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Abstract
 The concept of passion for work suggested that people love to work and
derive joy from work-related activities. People who experience passion showed
strong focus, singleness of purpose, self-renewal, and a deeper sense of meaning in 
life. As family businesses are fast becoming the dominant form of the business 
around the world, the crucial challenge for them are to continue and sustain their 
legacy through generation. Successors’ commitment toward family businesses has 

strong indication of how committed the entrepreneur is to put in time and 
effort needed to make the company success. The objective of the research is to 

in three distinct dimensions; affective, cognitive, and behavioral intention. 
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Introduction
 The dynamic change in the business world today demands robust human capital
that is fully engage and agile, aggressively developed and skillfully deployed so as to

tough trade-offs in the pursuit of their survival. Human resource and organization 

 An emerging body of research indicated that passion plays an important role

of it still needs to be explored. The concept of work passion goes further than work 
engagement and commitment in that it encompasses both job commitment and 

how the individual intends to behave onbehalf of the organization. 

positive emotional state of mind which result from the appraisal of various job and 
organizational situations that lead to a consistent, constructive work intentions and
behaviors such as discretionary effort, long-term commitment to the organization,
peak performance, low turnover, and altruism (Cardon, Wincent, Singh, and Drnovsek,

enhance mental activity, and provide meaning to everyday work (Brannback, Carsrud,

 The concept of passion for work suggests that people love to work and derive

about work tend to engage in more intensive and systematic knowledge processing
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to increase entrepreneurs’ dedication and commitment to their venture, their
persistence in pursuing venture-related goals and activities, and their ability to get and

peak experience that people highly involved in an activity and experiences effortless 

associated with an intense feeling of joy, fun, and happiness which result in a strong
focus, singleness of purpose, self-renewal, and a deeper sense of meaning in life

people to engage in the activity for long hours over several years or sometimes a lifetime 
especially when times are rough and that eventually helps them attain high levels of 

 Those with an entrepreneurial mindset choose a positive outlook, always
expecting the best possible outcome for their business and dwelling on the optimistic
aspects of a situation. Family business researchers and scholars have largely been interested
in what happens to entrepreneurs near the end of their working lives (Dyer and Handler,
1994). Succession has been the most troublesome issues in family business and it also
captures most of the research interest. One of the most important decisions that an 
entrepreneur makes concerns whether or not to employ family members. Such 
a decision can have a tremendous impact on the entrepreneur, the business, and the

create a business together, family and entrepreneurial dynamics are brought into play
even before the business is founded. 

 The unique family dynamic of each family business could have an effect on
how successors perceived, understand, and willing to act pertaining to their roles and
their family situations. This, in turn, affects the level of passion in successors to strive
for their family business. As this study focus on successors in family business whether
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they passionate about their work to strive for their own family businesses, the recent 
theoretical work surrounding work passion in general as well as entrepreneurial passion 

businesses. The research question guiding this study was “What is work passion for
successors to strive for their family businesses?” 

Work Passion
 Nowadays, the concept of work passion has gained attention from the research 

activities. 

related context especially passion pertaining to an employee in the organization.
Passion towards work has been studied focusing on the extent to individuals being

persistent, emotionally positive, meaning-based state of well-being stemming from 
continuous, reoccurring cognitive and affective appraisals of various job and organizational 
situations, which results in consistent, constructive work intentions and behaviors

 Though, work passion is considered to contribute positive organizational role 

individual engaged and has a sense of energetic and effective connection with work
activities. On the contrary, work passion can intrude individual because an individual may

person as the activity takes disproportionate space in the person’s identity and cause 
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 Work passion allows individual to go through in deciding to engage and commit 

process. As a result, the individual forms perceptions and opinions and then intentions
to act, which then lead, in most cases, to action or behavior. 

Entrepreneurial Passion 
 Scholars and practitioners alike agree that passion is an important catalyst in

behaviors such as unconventional risk taking, uncommon intensity of focus, and
unwavering belief in a dream. Passion is “perhaps the most observed phenomenon
in the entrepreneurial process” (Smilor, 1997, 342). Overtime, passion has been included

entrepreneur is to put in time and effort needed to make the company success (Vallerand 

experience by engagement in entrepreneurial activities associated with roles that are 
meaningful and salient to the self-identity of the entrepreneur (Cardon, Wincent et al., 

that evoke the positive intense feelings, objects that are identity-important to the

important to another, so the identity-relevance and identity-importance piece is crucial

unpublished data).
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 Passion in entrepreneur energizes motivation and inspires individuals to persist 

and their ventures to better outcomes. The evidence of entrepreneurial passion can
display through a creative problem-solving technique by producing a novel and useful
ideas to various situations, or, being persistent by showing a discretionary effort despite 
failures, or, fully concentrated on tasks so as to achieve their goals.

activated, the experience of passion mobilizes an entrepreneur’s self-regulation
processes that are directed toward effectiveness in the pursuit of the corresponding 
entrepreneurial goal. This goal pursuit, in turn, involves validating the focal identity by 
cognitive and behavioral engagement in activities in a manner that is characteristic of
intense positive emotions. Consequently, the self-regulation processes linking
entrepreneurial passion and outcomes are represented by linkages involving goal-related 
cognitions and entrepreneurial behaviors. 

of their goals and dreams. This is what keeps them fuelled with an energy that many

others would most likely have given up. This sense of commitment ensures that they set
tasks for themselves on a regular basis and don’t give up until the tasks have been
completed. Those with an entrepreneurial mindset choose a positive outlook, always 
expecting the best possible outcome for their business and dwelling on the optimistic 
aspects of a situation. 

Family Business 
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businesses, it is important to generate research that will aid in determining predictors of 
family business sustainability.

 Being in business together is a formidable part of family business members’

unit encourages and socialize the younger generation into entrepreneurship through 
learning and doing things together. An ideal learning orientation would be that of within 
and between generations resulting in a commitment to transgenerational learning 

required to draw interpretations of each other’s deeds, intentions, and feelings. 

 Family relationships and its importance to individuals in family businesses have
become recognized due to the growing interest in the sociocultural context of

family businesses as an entity on their own, there must be a priori acknowledgment 

and the business that is believed to represent the unique set of features that explain 
performance differences between family and nonfamily businesses (Habbershon, 

 Davis (1989) suggested that family businesses have high intentionality in terms

of whether such family involvement leads to higher or lower performance, 
entrepreneurs have generally chosen to employ family members. The problem of both 
ownership and management succession has largely been the domain of research on 
family-owned businesses, for family dynamics come to the forefront during 
succession. Handler (1992) found that the degree of mutual respect and understanding 
between next generation successor and founder is a key factor affecting succession. 
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 The unique family dynamic of each family business could have an effect on how
successors perceived, understand, and willing to act pertaining to their roles and their
family situations. This, in turn, affects the level of passion in successors to strive for
their family business. Such dynamics affect the well-being of the family (Olson, Zuiker, 

to ensure the positive link between the longevity of the business and the well-being 

 Family members often play a critical role in the creation and survival of new

Langton, 1998). Committed family members are more likely to pursue a career in 
their family business, be cooperative in performing their role in the leadership 

successor’s commitment toward the family business.

an ownership control by two or more members of a family or a partnership of 

concern for family relationships, and intent to continue business across generation. 

pursue a career in their family business. This research intended to focus on Thai trading 
business, which runs and owned by family members. Furthermore, successor, a family 
business member who related by blood or by law that could assume managerial control 
of a family business when the incumbent steps down would be the subject of the 
present study.
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Objective and Research Method
 This qualitative study is exploratory in nature and examines the meaning of work 
passion for successors to strive for their family businesses. There were a total of
12 interviewees from 5 companies across different industries. The gender of interviewees 
was equally balanced so as to have some variation of the idea in the data. 
 The participants were selected based on purposive and convenience sampling
and their willingness to join an interview. The majority of participants were the successors
that derived from Thai-Chinese Chamber of Commerce (TCCC) and from snowball

as being both family-owned by having two or more members of a family or a partnership 

family business by blood or by law that could assume managerial control of a family 
business when the incumbent steps down without judgment about willingness, ability, 
training, or resource. The successors must be played a leading role in the family business, 
be delegated control responsibilities, and be integrated with the position that 
they would be given so they could easily become familiar with  the business and 
would have good understanding about it. 

 All participants were contacted by phone or e-mail and asked if they would
be willing to share their story for research and educational purposes. Then, the 
appointments were made for a face-to-face interview and all interviews were 

The structure of an interview started by asking interviewee to draw a picture 

elaborate more concerning the meaning of picture drew. Later, interviewee 
was asked to express how they think of work passion and what could possibly be the
reasons that evoke work passion to occur. Next, interviewee was asked to give an example 
of tasks or activities that drive work passion for them. Lastly, interviewee was asked to think 
of an ideal organization that drives work passion for them to strive for family business. 
The interview procedure would be repeated from interviewee to interviewee until 
reach data saturation.
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opportunity, sources of inspiration, venture creation, growth stages, and keys to success.

of the venturing experience, where participants in the interviews set the course of the 
dialogue and are free to describe their experiences in whatever level of detail they wish. 
Some of the interviewees may be introduced or suggested by previous interviewees, 
which will be based on snowball sampling technique. Data in the interviews were 

and interpreted after the interview.

down notes and ideas in the right margin of each page. For a key word or meaningful
sentence, researcher highlighted using different colored tab for identifying its theme. 

numbered for purposes of analysis when referring to the sentence or meaningful word unit. 

understand experience and perception concerning work passion form the perspective 
of the respondent, researcher repeatedly read each of the transcripts. For any thoughts, 
concepts, or emergent ideas arise, researcher recorded in the right margin on the transcripts. 

work passion within each story, and to compare these themes across the stories. 
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Table 1: Demographic Information of the Interviewees

Interviewee Gender Age Gen of 
Successors*

Position Type of Business

#1 F 32 1st Finance & Accounting 
Manager

Import & Export 
(Agricultural products)

#2 M 30 1st Sales &Marketing Manager Import & Export 
(Agricultural products)

#3 F 27 1st Employee Import & Export 
(Agricultural products)

#4 M 24 1st Employee Import & Export 
(Agricultural products)

#5 F 29 1st Sales Manager Production Company
 (Food & Beverage)

#6 M 28 1st R&D Manager Production Company 
(Food & Beverage)

#7 M 32 1st General Manager Import & Export (Flowers)
#8 F 33 1st Sales &Marketing Manager Trading (Hotel Supplies)
#9 F 37 1st Financial Manager Trading (Hotel Supplies)
#10 M 33 2nd Sales Manager Trading (Machinery 

& Accessories for 
transportation)

#11 M 40 2nd Managing Director Trading (Machinery 
& Accessories for 
transportation)

#12 F 27 2nd Sales representative Trading (Machinery 
& Accessories for 
transportation)

Note: * Generation of Successors
 0 = Founder
 1st = First generation of successors
 2nd = Second generation of successors
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Findings
 During the in-depth interviews, participants described their perceptions and 
experiences related to the work with their family. The research question that informed 

of information and it can be divided into nine major categories that comprise the
narrative which include contentment, anxiety, excitement, concentration on developing 
family business, concern for both family and business, nurturing family business, peak 
performance, persistence to prove ability, and entrepreneurial action. Although
interviewees described their work passion variously, all seem to perceive work passion

of the meaning of work passion for successors to strive for their family businesses.
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No. Category Description Sample Quote
1 Contentment 

(Happiness, Joy, Love)
An internal satisfaction and 
being at ease as a result of 
working and being part of 
the family business

Feeling that make you enjoy 
what you’re doing and turn it 

fascinated by the thing you do. 
Passion makes you concentrate 

2 Anxiety 
(Stress, Worried, 

A negative affective state 
that result from a rigid 
persistence due to too 
much concern on the 
family business

pressure and yeah sometime you 
get too stressed because you put 
too much attention on it. (#2)

3 An eagerness and 
enthusiasm to develop the 
family business 

that make you never afraid of 
anything. Fire that gives you hope 
that someday you’ll reach to 
your success. (#12)

4 Concentration on 
developing family 
business

The determination in 
encouraging creativity and 

process so as to improve 
and sustain family business

There’s a drive that leads me 
to be fully concentrated to my 

willing to give to prove to my 

better. With the best education 
and real life experience that my 
parents give me, this company 
must get better and better. (#9)

Table 2: Summary of Findings
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5 Concern for both 
family and business

The contemplation on 
the affect of interactions 
between family and 
business 

Sometimes our family argued 
in the meeting room and it was 
really intense. . .but the most 
important thing that we all kept 
in mind was to end it in the 

anymore outside that room and 
never ever took it personally. It 
is so hard to do but we’ve tried 
our best. (#9)

6 Nurturing family 
business

The interest and willingness 
to take care and develop 
the family business 

We have a dinner talk everyday. 
During dinner we talked and 
shared our experiences together. 
Basically, I telling dad and mum 
about what I do on that day 
and ask their opinions in return…
This help encouraged our family 
relationship and boost my 

of the owner and I also wants 
to see it grow in this near future. 
(#7)

7 Peak performance The high performance of 
successors functioning at 
their personal best for 
family business

. . .I really like the feeling when 

did make me headache and lack 
of sleep while doing it but the 
outcome is worth every sweat 
especially when I gain trust from 
my dad. (#9)

Table 2: Summary of Findings (Cont.)

No. Category Description Sample Quote
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8 Persistence to prove 
ability

A strong desire to prove 
to others that one has 
an ability to take care 

business. 
time. Failure is common, it’d 
rather make me tougher and 

is thriving for. This business is 

9 A behavior or activity that 
carries subjective meaning 
to the successor which 
viewed through the lens 
of sensing and being the 
owner of the business

need to think and act carefully 

work as a day by day basis, being 
owner is different. We need to 
put ourselves in the other’s 
shoes. Being owner is about what 
you can and what you have to 
offer to the world by starting 
from  our employee well-

others, but it’s all about giving. . . 
(#9)

Table 2: Summary of Findings (Cont.)

No. Category Description Sample Quote
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 There were 9 core ideas derived from the interviews, which could be categorized 

concept of how work passion occurs as individuals use their cognitive and affective
appraisal, which result in the intention or behavior of successors, which typically in this 
study revolved around opportunity evaluation and their venture growth.

successors have when passionately perform for their family business. The experiences 
successors had in their work had been affected them which resulted in their behaviors 
and attitudes. Thus, successors’ feelings might vary upon the situations or events they 
experienced. The intense affective state was reported accompanies with cognitive and 
behavioral activities of successors. Findings from participants revealed mix feelings while 
passionately working in their family businesses. The core ideas of affective states were 
contentment, anxiety, and excitement.

 The second theme was the cognitive component, which refers to the knowledge 
structures that successors use to make an assessment, judgment, or decision involving
their family businesses. The cognitive mechanisms could have a critical role in what
successors think, say, and act. Hence, successors’ cognition is a critical determinant in 
understanding their behaviors. Participants from this study informed that working in
family businesses has led them to have a high concentration on developing the businesses 
to reach its excellence and grow over time. Not only that successor was concerned 
on developing the business, they also put high importance to all possible effect that 

concentration on developing family business, and concern for both family and business.

 The last theme was the intent component, which refers to the actions, reactions,
and intentions of successors in response to the experience of work passion in working

a meaningful role of family business’ successor. The developer role identity of successors
is cognitive schemas of interpretations and behavioral prescriptions that allow individual

means to be successors of the family business, they reference the meanings and
behaviors associated with his or her developer identity. 
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toward their family businesses as a desire to nurture both family and business. They also 
revealed that work passion could drive them to perform at an utmost performance to 

passion was reported to encourage the sense of ownership to them, which in turn lead 
successors to perform with the heart of being true the entrepreneur. The core ideas from 

prove ability, and entrepreneurial action.

passion in a sense that affective component is focused on the feelings that one has about 
the organizational life, while cognitive component associated with the logical mental 
conclusions about the organizational life, and behavioral component referred to
performance or intentions that one choose to perform as a result of how one perceive 
what ought to do in the organizational life. 

 Affective and cognitive
 Consistent with previous scholarly literature that work passion is in a form of an 
intense feeling that could enhance either positive or negative feelings or mixed feelings 

external events (Watson, Tellegen, and Tellegen, 1988). Weiss and Cropanzano (1996) 
suggested that the experiences people have in their work settings often affect them 

and attitudes (Weiss and Cropanzapo, 1996), which can be attributed to entrepreneurial 
activities. Participants reported that they have experienced happiness, enjoyment,
and love during engaging in their work activities. Participants revealed that they are
happy and proud to be part of their family business. The roles as family business

 On the other hand, some participants reported that an extreme intense emotion 
might stimulate an obsessive response that could lead individual to have a disproportionate 
space in their lives. Participants reported that sometimes they experienced negative
emotions due to too much concern on their family businesses. Such negative emotions 
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were reported as a general dimension of subjective distress and unpleasurable
engagement, which include anger, guilt, fear, pressure, and nervousness (Watson and 

drive individual to concentrate and perform at an utmost capacity but a rigid form of those 
persistence could also lead to negative affective states such as anxiety, stress, and guilt 
which might eventually result in damaged self and work outcomes.

is an emotion or a strong desire that one has for certain activities. The feelings evoked 
were acting as motivation energy to an individual that is closely associated with drive, 

passion came from their internal force that could be provoked by many stimuli that

the activities was because of their inner contentment allow them to do so. Successors 
used their cognitive components to make an assessment, judgment, or decision

could have a critical role in all aspects by which people think, say, and act. The cognitive 
mechanism includes how individual collect, organize, scrutinize, interpret, and integrate 
information (Allison and Hayes, 1996), hence, successors’ cognition is a critical
determinant in understanding their behaviors.

a clear conception that people are meaning-oriented and meaning creating, they are 
constantly evaluating the environment from the standpoint of their own well-being and 
reacting rationally (cognition) and emotionally (affect) to those evaluations. Participants 
indicated that work passion developed from the natural inner inclination to a particular 
aspect that the passion brings. Those aspects related mostly to their work, their families, 
and the role of being a successor.
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 Thus, the natural inner inclination towards an activity has led individual to
experience happiness, joy, and emotionally positive during work engagement. As
expected, if the work-related activity remains in a person’s control, harmonious work
passion would induce the positive feelings and positive work-related consequences

intrude their lives because they may be too obsessed by the activity they are engaged. 

if they let the activity takes disproportionate space in the person’s identity and cause 

time dealing with an intrusive thought related to the business that sometimes
unwanted and stimulated obsessive passion.

successors in family business context. Successors were seen as an entrepreneur who is 

Developing the business beyond their initial survival and success seems to be the major 
focus of all participants. Both entrepreneurial passion and work passion in general from 
the previous literature were complementing each other in understanding the concept of 
work passion for successors to strive in their family businesses. As passion is dualistic in 

state of emotions, which could drive one to behave accordingly. Nonetheless, Chang 

thrive. Not only that passionate people enjoy what they do but they also show their high 

to organization vitality. Passion in entrepreneur would contribute even greater outcomes. 
Work passion in successors not only motivated themselves but also their co-workers,
leaders, partners, investors, customers, and family. The quality of entrepreneurial passion 
allowed successors to possess a distinct mindset to choose positive outlook and always 
expect the best possible outcome for their businesses and dwelling on the point on the 
optimistic aspects of the situation faced.
 Passionate successors showed their determinant in encouraging creativity and 

strongly believe in their roles, they tend to perform in a productive manner to create
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ideas from the senior family business members, successors persisted to gain approval. 

improve the weak point of the business, and also to maintain the strength and sustain it 
for the sake of their family and business outcomes.

 Behavioral
 The developer role identity of successors is cognitive schemas of interpretations
and behavioral prescriptions that allow individual to understand what it means to be 

on what it means to be successors of family business, they reference the meanings and 
behaviors associated with his or her developer identity. This has led participants to
engage in an activity related to nurturing, growing, and expanding the family business.
As they understand their roles and know what is expected from them, successors
showed their determinant and persistence performance in order to maintain and

among family business members, their work passion has helped them manage

 The desire to take care of the family business is clearly seen in most participants. 

from family business members. Previous scholarly studies suggested that the successor’s 
interest in and willingness to take over the family business play an important role in the 
successful transition of the business from one generation to the next (Dumas, Dupuis,

taking care of family relationships is critical to keeping the business running smoothly. 

capabilities. Work passion has been explained as an underlying of the major motivational 

people to engage in the activity for long hours over several years or sometimes a lifetime 
especially when times are rough and that eventually helps them attain high levels of 
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 Participants also reported that during passionately engage in the activities they 

would feel completely immerse into the activity and experiences effortless concentration 

a spiritual dimension and a euphoric sensation and ecstatic moments (Waitley, 1991), 
and is characterized by total focus and absorption of transcendent awareness (Jackson 

experiential state occurred as successors were totally connected to the performance
which their personal skills equal task required challenges.

Conclusion
 Work passion has been reported as an important element that allows successors
to continue against the odds and overcome fatigue and pain to accomplish their tasks.
Despite countlessly denial and ideas rejection from other family business members,
successors showed their persistence to prove their abilities in order to gain trust from 
others. Trust in the successor’s ability is considered as an important determinant of

persistence toward work in stable and predictable situations. Participants reported that
the turndown or rejection of their ideas were sometimes hurt their feelings and lose 

successors to show their discretionary effort and devotion to prove to others that they

 Consistence with previous literature of passion in the work related context that 
entrepreneurial passion is a key ingredient in keeping participants fuelled with an energy
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invested their time, effort, costs, blood, and sweat. The presence of work passion fosters 
their capacity to sustain entrepreneurial action, particularly in the face of the challenges, 

This study found that successors displayed and carried entrepreneurial charisma by
holding the subjective meaning of being successors of the family businesses which they 

actions are actions that related to entrepreneurial activity, which in case of successor is to 

declarative knowledge (knowledge about facts and things), procedural knowledge

participants to fully concentrate and absorption to the work activities. As the involvement 
of entrepreneurial identity, participants showed their high commitment towards tasks and 

passion was reportedly enhancing the learning capability and personal growth. Despite 
disruptions and failures, participants learn to create a positive mindset to enabling
themselves to spot the opportunity around them and take up the challenges to
develop their personal growth over time. This notion has been supported, for example, by 

contributed to positive psychological well-being such as life satisfaction, meaning in life, 
positive relations with others, autonomy, and personal growth.

 Once the effort and devotion that one has been invested through their work
been noticed, it started to develop a sense of value toward one self as a result of the 
satisfaction one has for their own action. Participants also reported that not only the value 
they give to themselves but work passion also lead others especially senior family
members to value participants as a valuable family business member. Participants
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reported that work passion was fundamentally a matter of experiencing a sense of

a direction about various aspects in lives that help them focus to the right point at the

Participants expressed a strong psychological ownership towards their family businesses

organization.

business is a combination of both entrepreneurial passion and general work passion
together with the unique aspects particularly presented in family business. Successors 
continued to work in and on, and to grow their family businesses in the face of challenges, 
stress, pressure, crises, and that their motivating work passion for their family business 

members may help each other encourage and provide the supportive environment
for building up work passion for successors to strive for their family businesses. The
supportive behaviors may ranging from a healthy communication where everyone
respect, listen, and honest to each other, providing challenging and meaningful tasks to 
successors, to have faith, trust, and be fair to all family business members.

Implications and Future Research
 The main contribution of this research was that it provided the meaning of work 
passion for successors to strive for their family business. By using the inductive
interpretations of successor themselves, supported and integrated with the use of extant 
theoretical frameworks concerning work passion, researcher could enhance the
engagement of theories with the sense-making processes of successors (Lopez and

of how successors experience work passion. As passion is dualistic in nature, it could 
either drives positive or negative organizational outcomes. Successors might sometimes 
experience negative emotions due to too much concern on their family businesses or
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might had a rigid form of persistence toward and activity, which could lead to negative 
affective states such as anxiety, stress, and guilt. But those negative states were not
implied that successors had a low level or no work passion. 

 As the two manifestations have different consequences for successors, researcher 
proposes some practices that could link to the developmental of work passion. Family 
and business might support successors to spend time together with other family business 
members through family meetings, visit the business, join family meals are likely to be 
supportive activities for engaging successors in business projects and the family. 

 Findings from the study revealed that successors want to join the family business 
in a way that others accept their professional capacity. To enhance that, family business 
might establish a fair rules, structures, and supportive environment for the advance in

support by supporting their young generation in career decisions and discussing options 
for their professionals’ development with openness and honesty. Nonetheless, it is 
important for successors to feel that they have some authority in making the decisions.

decision according to their skills and experience. Family business needs to set a clear 

 This study suggested that in experiencing work passion, successors generally 
experience strong levels of feeling that create motivation energy to an individual that is

antecedent that activates those feeling seem to build from a very young age of

incubate the sense of being good member of family business in their young members.

them to develop their own skills, goals, and strategies for personal success and the family 
business. This study pointed out that mentoring and proving trusting environment from 
an early age of their next generation family members could enhance a positive family 
climate that deems important to the success and sustain family business.
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 A primary strength of this study is given that little literature exists on work passion 

of knowledge on succession in family businesses in Thailand. Additionally, another
strength of the study incorporates the participant composition of the sample. The majority 
of samples were comprised of successors who are adulthood that have an advanced 
ability to discuss complex facets of relationship dynamics given their educational and 
professional training. 

family business succession, there are still some limitations to the studies that must be 
considered. Firstly, this study only focused on the family business in Thailand and the
using of convenience sample has limited this study from generalized the data beyond 
the sample. Therefore, in order to make the study more general and applicable to various 
countries, future research should use different location settings to explore the phenomena. 

management in general, and succession in particular. 

the true answer. This might because they wanted to express themselves and create 
an image as being mature and positive. 

Key Points

contentment, anxiety, excitement, concentration on developing family business, concern 
for both family and business, nurturing family business, peak performance, persistence to 
prove ability, and entrepreneurial action. 

 2. Successors focused on developing and taking care of the family and the business.
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