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Abstract: The purpose of this research is to study empirically the effect of autonomy in joining and
legitimation of succession towards successors’ commitment to a family business. This research is
conducted with a sample of 109 successor family businesses at the UC Family Business Community.
The research shows that autonomy or the freedom in making choices has a significant effect on
forming affective commitment, while legitimation also has a significant influence at a lower level.
Autonomy in joining or freedom in making choices has a significant effect to form normative
commitment, while legitimation of succession also has a significant effect at a lower level. The
study further shows that legitimation must be supported by autonomy to form an affective commit-
ment to the successor.
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INTRODUCTION

Family business (FB) dominates global busi-
ness, controlling 80% of the number of enter-
prises globally (Gagne et al., 2019), making FB
the type of company with the most influence on
a country’s economy and the global economic
order. Despite the fact that FB has such a big
impact on the global economy, the company’s
sustainability is frequently a concern (Rautamäki
& Römer-Paakanen, 2016). FB succession is a
factor in determining FB sustainability (De
Massis et al., 2012). According to Miller et al.
(2006), is not easy to do because there are
personal and emotional factors that will deter-
mine who the next successor will be.

In simple terms, the family business is a
company that involves a family (both the in-
volvement in company ownership and the in-

volvement in company management). Family
involvement requires the intention of family
members to be involved in working for the
company (Chua, Chrisman, & Sharma, 1999).
The intention to continue family involvement
requires the next generation who have the com-
mitment and ability to work on FB. Family
business literacy refers to the next generation
as successors.

The successors’ intention to work in the
family business is determined by the commit-
ment they have as the next generation of the
family, but ironically this often becomes an
issue and cause of failure in family business
succession (Bjuggren & Sund, 2001). This claim
is supported by the fact that only 30% of family
businesses survive to the third generation and
only 10% remain in the next generation (Astra-
chan & Allen, 2003; Sardeshmukh & Corbett,

JEE
11, 1
Received, February ‘23
Revised, February ‘23
Accepted, March ‘23



Teddy Saputra, Liestya Padmawidjaja, Dominica Prima K.K.P. / Effects of Autonomy in Joining and Legitimation of
Succession on the Family Company Successor’s Commitment / JEE, Vol. 12, No. 1, March 2023, 77–88

78

2011). This fact also shows that family business
struggles to maintain its sustainability and the
successors’ intention.

Various studies have been conducted to
solve family issues surrounding the family busi-
ness. One of the studies developed is an explor-
atory study about successors. This study has
found that an insufficient level of successor
commitment contributes to greater failure com-
pared to a lack of managerial competence (Ca-
ter & Justis, 2009; Kotlar & De Massis, 2013;
Mahto, Ahluwalia, & Khanin, 2014). This find-
ing supports a study conducted by Chrisman,
Chua, and Sharma (1998) where the research
found that commitment is a key characteristic
that must be possessed by successful succes-
sors. This research is also in line with a study
by Sharma and Srivinas Rao (2000) who found
similar findings in their studies conducted among
Indian family businesses. Furthermore, other
studies support the importance of a successor’s
commitment to the sustainability of family busi-
nesses (Barach & Ganitsky, 1995; Cabrera-
Suarez, 2005; Goldberg, 1996; Fox, Nilakant,
& Hamilton, 1996; Rautamäki & Römer-
Paakkanen, 2016).

Nonetheless, an in-depth exploration of
the successor’s commitment still needed to be
conducted. Malhotra, Budhwar, and Prowse
(2007) suggest exploring the antecedents of the
different dimensions of the commitment factor,
aiming to identify other factors that impact
commitment and develop steps that are appli-
cable in a practical setting to maintain a family
business.

Barach & Ganitsky (1995) found that a
successor’s commitment will increase when
successors do not feel compelled to join the
company. This is referred to as autonomy in the
decision to join the family business. The feeling

of freedom to choose makes the successors
more likely to decide to continue the business
in line with what is desired for the future. Le
Breton-miller et al. (2004) found another fac-
tor, which is the legitimacy of successor selec-
tion, as one of the causes of successor commit-
ment. This legitimacy will lead to a feeling of
compatibility between the successor’s character
with the family expectations and work which
will ultimately shape job satisfaction (Robbins,
2003). Meanwhile, Rautamäki (2013) shows
that there is an increase in psychological own-
ership of successors when there is a freedom to
control their future.

These two factors will determine the level
of commitment of the next generation and will
have an impact on their performance in the
future. To make a scientific and practical con-
tribution to the family business, this study will
examine the impact of autonomy in the decision
to join the family business and the legitimation
of the successor’s election on the level of com-
mitment possessed by the next generation. This
study is important to be conducted and will
strengthen empirical evidence on the effect of
commitment of the next generation on work
performance so that family business owners can
prepare for their success.

Successor’s Commitment

Family business literature defines a succes-
sor’s commitment as the next generation’s de-
sire to pursue their professional career in the
family business (Dyck, Mauws, Starke, &
Mischke, 2002; Handler, 1989; Sharma, 1997).
Various studies show that a successor’s commit-
ment greatly impacts the quality of the family
business succession (Bachkaniwala, Wright, &
Ram, 2001; Cabrera-Sua´rez, 2005; Handler,
1989; Chrisman, Chua & Sharma 1998; Sharma



Teddy Saputra, Liestya Padmawidjaja, Dominica Prima K.K.P. / Effects of Autonomy in Joining and Legitimation of
Succession on the Family Company Successor’s Commitment / JEE, Vol. 12, No. 1, March 2023, 77–88

79

& Irving 2005; Venter et al., 2005). A successor’s
commitment is important for the next genera-
tion to have compared to technical abilities to
maintain the company’s competitive advantage,
such as maintaining the company’s reputation
(Chrisman et al., 2005). With a high commit-
ment, the successor will have the courage to
seek the knowledge they need to make a high
contribution to improving the business’ perfor-
mance.

Meyer and Herscovitch (2001) identified
three basic foundations of commitment namely:
(1) commitment generated based on mind-set and
desire (affective commitment), (2) commitment
generated based on a sense of fulfilling obliga-
tions (normative commitment), and (3) commit-
ment based on opportunity cost (continuance
commitment). Sharma and Irving (2005) ex-
plained that in a family business, the commitment
of the next generation is divided into two dimen-
sions, namely “affective commitment and norma-
tive commitment”. Researchers believe that af-
fective commitment will have a big impact on the
success of the succession (Sharma, Chrisman, &
Chua, 2003; Sharma & Irving, 2005).

Affective Commitment

Affective Commitment is a commitment
formed based on a strong self-identification
bond with the business organization so that the
psychological boundary between self and orga-
nization becomes invisible (Sharma, Chrisman,
& Chua, 2003; Sharma & Irving, 2005). This
commitment will align personal interests with
the welfare of the company’s organization. Thus,
affective commitment possessed by the succes-
sor will result in work behavior that generates
added value for the organization. This behavior
can be seen by the successor’s willingness to
work beyond expectation.

Normative Commitment

Generally, family-owned businesses have
high normative commitments nature and are
attached to their family members, especially the
successors. Normative commitment will encour-
age successors to work because they feel they
owe to the family rather than because they
enjoy working with the organization (Sharma &
Irving, 2005; Bergman, 2006). The successor
feels obligated because the company has been
fulfilling the daily needs of the successor through
the family, for example paying for their educa-
tion and all other aspects of life. Normative
commitment will result in a feeling of obligation
to carry out an activity including taking part in
a corporate organization (Meyer & Allen, 1991;
Meyer & Herscovitch, 2001) because the suc-
cessors feel indebted.

Autonomy in the Decision to Join the Family
Business

The successor’s feeling of personal influ-
ence on the decision to work in the family
business will have an impact on their feelings
for the company (Cabrera-Suarez & Santana,
2012) and will have an impact on the level of
commitment they have.

Barach and Ganisty (1995) explain the
level of commitment of the next generation will
increase when they do not feel forced to join
the company, which means they have autonomy
in the decision to join the family business.
Furthermore, Cabrera-Suarez and Santana
(2012) explained if the successor feels com-
pelled to work and does not have autonomy, it
will encourage them to not appreciate what
they get from the company which will then
encourage them to seek other and more attrac-
tive opportunities outside the family business. If
the successor is forced to use the power of
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family relationships and authority, it will result
in cynicism, rebelliousness, and desperation
about the quality of theoretical experience in
the family business (Handler, 1989; Kets de
Vries, 1996). To test this factor as the anteced-
ent variable, the first and second hypotheses in
this study are (see Figure 1).
H1: Autonomy in the decision to join a family

business has a positive effect to determine
the level of affective commitment from the
next generation.

H2: Autonomy in the decision to join a family
business has a positive effect to determine
the level of normative commitment from
the next generation.

Legitimation of Successor’s Election

The selection of the next generation re-
quires attention to the characteristics of the
successor and family expectations. The match
between the two factors will result in finding
the right fit for the job.

Thus, the third and fourth hypotheses in
this study are (see Figure 1).
H3: Legitimation of the successor’s election

has a positive effect to determine the level
of affective commitment from the next
generation.

H4: Legitimation of the successor’s election
has a positive effect to determine the level
of normative commitment from the next
generation.

METHOD

This study is classified as an empirical study
using a survey conducted on the next generation
of members of the University of Ciputra Family
Business Community Surabaya, Indonesia. This
community is for students and alumni participat-
ing in the family business program at Universitas
Ciputra with members of 517 family businesses
that were established to accommodate family
business owners in Indonesia whose successors
study at Universitas Ciputra. Each year, the num-
ber of community members increases by approxi-
mately 100 members which shows that there is
an interest in a study of family business at Uni-
versitas Ciputra where the findings can be useful
for family business owners in Indonesia. This
community was founded in 2002 and has 12
batches in 2022.

The data were collected using a question-
naire from a sample of batch 10 successors,
totaling 113 members. Batch 10 was chosen
because at the time the research was con-

Figure 1 Research Framework
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ducted, batch 10 students were attending their
final semester. However, after the data collec-
tion and editing were completed, the samples
obtained are 109 samples because some of the
questionnaires were not filled in properly or
were not returned to the researchers.

The research questionnaire, which is the
core of this research, has been designed and is
based on the five-point Likert scale. The result
will indicate the successors’ opinions about fac-
tors that drive their perception of the level of
commitment they have.

RESULTS

Description of Research Variables

Descriptive analysis is a type of analysis con-
ducted to provide an empirical description or
description of the data collected in the study us-
ing the average value. The average value is used
to describe the average value of a variable stud-
ied in a certain group of respondents (Table 1).

Evaluation Model

The evaluation model for the outer model
and inner model is conducted by reading the
results of the report from the PLS Algorithm.

Outer Model Test

Evaluation of the outer model is carried out
to test the feasibility of the measurement model
used both in terms of validity and reliability. In
evaluating the outer model with reflexive indica-
tors, the level of validity is sought using conver-
gent validity and discriminant validity approaches,
while in terms of reliability, it is sought with a
composite reliability approach. The convergent
validity of the measurement model with reflexive
indicators can be identified through the correla-
tion between the indicator values and their con-
structs. In this case, it can be seen from the re-
sults of the outer loading output. The outer load-
ing output of the estimation results from the PLS
Algorithm with the SmartPLS software and the
result can be seen in the table.

Convergent Validity

Convergent validity of the measurement
model with reflexive indicators can be seen
from the correlation between the score of the
item/indicator and their construct (loading fac-
tor) which can be seen from the output outer
loadings. The result of the outer loadings out-
put from the PLS Algorithm estimation can be
seen in the Table 2.

Name No. Mean Scale Min Scale Max SD 
AC1 0 4.349 2.000 5.000 0.747 
AC2 1 4.165 1.000 5.000 0.784 
AC3 2 4.321 2.000 5.000 0.823 
NC1 3 4.211 2.000 5.000 0.847 
NC2 4 2.927 1.000 5.000 1.332 
NC3 5 3.532 1.000 5.000 1.345 
AU1 6 3.917 2.000 5.000 0.814 
AU2 7 3.936 1.000 5.000 1.025 
AU3 8 4.055 2.000 5.000 0.833 
LS1 9 3.982 1.000 5.000 1.040 
LS2 10 3.752 1.000 5.000 1.059 
LS3 11 4.138 1.000 5.000 0.913 

Table 1 Description of Research Variables



Teddy Saputra, Liestya Padmawidjaja, Dominica Prima K.K.P. / Effects of Autonomy in Joining and Legitimation of
Succession on the Family Company Successor’s Commitment / JEE, Vol. 12, No. 1, March 2023, 77–88

82

There are outer loading values that are
below the cut-off value of 0.5, namely AU2 and
NC2 (Figure 2). Thus, these indicators are
removed and reprocessed.

Affective Autonomy Legitimation Normative 
AC1 0.811 
AC2 0.875 
AC3 0.847 
AU1 0.887 
AU2 0.092 
AU3 0.886 
LS1 0.865 
LS2 0.662 
LS3 0.848 
NC1 0.877 
NC2 0.355 
NC3 0.880 

Table 2 Outer Model Test

Figure 2 Outer Loading Values below the Cut-Off Value of 0.5

Figure 3 Outer Loading Values above the Cut-Off Value of 0.5

Based on the output outer loadings, the re-
sults of loading measurements of all indicators
for each construct meet the convergent validity
because all loading factor values are above 0.50.
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Discriminant Validity

The discriminant validity of the reflexive
indicator can be seen in the cross-loading be-
tween the indicator and the construct. The
cross-loading output results from the PLS Algo-
rithm output can be seen in Table 3.

Based on the output cross-loadings test,
the correlation of each indicator with its con-
struct is higher than other constructs. This
shows that the latent construct predicts indica-
tors in its block to be better than the indicators
in other blocks.

Construct Reliability

In addition to testing the construct validity,
a construct reliability test is also conducted and
measured by the composite reliability of the
indicator block that measures the construct.
The construct is declared reliable if the com-
posite reliability value is above 0.70 (Ghozali,
2011). The result of the composite reliability
output is seen in Table 4.

From the two tables regarding composite
reliability and the Cronbach alpha test above,
the value of each construct is above 0.70. So,
the reliability value for each construct in the
estimated model is classified as good.

Inner Model Test

R-Square

One of the methods for testing the inner
model is to find the R-square (R2) value in the
dependent construct. Structural models with R-
square values (R2) above 0.19 indicate that the
model is “weak”, whereas if R-square values
(R2) above 0.33 indicate that the model is “mod-
erate”, and R-square (R2) above 0.67 indicates
that the model is “good” (Ghozali, 2011). The
R-square value (R2) for each dependent con-
struct of the estimated model can be seen in
Table 5.

The interpretation of the output R-square
(R2) on the dependent construct affective com-
mitment is explained by autonomy in joining by

Table 3 Cross-Loading Output

Affective Autonomy Legitimation Normative 
AC1 0.812 0.530 0.376 0.285 
AC2 0.874 0.652 0.502 0.435 
AC3 0.846 0.603 0.610 0.528 
AU1 0.586 0.883 0.514 0.492 
AU3 0.671 0.891 0.464 0.421 
LS1 0.514 0.500 0.865 0.541 
LS2 0.351 0.322 0.656 0.310 
LS3 0.533 0.470 0.852 0.628 
NC1 0.543 0.524 0.584 0.899 
NC3 0.335 0.376 0.554 0.868 

Table 4 Composite Reliability Output

 Cronbach's Alpha Composite Reliability 
Affective 0.800 0.882 
Autonomy 0.730 0.881 
Legitimation 0.715 0.837 
Normative 0.720 0.877 
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56.4% while the remaining 43.6% is predicted
by other variables outside the model.

The interpretation of the Output R-square
(R2) dependent construct of normative commit-
ment is explained by legitimation of successor
by 45.2% while the remaining 54.8% is pre-
dicted by other variables outside the model.

Hypothesis Testing

The hypothesis testing between constructs,
namely exogenous constructs on endogenous
constructs and endogenous constructs on en-
dogenous constructs, was carried out using the
bootstrap resampling method. The test statistic
used is the t-statistic or the t-test. In this study,
the comparative t-value was obtained from the
t-table. The t-table value of degrees of freedom
(df) is 108 and a significance level of 5% is

obtained at 1.65. Hypothesis testing is con-
ducted by looking at the output path coefficient
from the bootstrap resampling results which
can be seen in Figure 4 and Table 6.
• Hypothesis testing of autonomy on affective:

the table above indicates that there is a
positive effect between autonomy on affec-
tive with a coefficient value of 0.546 and a
significance level of less than 0.05 or 5%. As
the value of the t-statistic k is 6,651 and
greater than 1.65, thus the hypothesis is
accepted (there is a significant positive rela-
tionship).

• Hypothesis testing of autonomy on norma-
tive: the table above indicates that there is a
positive effect between autonomy on norma-
tive with a coefficient value of 0.228 and a
significance level of less than 0.05 or 5%. As

Table 5 R-Square Value (R2)

R-square Description 
Affective 0.564 Moderate 
Normative 0.452 Moderate 

Figure 4 Hypothesis Testing Results
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the t-statistic k value is 2.431 and greater
than 1.65, thus the hypothesis is accepted
(there is a significant positive relationship).

• Hypothesis testing of legitimation on affec-
tive: the table above indicates that there is a
positive effect between legitimation on affec-
tive and a coefficient value of 0.297 with a
significance level of less than 0.05 or 5%. As
the t-statistic k value is 3.256 and greater
than 1.65, thus the hypothesis is accepted
(there is a significant positive relationship).

• Hypothesis testing of legitimation on norma-
tive: the table above indicates that there is a
positive effect between legitimation on norma-
tive with a coefficient value of 0.520 and a sig-
nificance level of less than 0.05 or 5%. As the
value of the t-statistic k is 6.279 and greater
than 1.65, thus the hypothesis is accepted
(there is a significant positive relationship).

DISCUSSION

The main objective of this research is to study
the impact of situational encouragement experi-
enced by the next generation to form affective or
normative commitment. The results of the study
show that autonomy has a significant impact on
the formation of affective commitment, which
means that if the next generation has the free-
dom to determine their involvement in the family
business, it will be more likely to encourage the
successors to work for the company beyond the

limits of the company’s demands and will have a
positive impact on the company’s performance
during their leadership. Meanwhile, legitimation
has an impact on forming affective commitment
but at a lower level compared to autonomy. So,
legitimation tends to be more likely to form nor-
mative commitment. This shows that affective
commitment is formed when legitimacy and au-
tonomy are given and felt by the successor, and
normative commitment will be formed when only
legitimacy is felt by the successor. This finding is
similar with the findings of Pierce et al. (2003)
and Rautamaki (2016), who found that autonomy
improves psychological ownership by allowing
successors to influence targets, master knowledge
based on planned targets, and self-investment in
targets. Affective commitment appears to develop
in line with the age of the successor (Rautamäki
& Römer-Paakanen, 2016).

This research contributes to the literature
about the commitment of the next generation
by showing empirically that the level of com-
mitment of the successor is influenced by the
variables of autonomy and legitimation felt by
the successor. Thus, family business owners can
pay attention to this factor especially when they
wish to prepare for succession. For further
research, the researchers suggest using other
variables that can influence the commitment of
the next generation, such as seniority, satisfac-
tion and achievement, quality relationship, and
family context (Cabrera-Suarez et al., 2012).

Table 6 Hypothesis Testing

Original 
Sample Mean SD 

T 
Statistics 

P 
Value Conclusion 

Autonomy -> Affective 0.546 0.545 0.082 6.651 0.000 H1 Accepted 
Autonomy -> Normative 0.228 0.227 0.094 2.431 0.015 H2 Accepted 
Legitimation -> Affective 0.297 0.298 0.091 3.256 0.001 H3 Accepted 
Legitimation -> Normative 0.520 0.522 0.083 6.279 0.000 H4 Accepted 
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