsic and extrinsic motives as
a career motivation for successors. Transcendent motives are also mentioned (Stavrou et
al. 2005), (Ventler et al. 2005), (Irving 2005), (Stavrou, 1998). Table 1 summarizes types

of motivation that can be found in literature on succession.
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Type of motivation and
authors

Examples

EXTRINSIC

Stavrou, 1998

Cory, 1990

Rosenblatt, et al., 1985
Overbekea et al., 2013

POSITIVE

The firm is a stepping stone to attain financial security for
fulfilling future interests, such as raising a family

Control over the firm’s operations will one day be acquired
The firm’s practices are already familiar

Financial security

The firm’s geographic location is attractive

When young, self-image included become successor (Overb)
NEGATIVE

Unrealistic anticipation of wealth as an irresistible lure
(especially when raised in a luxurious lifestyle)

Fear that if they enter the business, they may become jobless
at age 45 or 50

Firm’s geographic location is unattractive

Feel has an unreasonably heavy workload and is receiving
insufficient compensation (Rosenblatt, et al., 1985)

INTRINSIC

Stavrou, 1998

Venter, E., Boshoff, C., and
Maas, G. 2005

Stavrou, 2005

Goldberg andWooldridge,
1993

Eckrich, 1993

Farhi, 1990

POSITIVE

Working in the firm is challenging.

It is comfortable working with family members

Enjoyment, personal satisfaction

Alignment with the career interests

Identify with and copy their parents’ behavior

Early interactions between parents and children lead to needs
within the child that can affect later occupational choices

Plan to expand the business

Interested in the firm’s products, markets, operations,
strategies

NEGATIVE

Futures dreams are unrelated to the firm

The industry climate of the firm is uninteresting

The ability to apply certain skills will not be possible in the firm
Working in the firm is not challenging

To escape the shadow and stigma of being the owner’s child

Does not support “old” values and business strategies

TRANSCENDENTAL

POSITIVE
Helping the family prosper through the firm is a goal

94




What makes a woman to choose to work in a family company instead of a looking for a position in the
work market or creating her own company?: a literature review

NEGATIVE
Stavrou, 1998 The family business does not emphasize important family

values

Source: Own elaboration

Table 1. Motivation of successor. Humanistic theories framework.

Literature on Daughter succession also widely confirms basic motivational dichotomy.
Intrinsic and extrinsic motives mentioned in these articles are similar to those — mentioned
by articles on general succession. Table 2 summarizes types of motivation indirectly cited
in literature on daughter succession.

Analyzing differences, we can note specific topics that are probably related to gender —
topics that might give us a clue to some subtle gender differences that exist in motivation.
For example, daughters would mention comfortable lifestyle and flexible environment to
raise children, while articles that do not specify gender would not mention this. Further,
among negative extrinsic reasons researchers cite birth order (which already appeared in

this work) and the opinion of the spouse.

The section of intrinsic motivation for men and women is more elaborated compared to
that of daughters in both: positive and negative factors. Some specific goals of
professional interest are more often mentioned. It seems that on average daughters
mention specific career goals less frequently.

In section of transcendent motivation the picture seems to be the opposite. Although this
section is less elaborated in both cases, it seems that daughters thought more of general
well being for family and family business and thus provide more examples of
transcendent motives. This idea is also supported by the often-mentioned observation that
daughters come to family business during hard times and moments of crisis — when either
family or business needs support or when a supposed successor would reject the position
or in case of accidental death (i.e. Dumas, 1998). It also is consistent with a stream of
literature that links female leadership with transformational style leadership, which in
turn is consistent with prosocial behavior (Grant, 2011).

In general for this section, it seems that; even though the concepts of intrinsic, extrinsic
and transcendent motives are universal for both genders, the structure and sense that both
genders put into each concept varies slightly. It seems that daughters have greater variety
of extrinsic (or hygiene) reasons to be in family business. Flexibility of job design — is an
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addition to the factor of money and shares. It seems that for daughters sometimes is
important to have shares without participation in management of the firm. Secondly,
prosocial and transcendent motives are more appealing to daughters. These observations

are somewhat consistent with traditional gender roles.

Type of Examples
motivation and
authors
EXTRINSIC POSITIVE
Facilitating family life
Farm's ability to sustain several families
Dumas, 1995 Comfortable lifestyle; and a flexible environment for
Dumas, 1998

Curimbaba, 2002
Vera and Dean 2005
Otten-Papas 2013
Overbekea, et al.

raising children
Opportunity was “too good to pass up” and “the best thing
to come along,”

Money, shares

2013 Position nobody wanted
NEGATIVE
Spouse not interested
Birth order
IDEN: When young, self-image didn’t include become
successor
IDEN: Affirmation of choice of profession
Roots in the business (farming)
INTJ: “a chance to prove myself,” challenging chance to
shine, prove their abilities, and excel in a way that they
were unable to in outside employment. Changes —
opportunity to help; work excellence

INTRINSIC POSITIVE
Interesting, challenging, and satisfying work

Dumas, 1995 Variety of daily tasks

Dumas, 1998 Job satisfy

Curimbaba, 2002
Vera and Dean, 2005
Otten-Papas, 2013
Overbekea, et al.
2013

Loves working for my family business — wonderful quality
of life

NEGATIVE
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Lack of interest

Dislike of some aspect of farm lifestyle

TRANSCEDENTAL POSITIVE

“A family dream”

Dumas, 1998 “Giving back to the family”
Curimbaba, 2002
Vera and Dean, 2005

Overbekea, et al.
2013 NEGATIVE -

Help family
Making contribution (unique leadership opportunity)

Source: Own elaboration

Table 2. Motivation of female successor - Humanistic theories framework

3.2. Cognitive theories and succession

To our knowledge, there is only one recent article that explicitly compares career
intentions of young professionals with family business background using lenses of
cognitive theories of motivation. Specifically, Zellweger et al. (2010) compares
intentional founders, successors and employees on entrepreneurial self-efficacy,
independence and innovation motives. According to the article, entrepreneurial self-
efficacy and independence motive lead to preference of external employment over
succession and entrepreneurship. Further, innovation intent leads to preference of
founding experience over succession and external employment.

The limitation of this research consists in that it is a pioneering article. The number of
variables studied is limited compared to the general amount of research dedicated to
entrepreneurial intent and its antecedents. The article sheds some light on the topic of
career intentions but still does not provide answers to why would a young professional
would prefer family firm to other career options.

Literature, that concentrates only on successors in family firms neither provide answers.
In general, successor pathways to leadership can be learned. No doubts that early
initiation to business, small tasks in the firm and positive attitudes of parents to business
favor development of healthy identity and the interest of the offspring in preservation of

business within the family.
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Similar trends can be found in literature dedicated to family business daughters, with a
difference that gender stereotypes may play a negative role when a daughter assesses her
leadership potential in general and for family business specifically. Thus, parents who do
not engage their daughters to work in family business early in life, do not foster their self-
esteem in leadership and do not discuss future career opportunities with them — thus
support indirect clues to daughters that they are not welcomed in the firm and that their
opinion does not matter. It is not surprising that in adolescent age such daughters are
excluding themselves from family business opting for external employment or
entrepreneurship career.

Rivalry, as well, might play a deterring role in daughter’s willingness to take business
over. According to Expectancy-Value theory, negative expectations play a strong
deterring role over intentions. Daughters anticipating a family relations instability and
conflicts due to rivalry with brothers or with current business owner (father or mother),
might as well simply exclude themselves from successor attempts.

Receiving unclear messages from parents may deter daughters from considering
succession. Difficulty discerning family roles from business roles and mixing family (and
personal) expectations with business expectations (“full control of business and produce
grandchildren”) may be perceived as a barrier by a daughter. Business values that do not
reflect family values might undermine positive attitude toward family business and
decrease its perceived value.

Table 3 resumes this part and presents particular examples taken from literature on family
firm and female successors. It can be seen, from the point of view of cognitive theories,
differences in social experiences might have a ripple effect in daughter motivation and

result in self-exclusion.

98



What makes a woman to choose to work in a family company instead of a looking for a position in the
work market or creating her own company?: a literature review

Type of Examples
motivation and
authors
EXPECTANCE POSITIVE — when initiation happens early. When parents are
positive about having business. ‘It is like a game” “was always
Dumas, 1990 present” Owner — is a role model.
Dumas, 1992
Dumas, 1995 NEGATIVE — when is not initially considered as a potential
Cole, 1997 successor. Her presence is undesirable. Expects to have a work-
3:288’31::8 Dean. family conflict. Receives a double-message from parents: full control
2005 of business and produce grandchildren
Rivalry with owner, rivalry with brothers/sisters
VALUE Connected to interests, connected to values of business,
motivated extrinsically and intrinsically, sees value in business
Dumas, 1990 continuation, value in maintain family ties, connectedness, shared
Dumas, 1995 meaning: core values, affiliation, belonging, good employee
Dumas, 1998 relationship
Curimbaba, 2002
Vera and Dean, 2005 SUBJECTIVE NORM

Danes and

Haberman, 2007 Family support, training. Owner fosters desire to follow his

footsteps.
NEGATIVE - attributed to being a woman, has “feminine” career,

education. When is gender stereotyped and discriminated

BEHAVIOR Is familiar with business, had taken on special projects, undertook
CONTROL relevant experience/education. Positively evaluated by parents
Dumas, 1990 NEGATIVE — lack of education, experience, positive evaluation
Dumas, 1998
ATTITUDE Developed healthy identity
TOWARD BEHAVIOR Achievement — quality of product, reputation
Dumas, 1990
Dumas, 1998

Source: Own elaboration
Table 3. Motivation of female successor - Cognitive theories framework
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4. Conclusions

Literature on successor motivation in family firms is scarce, given the important role
succession plays and relative development of sister-areas: motivation of intentional
entrepreneurs and employees. For studies of gender such this gap is even wider.

Given the rise of individualism and variety of careers available on the market, the lack of
understanding of successor motivation and successor qualities leads to that family firms
might be losing important human capital in face of daughters and their descendants. To
address the gap a literature review was conducted.

Literature review reaped the following results.

- Although there are no studies that explicitly use any humanistic theory of motivation to
study rationale of daughters to follow footsteps of their parents in family firms, research
dedicated to other objectives can be used to shed some light on this topic.

By doing so, the basic motivational dichotomy Extrinsic-Intrinsic motivation is
confirmed for both genders. However, a direct comparison suggests that male and female
motivation is developed by slightly different trajectories. Specifically, extrinsic or
material motives of daughters include flexible schedules, comfortable lifestyles and
having shares of business. On the other hand, men’s Intrinsic motivation includes slightly
more specific career goals.

Finally, daughters seem to be more preoccupied with emotional component — and show
greater variety on transcendent and prosocial motivation. This finding is consistent with
the stream of literature on gender leadership styles, and possibly could have been more
developed within literature on succession.

- In relation to cognitive theories, “ideal” successor’s pathways to family business seem
to be universal for both genders: an early initiation through conversations during family
dinner and small summer projects and followed by a relevant education and some
experience. However, literature suggests, that daughters are sometimes excluded (or
exclude themselves) from potential successors; therefore, lacking this initiation phase.
In general, the role of family, early role models and experience are cornerstone for both
genders. However, having father or mother involved in a business does not automatically
provide next generation with desire to enter this business. Contrary to expected, young
professional with family business background often opt for external employment or create

their own companies.
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To date the potential of application of cognitive motivation theories to family firm field
is untapped. As far as we know, only one paper explicitly compares different types career
intentions for the youth with family business background. It can be inferred from other
sources that the way men and women perceive their abilities, their chances to success and
etc. differs as a function of their social experiences. Consequently, using cognitive
theories might contribute to understanding the problem of female underrepresentation in
family business.

Future research into the problem of gender imparity might gain from empirical studies —
both qualitative and quantitative — using both motivation theories frameworks. As such,
interviews with female leaders in family firms might reveal greater emotional connection
to family firms and greater extent of transcendent and prosocial motives than it is
currently known. Such knowledge could have been used by academics and professional
coaches, who develop business programs.

On the other hand, a quantitative study of young professionals using cognitive theories
frameworks might reveal differences in entrepreneurial, employee and successor
intentions as well as gender differences in corresponding career plans. More detailed
information would provide a better theoretical and practical understanding of social

experiences faced by family business daughters and sons.
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