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Abstract 

In Indonesia, family employees from the junior generation are often recruited to fill up the rank in the business 
organization. Their primary motivation to enroll as employees are often affected by the cultural aspect as an obligation 
to serve the clan. Nevertheless, it needs to be tested whether this sense of cultural obligation could lead to higher 
turnover intention or, in contrast, strengthen their motivation to serve for the greater good of the clan as it is in line 
with their identity and career interest. This study aims to test the effect of identity alignment and career interest 
alignment to strengthen affective commitment and intention to stay in the family business. Quantitative analysis is 
used to assess the hypotheses in this study, using purposive sampling of 270 junior generation family business 
employees who responded to a questionnaire survey. The study uses Partial Least Square-Structural Equation 
Modelling (PLS-SEM) analysis by SmartPLS software. The test result shows that identity alignment has a positive 
effect on affective commitment, career interest alignment has a positive effect on affective commitment, and affective 
commitment has a positive effect on the intention to stay. The study illustrates the importance of culturally related 
motivation from a family employee to build commitment and intention to stay in the family business. 
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1. Introduction 

Indonesia is a prosperous economy in Southeast Asia, 
nevertheless, there are no precise statistics on the number of 
small and medium family businesses in Indonesia. Most small 
and medium enterprises (SMEs) in the country almost always 
employ family members, implying that most Indonesian SMEs 
are family businesses (Tambunan, 2008). The bulk of these 
family employees come from nuclear families or relatives, with 
most of them being their children (Tan, Sugiarto, & Budhijono, 
2021). Their intention to join can be nurtured by parental 
relational support and discouraged by parental control 
(Schröder & Schmitt-Rodermund, 2013). 

In the context of Asian family businesses, senior family 
members might compel family members (especially their 
juniors) to join the firm as a responsibility to serve the clan (Yan 
& Sorenson, 2004; Yan & Sorenson, 2006). From the human 
resources perspective, the tight control exercised by senior 
family members might be damaging since the family employee 
may eventually choose to leave and seek a career elsewhere. 
However, according to family business literature, there is a 
shred of evidence that the Indonesian family employees 
voluntarily relinquish their ambition to pursue a career 
somewhere else and allow the senior family members to 

(indirectly) impose control over them (Hidayah, 2019; Tan et al., 
2021). The primary reason for this phenomenon is that 
Indonesians have a collectivist culture characterized by a firm 
adherence to the clan principle, a significant power divide 
between senior and junior family members, and an obligation to 
look after their junior family members seniors (Bąkiewicz, 2020). 
This phenomenon warrants more investigation to see if this 
sense of cultural obligation results in increased turnover 
intention due to being "forced" to do so. 

This study seeks to fill the theoretical gap by applying 
stewardship theory to family businesses, specifically the 
importance of identity and career interest alignment as positive 
reinforcement for family members' voluntary participation in the 
firm (Dawson et al., 2015). Identity alignment is critical as a 
psychological enforcer that enables family members to identify 
themselves with the firm, be proud of its heritage, and show a 
desire to continue working in the family business (Miller & Le 
Breton-Miller, 2006). On the other hand, when family members' 
career aspirations are matched with the family business, they 
are more likely to display a high degree of career commitment 
and a readiness to contribute significantly to its objectives 
(Salvato, Minichilli, & Piccarreta, 2012).  The previously 
mentioned premise would lead to the primary purpose of this 
study, which is to test the effect of identity and career alignment 
on affective commitment and the effect of affective commitment 
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on turnover intention. 

 

2. Literature Review 

Researchers began recognizing family firms after seeing 
family members' involvement in business ownership, 
management, and intergenerational succession (Chua, 
Chrisman, & Chang, 2004). Thus, the organizational behavior 
approach is one of the best approaches to analyzing a family 
business phenomenon. Sharma and Irving (2005) examine the 
origins and implications of succeeding generations' engagement 
in the family business to demonstrate this notion. Their findings 
show that emotional connections emerged when next-
generation family members' personalities and professional 
objectives were linked with the family companies. Further 
research by Gómez- Mejía et al. (2007) found that the 
phenomenon can be explained by the socioemotional wealth 
concepts. Individuals who are emotionally and normatively more 
dedicated to their family companies have lower attrition 
intentions than those who exhibit continuous commitment 
(Dawson et al., 2015). Additionally, Mura et al. (2021) 
discovered that family employees had a more balanced 
approach to economic gain and moral fulfillment due to their 
affective commitment. Zahra et al. (2008) also found that, when 
paired with a stewardship mentality, affective commitment helps 
family companies to monitor and adjust to environmental 
changes.  

Nonetheless, in the Asian family business, the senior 
generation might cultivate emotional attachments more 
authoritarian and forcibly enforced on the junior generation (Yan 
& Sorenson, 2004; Yan & Sorenson, 2006). This situation results 
from cultural intervention, controlled by Confucian ideals, and 
emphasizes respecting elders and clan members by supporting 
them throughout their lives (Lum et al., 2016). This high standard 
of obedience exists as a "debt of gratitude" to the elders for their 
love, care, and sacrifice in rearing the younger family members 
(Lu, Zhu, & He, 2021). However, this act of obedience is not only 
blind allegiance on the side of a junior family. On the contrary, 
senior family members are obligated to provide adequate 
compensation in exchange for younger family members' 
obedience and duty (Susanto & Susanto, 2013). 

The reciprocal interaction between junior and senior family 
members is can be seen in the theory of socioemotional wealth. 
In the framework of socioemotional wealth, Asian junior family 
members' feeling of obedience is implicitly mirrored in all 
previously described characteristics, particularly the influence of 
emotion on business, which correlates with the notion of "debt 
of gratitude" from Junior to Senior (Lum et al., 2016). The 
younger family members' debt of gratitude to their seniors will 
drive their emotional attachment to the firm, eventually resulting 
in increased identification with the business and social 
connections inside the family business (Lu et al., 2021). 

The intense emotional connection created by this gratitude 
debt will eventually improve family business stewardship. Davis 
et al. (2010) discovered that family employees had a high level 
of stewardship owing to their trust in their senior family business 
leaders to serve the family and organization's collective good 
due to interest alignment. This sense of trust and appreciation 
for their leaders may result in the voluntary enrolling of family 
members in the family business, even though their original 
interests and intentions may differ (Mustafa et al., 2015). 
Additionally, this approach fosters an identity-alignment spirit 
among junior family employees since the firm is considered the 
embodiment of its senior family members' family spirit and 
personality (Yan & Sorenson, 2004). The above explanation 

demonstrates how closely tied the notion of obedience is in 
Asian family business culture to stewardship theory in the family 
business. 

The connection of one's identity and career interests has a 
significant impact on the affective commitment of family 
employees (Dawson et al., 2015). According to social identity 
theory, people can establish a sense of self based on the 
distinctive qualities that set them apart from other individuals 
and the typical characteristics of their groups (Hogg, 2001). 
When individuals develop a solid connection to an organization, 
they adopt the organization's principles as their own and may 
even feel they personify the institution (Klein, Astrachan, & 
Smyrnios, 2005). Because a high level of family participation 
defines family companies, it is also common for family members 
to get involved in the firm (Sharma, Chrisman, & Gersick, 2012). 
Individuals frequently develop a sense of self and identity and a 
sense of place in the world when their work and family lives are 
inextricably linked, as is the case with family companies (James, 
Jennings, & Breitkreuz, 2012). 

It is worth emphasizing that affective commitment and 
identity are conceptually related in the context of organizational 
commitment. An organization must have organizational 
commitment, management competence, creative skill, and a 
readiness to adapt to become a successful business (Syamsuri 
et al., 2022). The alignment of one's identity is inextricably linked 
to an affective commitment to the organization since it is strongly 
impacted by the emotional relationship between family members 
(Klein et al., 2005). When combined with effective succession 
planning, employees' emotional engagement in the family 
business is positively associated with family business survival 
and longevity (Vallejo, 2009). Individuals intimately involved with 
a family business view the enterprise as an extension of 
themselves and their family heritage (Dyer & Whetten, 2006). As 
a result, they will acquire a solid desire to keep the business and 
secure its future viability for the next generation. Additionally, 
affective commitment is expected to grow when employees 
establish a sense of loyalty to the firm or discover a match 
between their professional objectives and prospects (Sharma & 
Irving, 2005). The above premise would lead to the study's initial 
hypothesis: 

H1: Identity alignment has a positive effect on the affective 
commitment of a junior family employee. 

In the context of family businesses, individuals with family 
business experience are more likely to pursue careers inside the 
family firm (Schröder, Schmitt-Rodermund, & Arnaud, 2011). 
Affective commitment and career interest are likewise intimately 
related. The family business owner will establish the norms, 
standards, and responsibilities assigned to the younger family 
member, including career and leadership responsibilities 
(Sharma & Irving, 2005). Internalizing family business values will 
eventually increase junior family members' interest in joining the 
family business. The mental process leading to that decision is 
most likely to have an emotional component that fosters 
affective commitment (Hatak & Roessl, 2015). Commitment and 
trust-based engagement are the two defining pillars of family 
business growth and wellbeing, resulting in the development 
and intergenerational continuity of the business (Ferrari, 2020). 
The premise would lead to the study's second hypothesis: 

H2: Career interest alignment has a positive effect on the 
affective commitment of a family employee. 

The relationship between commitment and intention to stay 
in their organization is almost always strong, and it also has 
been tested in the family business context (Mahto et al., 2020; 
Waterwall & Alipour, 2021). Committed people tend to have a 
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lower intention of quitting their jobs and voluntary turnover, 
regardless of the attitude that determines their commitment 
(Meyer et al., 2002). This commitment may grow before entry 
and is always apparent in the early stages of employment (Tnay 
et al., 2013). According to Sharma and Irvin (2005), affective 
commitment can cause non-senior family members to 
participate in the same focal actions as the decision to work in 
their family business. The previously mentioned premise would 
lead to the third hypothesis of the study: 

H3: Affective commitment has a positive effect on the 
intention to stay of a family employee. 

Indonesia is an ideal country to test the concept, given that 
society has internalized strong esteem for senior family 
members regardless of their ethnic or religious background 
(Bedford & Yeh, 2021). Testing the concept in Indonesia will 
provide a fresh perspective, especially on the effect of culture 
on family employees' behavior. As a conceptual framework, 
Figure 1 displays the composition of each of the variables 
discussed earlier and included in this study. According to the 
literature, alignment of identity and career interests can directly 
affect affective commitment, which in turn can have a direct 
effect on the intention to stay. 

 

 

 

 

 

 

 

 

 
Figure 1. Conceptual framework of the study 

 

3. Methods 

The study employed a quantitative methodology in the form 
of survey research. Purposive sampling is used to select 
respondents for the survey. Respondents were required to work 
in a family business that senior family members owned. 
Furthermore, they must be employed by a family firm that has 
been operating consistently for at least five years and has a 

minimum of twenty employees (considered Small and Medium 
Enterprise). Additionally, responders were required to work as 
family employees for a minimum of three years without 
interruption as a sign of their devotion to the family business. 
The survey was done online using a five-point Likert Scale and 
distributed to family business organizations in Indonesia. 
Consequently, the survey effectively gathered 270 junior family 
employee respondents (158 males and 112 females). Table 1 
summarizes the respondents' characteristics. 

 

  Frequency Percentage (%) 

Gender Male 158 58 

 Female 112 42 

Generation 1960–1980 (X) 90 33 

 1980–1995 (Y) 111 41 

 1995–2010 (Z) 69 26 

Education Non-University degree 90 33 

 University degree 180 67 

Relationship to business owner Father 88 34 

 Mother 41 16 

 Uncle 47 18 

 Father-in-law 25 6 

 Other 69 26 

Length of staying in the job 3 to 5 years 86 32 

 5 to 10 years 104 38 

 More than 10 years 80 30 

Table 1: Respondent profile 

 
The study adopts the measuring scales from Dawson et al. 

(2015) and Waterwall and Alipour (2021). Before the primary 
survey, a pre-test was conducted on 30 junior family employees 
in Indonesia to determine the questionnaire's reliability and 
validity. After evaluating and validating the measurement's 
validity and reliability, the online questionnaire was 

disseminated to the population under investigation. Additionally, 
several items were eliminated from the initial validity and 
reliability tests due to their low loading factors, resulting in a 
more robust final PLS-SEM model. Table 2 contains information 
about the measuring scales. 

 

Identity  

Alignment 

H1 

H3 

H3 

Intention to Stay 
Affective  

Commitment 

Career Interest 

Alignment 
H2 
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Variables Items Cronbach’s 
Alpha 
>0.70 

Measurement 
Scale 

Identity 
Alignment 

I always express my support for this family business in every 
discussion with friends, employees, and other family members 
(IA1). 

I find that the values I hold in my life align with the values espoused 
by this family business (IA2). 

I deeply care about the fate of this family business (IA3). 
The decision to become involved in this family business has 
positively impacted my life (IA4). 

The family business is an important centre of activity in the lives of 
all my family members (IA5). 

When I talk about this family business, I usually use "we" instead 
of "them" (IA6) 

0.922 Likert scale 
1–5 (Never – 
Often) 

Career 
Interest 
Alignment 

I contribute to the success of this family business through my 
expertise (CA1). 

I have always wanted a career in this family business (CA2). 
I have long aspired to have a career in the available positions in 
this family business (CA3). 

0.824 Likert scale 
1–5 (Never – 
Often) 

Affective 
Commitment 

I feel a sense of "owning" this family business (ACR1). 
I would be delighted if I could spend the rest of my career in this 
family business (AC2). 

This family business has a profound meaning in me (AC3). 

0.825 Likert scale 
1–5 (Never – 
Often) 

Intention to 
Stay 

If I wanted to, I would keep working in this family business one year 
from now (IS1). 

If I wanted, I would still be working in this family business five years 
from now (IS2). 

I rarely think about quitting my job in this family business (IS3). 

0.858 Likert scale 
1–5 (Never – 
Often 

Table 2: Measurement used in the study 

 
This study employed Partial Least Square-Structural 

Equation Modelling (PLS-SEM) to examine connections 
included in an interconnected model simultaneously. The PLS-
SEM approach was advantageous for exploratory testing in 
various contexts, most notably family business research (Hair, 
Ringle, & Sarstedt, 2011). Following that, data analysis was 
performed using the SmartPLS program. Cronbach's alpha (α), 
convergence validity, average variance extracted (AVE), latent 
variable correlation, R-squared (R2) value, and T-Statistics 
value are all used to determine the quality of the proposed 
model. 

 

5. Results 

The majority of respondents are male (N = 158), have a 

university degree (N = 180), and are members of Generation Y 
(N = 111). Apart from that, most respondents (N = 88) work in a 
firm owned or managed by their father, and they have been 
employed for between five and ten years (N = 104). The findings 
of the study's descriptive analysis are shown in Table 1. The 
results suggest that most survey participants are well educated 
and come from a masculine family business. 

Moreover, they have a sense of commitment to their family 
business as they have been staying in the job for a relatively 
long duration. An interesting pattern can be identified when 
cross-tabulating the length of staying in the job data and the 
question from the survey: "I am willing to give up my ambition to 
fulfill the expectations of the senior members in my family who 
lead this company as part of my cultural obligation." This finding 
is depicted in Table 3. 

 

  Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

3 to 5 years 1 16 35 25 9 

5 to 10 years 1 9 32 46 16 

More than 10 years 0 3 16 37 24 

Table 3: Respondent’s opinion on their willingness to sacrifice their ambition (including other career opportunities) based of 
length of working 

 
As shown in Table 3, family employees working for more 

than five years tend to agree that they are willing to sacrifice their 
ambition (including other career opportunities) to fulfill their 
senior family members' expectations who lead the business. 
The willingness to sacrifice their ambition is evidence of the 
obedience of junior family employees to serve the family 
business (as the source of livelihood of the clan) that forced 
them to sacrifice their ambition, including other career 
opportunities beyond the family business, as part of their cultural 

obligation. On the other hand, there is a sense of doubt for family 
employees working less than five years whether they want to 
sacrifice their ambition or not for the sake of the clan. Thus, the 
sample is ideal for testing the concept used in this study. 

It is critical to validate the primary survey data before 
evaluating the hypothesis and the broader theoretical model. 
This stage included a two-step validity test, including the 
convergence validity and the average variance extracted (AVE). 
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The findings of the validity tests done on the primary survey are 
summarized in Table 4, suggesting that all items are valid and 

reliable. 

 

Variables Items Convergent Validity 
> 0.50 

AVE 
> 0.50 

Identity Alignment IA1 0,869 0.720 

 IA2 0,886  

 IA3 0,829  

 IA4 0,846  

 IA5 0,798  

 IA6 0,861  

Career Interest Alignment CA1 0,732 0.746 

 CA2 0,920  

 CA3 0,926  

Affective Commitment ACR1 0,771 0.720 

 AC2 0,901  

 AC3 0,903  

Intention to Stay IS1 0,879 0.819 

 IS2 0,932  

 IS3 0,903  

Table 4: Validity test result 

 
The next phase of this study is the model evaluation phase. 

The purpose of this phase is to observe the correlations between 
latent variables and Pearson's correlation. The full PLS-SEM 

model is displayed in Figure 2, along with the results of its 
evaluation. 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 2. Final PLS-SEM Model 

 
The connection between latent variables in the model is 

displayed in Figure 2, which illustrates the probable relationship 
between variables based on the structural regression. However, 
the output is inadequate to conclude. Consequently, a latent 

variable correlation analysis was conducted to determine the 
correlations between latent variables to supplement the results. 
Table 5 summarizes the results of the correlation study. 

 

 

 

 

IA1 

IA2 

IA3 

IA4 

IA5 

IA6 

CA1 

0.869 

0.886 

0.829 

0.846 

0.798 

0.861 

0.732 

IS1 IS2 IS3 

0.903 

CA3 

ACR1 

AC2 

AC3 

0.771 

0.901 

Identity 

Alignment 

0.495 

0.407 

0.926 

0.903 

CA2 
Career Interest 

Alignment 0.920 

Affective 
Commitment 
R2 = 0.657 

0.801 

Intention to 
Stay 

R2 = 0.641 

0.932 0.879 
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Affective 

Commitment 
Career 

Interest 
Alignment 

Identity 
Alignment 

Intention to 
Stay 

Affective Commitment 1.000 0.710 0.744 0.801 

Career Interest Alignment 0.710 1.000 0.612 0.600 

Identity Alignment 0.744 0.612 1.000 0.636 

Intention to Stay 0.801 0.600 0.636 1.000 

Table 5: Latent Variable Correlation 

 
As seen in Table 5, the variables in the new theoretical 

model are all positively and strongly correlated (R ≥ 0.5). 
Following the evaluation of the measurement model, the 
structural model was examined by observing the R-squared (R2) 

value. R2 is used to determine the relationship between the 
independent and dependent variables. The R2 values for the 
model are shown in Table 6. 

  
R Square R Square Adjusted 

Affective Commitment 0.657 0.655 

Intention to Stay 0.641 0.640 

Table 6: R Squared (R2) Value 

 
As shown in Table 6, The affective commitment model's R2 

value is 0.655. The value suggests that the variability of affective 
commitment can be explained by identity alignment and career 
interest alignment altogether by 65.5%. In comparison, the other 
34.5% is explained by other variables beyond the equation. 
Besides that, the R2 value for intention to stay is 0.641, 
indicating that affective commitment can explain the variability 
of intention to stay by 64,1%. Again, in comparison, other 
variables beyond the equation explain the other 35.9%. From 
this result, it can be concluded that the ability of affective 

commitment to predict intention to stay is strong, as the R2 value 
of affective commitment alone almost matches the combination 
between identity alignment and career interest alignment. 

According to the previous analysis, the theoretical model can 
be deemed valid and reliable. As a result, the final step in this 
study's analysis was to examine the hypotheses. To determine 
if a hypothesis was supported, it is necessary to check the path 
coefficient output and T-statistics from the PLS-SEM, as shown 
in Table 7. 

 

Hypotheses  
Original 
Sample (O) 

Sample 
Mean (M) 

Std. 
Deviation 
(STDEV) 

T Stat. 
(|O/STDEV|) 

P Val. Decision 

Identity Alignment → 
Affective Commitment 

0.495 0.494 0.060 8.200 0.000 Supported 

Career Interest 
Alignment → Affective 
Commitment 

0.407 0.408 0.057 7.115 0.000 Supported 

Affective Commitment 
→ Intention to stay 

0.801 0.803 0.029 27.534 0.000 Supported 

Table 7: Path Analysis 

 
The T-Value for path analysis is more significant than 1.96, 

indicating that the antecedent variable affects the subsequent 
variable significantly at p = 0.005 and that the relationship is not 
reciprocal (Astrachan, Patel, and Wanzenried, 2014; Hair et al., 
2011). As illustrated in Table 7, the T-Value scores for all paths 
are more than 1.96, thus, all hypotheses in this study are 
supported. 

 

6. Discussion 

This study offers a new perspective from Indonesian small 
and medium family businesses to retain the employees through 
positive reinforcement of identity and career interest alignment 
that is in line with their culture. The majority of the respondents 
in this research have exhibited a certain sense of commitment 
based on the cultural obedience to stay in the family business. 
The sense of commitment is reflected by 68% of the 

respondents working for more than five years who are willing to 
sacrifice their ambition, including other career opportunities 
beyond family business. This phenomenon reflects the strong 
cultural influence on family business employees' motivation that 
supports Bąkiewicz's (2020) and Tan et al. (2021) findings. 

The path analysis (in Table 7) found that the higher the 
identity alignment, the higher affective commitment (H1 is 
supported). This result is consistent with Klein et al. (2005) as 
well as Sharma and Irving's (2005) finding who mentioned that 
identity alignment is associated with affective commitment in the 
family business organization. Besides that, this study also found 
that the higher career interest alignment, the higher affective 
commitment (H2 is supported). This result supports Schröder et 
al. (2011) as well as Hatak and Roessl's (2015) findings that 
mention the importance of internalization of family business 
values as a means to increase affective commitment through 
their “natural” interest.  
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Lastly, the study has proven that the relationship between 
affective commitment and intention to stay in the organization is 
strong and almost always positive (H3 is supported). This result 
is also in line with the works of Mahto et al. (2020) as well as 
Waterwall and Alipour (2021). They emphasize that the 
emotional aspect of commitment (reflected as affective 
commitment) is the strong predictor of intention to stay. The 
result of the study suggests that affective commitment is a 
strong predictor of intention to stay as the total effect of affective 
commitment (that reflected in the R2 value) on intention to stay 
is almost equal to the total effect of identity and career interest 
alignment on affective commitment. 

The study also offers an alternative approach to nurturing a 
commitment to the organization through non-financial 
incentives. According to a recent study in another developing 
country, a competitive salary is essential to maintain the 
employees' commitment (Taduvana, Msosa, & Chikukwa, 
2022). The future study can also include other variables 
associated with the stewardship theory in the family business in 
Asian culture or job satisfaction. The concept of nurturing 
commitment with a non-financial incentive is essential, as, 
according to previous research in Indonesia, financial incentives 
heavily influence employees' commitment (Haji et al., 2021). 
Also, testing the model on the Indonesian non-family employees 
will provide more insight into whether the non-family employee 
will behave differently due to the family business's strong 
cultural influence.   

The similarity of stewardship theory with the obedience 
culture in the Asian family business phenomenon would open 
an avenue to explore the other cultural aspect of Asian family 
business that intertwine or are similar to existing family business 
theories. Promising future avenues exist because only a few 
pieces of literature discuss Asian family business. In the context 
of Indonesian family business, this study has illustrated the 
possibility of expanding the family business research in the 
country as the country itself comprises multicultural 
communities with attractive traits that will affect family business 
management (Eferin & Hartono, 2015). The main limitation of 
this study is the small sample size. Thus, future studies shall 
expand the sample size into a more sizeable one. The future 
study also could be conducted in other countries in the Asia 
region or Asian diaspora in Europe or America. Finally, applying 
the research model to a country or culture beyond Asia may also 
open new paths for future study. 

 

7. Conclusion 

The study aimed to test how identity alignment and career 
interest alignment affect affective commitment and the effect of 
affective commitment on intention to stay in the small and 
medium Indonesian family business. The subject of this study is 
the junior family employees who are affected by the culture of 
obedience to seniors. Contrary to popular belief, senior family 
members' "cultural control" does not create a high turnover. On 
the contrary, the junior family employees voluntarily relinquish 
their ambition to support the clan's livelihood. This phenomenon 
could be explained from the stewardship theory perspective, 
especially from the angle of identity alignment and career 
interest of the junior family employees. 

This study found that identity and career interest alignment 
successfully predict affective commitment. Hence it can be 
concluded that, in the context of the Indonesian family business, 
the junior family employees are voluntarily serving the family 
business because they have aligned their identity and career 
interest which most likely happened before they decide to join 

the family business. The internalization of these values would 
trigger solid emotional attachment that is even strong enough to 
relinquish their ambition, including pursuing a career beyond the 
family business. This emotional attachment has transformed 
into affective commitment when working as family employees. 
This commitment has grown long enough until they decide to 
work for more years to come. After working for such a long time, 
because of their affective commitment, the family employees 
intend to stay longer in the organization as they have 
internalized the family business as part of their service for the 
greater good of the clan. Hence the study proves that affective 
commitment is a strong predictor of intention to stay in the 
organization. 

From the managerial perspective, the family business leader 
could use the concept of cultural obedience to nurture the 
intention to stay of the junior family employee in the 
organization. However, it needs to be done by positively 
reinforcing identity alignment and aligning the career interests of 
the junior family employees. This study suggests future research 
to expand the sample size and test new relationships with other 
variables in a more established family business theoretical 
model within the Asia region or even beyond the Asia region. 
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