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Esta dissertação examina a influência das expectativas parentais na disposição dos sucessores 

para assumir o controlo do negócio familiar, com particular ênfase no papel mediador da 

apropriação psicológica. Investigações anteriores reconheceram a importânc

influência parental como das intenções dos sucessores, mas os mecanismos psicológicos que 

ligam estes fatores têm recebido atenção académica limitada. O estudo utilizou uma 

metodologia de investigação qualitativa, baseada em entrevistas semiest

potenciais sucessores. Os resultados indicam que as expectativas parentais são transmitidas 

tanto por meios explícitos como implícitos, frequentemente incorporadas em processos de 

socialização de longo prazo. Estas expectativas não determinam diretamente a disposição dos 

sucessores para assumir o controlo do negócio. Em vez disso, a sua influência depende da 

medida em que são internalizadas através do desenvolvimento da apropriação psicológica, 

embora os resultados mostrem que a apropriação psicológica por si só não explica totalmente 

as intenções de sucessão.

Este artigo contribui para a investigação sobre empresas familiares ao oferecer uma perspetiva 

mais integrada sobre a sucessão, destacando o papel mediador da apropriação psicológica e 

introduzindo o alinhamento como um mecanismo crítico que influencia a disposição dos 

sucessão, empresa familiar, disposição do sucessor, expectativas parentais, 

apropriação psicológica.



4.2 Successors’ Interpretation of Parental Expectations
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toward examining successors’ willingness to take over the family firm. Willingness shows a 

successor’s motivation and capability to assume leadership and has been ide

The literature identifies several groups of elements affecting successors’ willingness. 

ping of successors’ 

At the individual level, successors’ willingness is 

successors’ perceptions. Elements such as governance structures, firm size, and business 

variations in successors’ willingness across similar 

context of family businesses. Successors’ motivations are often deeply embedded in family 

successors’ perceptions are formed not only by rational considerations but also by emotional 



central part in forming successors’ willingness. As incumbents, role models, and decision

successors’ intentions and motivations

parents’ beliefs, assumptions, predictions, 

regarding successors are formed early in the potential successor’s life

on successors’ willingness and motivation to take over the family through the succession 

improve successors’ willingness, confidence, and motivation regarding family business 



process can increase successors’ willingness and motivation to support the succession, 

potential successors’ career goals and individual 

leading to a successor’s disengagement from the family 

successors’ willingness

directly influence the successor’s willingness or intrinsic motivation

influence successors’ perception of their role in the family business

the impact of parental expectations on successors’ willingness and intention to take over the 

perspective on successors’ 

theirs, commonly expressed through feelings such as “this is mine” or “it is ours”



develop in a successor’s mind well before the 

to act in favor of the family business’s long

family firm’s success is their personal success

sense of familiarity or belonging, strengthening successors’ psychological connection to the 

family business. Furthermore, successors’ feelings of ownership may be influenced not only by 
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regarding the successor’s 
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cues, and implicit assumptions about the successor’s future role. 

enhancing may strengthen successors’ confidence and motivation, whereas those 

values. When successors perceive the business as “their own,” they are more likely to develop 

forms the core mechanism influencing successors’ willingness to take over the family business. 
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The empirical part of this study focuses on how parental expectations influence successors’ 

’ accounts.

influence successors’ willingness to take over the family business, with a particular focus on 

researcher’s interest in the topic and the identification of gaps within the existing literature



how parental expectations influence successors’ willingness to take over 

depth research on potential successors’ subjective 

of successors’ perceived parental expectations and their degree of psychological ownership 

owning family’s norms, values, social interactions, and beliefs (Bryman, 2016).

socioemotional mechanisms link parental expectations, successors’ willingness, and 
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successors’ 

how parental expectations shape successors’ willingness to take over the family business and 
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This focus was particularly important given the study’s interest 



depth needed to explore each participant’s individual experience.
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successors’ willingness to take over the family business. The findings reveal that these 

directly determine successors’ willingness. Inst

foundation for successors’ later interpretations and engagement with the firm, s

throughout the successors’ developmental trajectory.

less apparent but no less influential in shaping successors’ perceptions of their future roles.



“We didn't have a direct conversation, just a straightforward discussion. However, 

we're aware that I want to take over the company, […]” (P2)

“This is exactly what happens when I'm learning a new activity or a new process in the 

it. It will be useful in the future when I undertake such things myself.” (P2)

“There’s an assumption that I’ll take over.” (P3)

is no longer considered one option among many but becomes integrated into the successor’s 



“I could always return to the conversation where I was the potential successor, and the 

door was always open.” (P4)

—

—

“It was just a matter of my personal desires, which were influenced by personal reasons, 

not by the pressures imposed on my parents.” (P4)

“And my parents are more like saying that it's not the right time yet, but that they 

definitely want me to do it, just in a few more years, so that I'm more familiar with life.” 



successor’s involvement in the business and the wider personal trajectory. Rather than being 

oduced, but because they were activated by changing perceptions of the successor’s 

“[…] because my dad talks to me differently, too. You know, when I study, let's say I 

have some things to offer that he doesn't.” (P3)

successor’s role—

clearly, but are adjusted in line with the successor’s perceived capability to contribute.



“Well, it seems to me that the only thing that could have changed is that when I actually 

le..” (P5)

Interviewer: “So your grandmother is not only more open and straightforward about 

about the company with you than your parents.”

P5: “That's exactly how it is.” (P5)

4.2 Successors’ Interpretation of Parental Expectations



“I'll tell you, I didn't really notice any such pressure; it wasn't like they were telling me 

over, you'll work for us?"” (P5)

“Absolutely. I think, for example, first of all, I definitely think that I need that 

like to work for, what in the market I would like to learn, okay?” (P6)



“It's been, like, different stages. I think when I was young, for me, it was, like, very 

to choose, for example, in a in degree to pursue.” (P7)

Successors’ interpretations of parental 

“Personally, I believe that hard work builds character. Besides, we work in an industry 

see the results.” (P2)

successor’s self



“The topic came up, and I decided I wanted to work there. I told my parents about it 

coming back.” (P3)

“So I remember, like, maybe, like, being 14, and I wanted to study architecture. And 

was big expectations for me to study something related to business.” (P7)



“So, they're just saying, like, I'm seeing signs that they want me to take over, right? 

‘You're literally taking over this company’, right?” (P5)

“[…] as for my parents, they thought that since my brother and I were younger, as I 

said, they kind of avoided the topic or simply said they didn’t want us to take over the 

—

meaning going to college, that’s when those conversations also began, where I wasn’t 

supposed to assume I’d pursue a degree in tourism or hospitality (P7)

The results show that successors’ 



“He was complete he was one man who was involved in everything. Right? And I at the 

ved in every aspect.” (P6)

“For example, when I worked, the higher margin I made, he'd give it back to me because 

like I didn't want to, and they wanted to.” (P3)

“The fact that I have a vague understanding of it, more about managing such a company 

profitable.” (P4)

Building on successors’ interpretations of parental expectations, this section analyzes how these 



Through this progression, the business is gradually internalized as “one’s own,” reflected in 

psychological ownership develops over time and is shaped by successors’

by shaping successors’ cognitive and emotional relationships with 

business is often present throughout childhood, forming part of the successor’s everyday 

“[…] the family business somehow influenced my childhood and, in fact, who I am now, 

who I’ve become, because it has always been a part of my life, and it still accompanies 

my parents, so I know how much effort and time they put into this company.” (P1)

as an integral and recognizable part of the successor’s environment.

business becomes normalized within the successor’s frame of reference. As one potential 

“This company and its activities were always around, even for trivial things like trips, 

to do during such trips.” (P2)



“I talked about my childhood, so yes, I’d like to elaborate a bit more on that—that I’m 

very, very emotionally connected to my parents’ workplace and the fact that, really, my 

childhood and my brother’s childhood were spent under the care of our grandparen

we didn’t see our parents very often.” (P1)

, as it transforms the successor’s role from an observer to a contributor. 

Interviewer: “Okay. But but you do feel some kind of connection to the family business, 

right?”

P6: “Absolutely. Okay. I think, but I don't know if it's because it's family business or it's 

what you are working on is how you connect.” (P6)



“To be part of the company, it was more that I could study, for example, business or 

getting involved, like, with my hands, like, in the soil.” (P7)

the successor’s 

“I'm very actively involved in the company's operations. In fact, I'm doing everything I 

completing documentation, participating in training, and even client contact.” (P1)

. At this stage, the successor’s relationship with 



“I helped out when there weren't any production staff,[…]. I also felt a connection with 

time.” (P5)

“[…], he never imagined himself having the business […]. I came to know how much 

Identification was further strengthened through the successor’s own contributions. As 

“I believe it would definitely not make a profit, although I believe I would be able to 

hence my overall move to the ‘I'll sell it rather than develop it’ side, beca

have the knowledge to develop it, and I would have to acquire it for that to happen.” 



involvement and a rising awareness of the firm’s reliance on family members.

“I was selected to join, like, this a big management program in L'Oreal, but it was really 

think at one point, I felt responsible.” (P7)

entity whose future may depend on the successor’s involvement. Responsibility was also 

Interviewer: “Do you have a vision or dream that this company will remain in the family 

for future generations, for your children or your children's children?”

P1: “Yes, yes, absolutely. I think it would be the best thing for that to happen. But then 

again, I think I'll probably have the same approach as my parents, without pressure”. 



than being externally imposed, it is grounded in the successor’s own evaluat

While the previous sections highlighted how socialization processes shape successors’ 

“That’s the mindset, his mindset. How the conversation goes is very, it's just very casual. 

declared.” (P6)



“And I was in already on my fourth year, and I was like, okay. It's too late to change. 

way that I could, connect architecture with the family business. So, I didn't take it.” (P7)

aware of the business’s dependence on family members, decisions regarding succession extend 

“Parents shouldn’t plan their children’s lives for them; they should let them live their 

decides, “Great, I’ll study law or architecture, for example, and I won’t wa

in the family business.” (P1)



examined. This reduced successors’ opportunities to express their own perspectives or to 

“Really, the only factor is that I don't have such an open request and I'm not that needed. 

I can think of would be the willingness, that someone actually said: “We need you right 

now.”. “(P6)

—

—

Interviewer: “Has the topic of succession been discussed yet? In the sense that there 

home conversations about it?”

P3: “Not formally, that's for sure. There were no such conversations, no documents. It 

was more of an informal process.” (P3)



“To really involve them in the business, but to show them how we used to work, like, 

this, like, business as my parents did.” (P7)

—

“But as you said, it’s also about being transparent about what it really looks like—

meaning it’s not just positive, that we’re making money and it’s great and you can do 

whatever you want because it’s your company, but also not negative, that there’s a lot

to do and it’s hard and so on and you won’t be able to handle it, but to find some kind 

of middle ground, describe the situation in a way that’s appropriate for the successor’s 

age,.” (P1)



successors’ willingness to take over the 

—

Successors’ interpretation of parental expectations



— —

responsibility that limits how “free” the decision 





data collection is prone to a common methodological bias. Although successors’ subjective 

expectations, psychological ownership, and successors’ willingness to take

important role in shaping successors’ decisions. The factors were not the main focus of this 
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Table 3.6. Summary of the interviewees’ characteristics (Page 



How would you describe your parents’ expectations regarding your potential involvement in the business?

To what extent do you feel that the family business is “yours” or part of your identity?



Have your parents’ expectations influenced how you feel about the business?

Successors’ Willingness

In your opinion, how do your parents’ expectations influence your personal motivation to take over the business?


