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ABSTRACT 
 
This article explores the impact of the highly improbable in a transgenerational succession of a Malaysian 
Chinese family business. Through an exploratory case study of succession in a Malaysian Chinese family 
business, a Black Swan in succession was identified, arising from unexpected changes in the business. 
Findings show that the predecessor did not expect his children; the successors, to take over the family business, 
as the successors were being groomed to pursue professional careers. Through an unexpected twist of events, 
the successors were able to take over and manage the family business, causing an impact to the future of this 
family business. This article demonstrates that the Black Swan theory may be applicable in the process of 
succession, causing a significant impact in a small Malaysian Chinese family business. This article is based 
on one case study. Hence, it should be noted that a case study should be judged based on transferability, not 
generalizability. This case study shows that a successful unexpected succession without any long-term 
preparation before a transition is possible. Education plays an important role in strengthening one’s 
entrepreneurial skills. This then facilitates a cross-generational innovation in a family business, successfully 
generating a notable impact to the growth of this family business.  
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1. INTRODUCTION 

 
Succession planning is an integral process of every family business. It refers to the actions, potent 
events and developments that would have an impact on the transition of ownership, leadership and 
managerial control across generations; which could influence the business survival and 
performance (De Massis et al., 2008; Wennberg et al., 2010). In Malaysia, family businesses make 
up around 70% of the listed companies and contribute 67.2% to the national GDP (Amran & 
Ahmad, 2010). Jasani (2002) found that most Malaysian SMEs are managed by its founder, while 
only 30 percent are managed by second or third generations.  
According to a study conducted by Price Waterhouse Coopers (PWC, 2016), Malaysian family 
businesses tend to have strong attachment to their respective cultural values with high potential 
challenges of succession planning, innovation, talent retention and attraction. These family 
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businesses tend to oblige to the traditional management practices with less emphasis on proper 
succession planning.  
 
In Chinese family businesses, there is a strong preference of retaining the ownership and 
management within the family members due to the distrust of non-family members. Succession is 
usually by lineage to the eldest son or family members (Tan & Fock, 2001). The teaching of 
Confucianism asserts that the heirs should feel a profound sense of responsibility to sustain the 
business across generations and to respect the family and its business traditions (Chen, 2001). 
According to Amran and Ahmad (2010), sons are usually preferred than daughters to take over a 
Chinese family business as sons will perpetuate the family’s name and protect the legacy of the 
family business. Sons are also expected to be the old-age financial support to the predecessor whilst 
upholding greater responsibilities in the family. As such, the male successor tends to gain more 
support in terms of education and financial from the family members. It is deemed that the male 
successors are more competitive, decisive, with wider social network and strong focus on the 
financial performance than female successors (Amran & Ahmad, 2010). In Malaysia, due to the 
generational transition since independence, it is pertinent to understand that the culturally and 
ethnically Chinese family businesses are now Malaysian in nationality. Hence, they are known as 
Malaysian Chinese family businesses. 
 
There is a Chinese saying that goes, “wealth does not endure three generations”. Wong (1985) 
postulates that Chinese family business could seldom last longer than three generations, as the heirs 
tend to take their prosperity for granted, coupled with the lack of motivation and improper 
succession planning to sustain the business. However, from this case study we can learn how a 
Malaysian Chinese family business survived for up to four generations, despite unseemly 
succession planning.  
 
 

2. LITERATURE REVIEW 
 

2.1.  Education and Succession 
 
Lansberg and Gersick (2015) define education as the learning process to increase knowledge and 
comprehension. A formal education with decent academic qualifications opens up the possibility 
for professional career opportunities and it serves as an effective passport into the corporate world, 
which could significantly reduce the tendency to be self-employed among those with credentials 
(Clark & Drinkwater, 2010). Sharma and Irving (2005) agree that the educated successors with 
work experience are inclined to look for accomplishment to succeed in a professional capacity 
outside of the family business, and to prove their capabilities without relying on family 
relationships. Drew (1995) and Jones et al. (2012) indicate that many of the Chinese and Indians 
from the British-born generations were pursuing new horizons in the economy. The successors 
strong academic qualifications and high-level of education attainment have provided them 
alternative routes, such as becoming employed professionals, dampening the entrepreneurship 
skills among the locally born descendants. 
 
Jones and Ram (2003) indicate that there is an existing trend of high educational attainment 
towards white-collar careers rather than self-employment. This is evident in Hussain and Martin 
(2005) who reveal that the younger generations of educated Asian entrepreneurs tend to engage in 
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higher value businesses in sectors that are diverged from their family businesses. The younger 
generations often perceive their family businesses as traditional, declining and low-profit sectors 
and thus, these businesses become unappealing for the educated successors, hence they are inclined 
to work in the higher value or technology sectors (Jones & Ram, 2003; Hussain & Martin, 2005). 
 
Nevertheless, education does strengthen the entrepreneurship skill of successors in succession 
planning. Entrepreneurs with higher level of education is associated with better company 
performance (Dimov & Shepherd, 2005), firm growth (Cooper et al., 1994) and discovery of 
business opportunities (Corbett, 2007). It also appears that education has a positive relationship 
with innovation (Kimberly & Evanisko, 1981) and the entrepreneur’s level of education is 
correlated with the willingness to implement important changes (Sardeshmukh & Corbett, 2011). 
With high attainment of knowledge and skills from formal education, successors are able to grasp 
management concepts to overcome internal barriers and become more successful in dealing with 
external market barriers. 
 
There are relatively few researches that have examined the direct link between education and 
succession planning (Harveston et al., 1997). The older generations are often disdainful of 
academic efforts, putting more emphasis on traditional elements of running a business, tacit 
knowledge and experiences, leading to a mistrust of formal educational effort (Lansberg & Gersick, 
2015). Chirico (2008) suggests that the sharing of internal tacit knowledge and experience from 
family business would be more important than formal classroom education as this ensures that 
successors acknowledge the inner structure and practices of their family businesses. 
 
Academic qualifications serve as an operative passport towards the growth of businesses. Man et 
al. (2008) hypothesized that education and training allow for entrepreneurs explore and exploit 
opportunities for innovation. In another study by Katila et al. (2017), higher levels of education 
have shown improved access to human and social capital, that can eventually contributes to 
innovation of firms. Xavier et al. (2020) concluded that the Malaysian Indian businesses have 
shown an improvement through transgenerational succession due to enhanced academic 
qualifications. As the level of education improves through transgenerational succession, business 
innovation is also explored and exploited.  
 
2.2.  Ownership and Control in Succession 
 
The transfer of ownership and control in a family business is critical to succession planning as it 
directly determines the successors’ decision power after the transition. Ownership transfer can take 
place either within the family internally (Bjuggren & Sund, 2002; De Massis et al., 2008) or 
externally (Wennberg et al., 2010).  
 
Internal transfer of ownership can be described as a family’s continued commitment to 
entrepreneurship, indicating that the exit of current owner-managers is backed up by the entry of 
the next generation. It is known as intra-family transfer of ownership in which the predecessors 
leave the ownership of family business in the hands of a successor from their immediate family. 
Campopiano et. al. (2017) informs that the ownership and management structure of a business is 
the degree of family ownership and intra-family ownership dispersion of family business. 
Researchers have also indicated the importance of intra-family transfer to business performance, 
success, survival and the continuity as a family business (Royer et al., 2008; Lee et al., 2003).  
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Many owners of family businesses are concerned with the long-term continuity of independent 
ownership within family members and this rationale arises from the belief that family members are 
able to accumulate and retain social capital, resources and tacit knowledge to run the business 
operations efficiently and profitably (Bjuggren & Sund, 2001). With the emotional attachment to 
the business, family members tend to strive to protect their legacy and control of the firm over the 
long-run even at the expense of poor financial performance (Gómez-Mejía et al., 2010). According 
to Lee et al. (2003), family firm’s leaders possess a significant amount of idiosyncratic and tacit 
knowledge for next generation and an intra-family ownership transfer will be preferred if an heir 
is available (De Massis et al., 2008). 
 
In contrast, external transfer of ownership occurs when the owner-managers of a family firm exit 
the business, and non-family members are taking-over the ownership. Wennberg et al. (2011) 
postulates that a family firm tends to exhibit outstanding short-term performance if the leader 
intends to transfer ownership to external parties. However, this could result in less power of 
decision-making among family members and the firm may no longer be a family business. 
Meanwhile, Scholes et al. (2008) indicate that family owners may also be reluctant to transfer their 
tacit knowledge to outsiders who have no kinship links with the owners. 
 
 

3. METHODOLOGY 
 
As in all management research, it is important that business history scholars regularly share in 
detail their methods in use and research experiences (Handler 1989; Sharma, 2004). Doz (2011) 
specified that qualitative research designs were “uniquely suited to ‘opening the black box’ in 
studies of organizations. Existing research have also revealed that qualitative designs are valuable 
in understanding the questions that cannot be experimentally examined or measured. Qualitative 
research design is aimed at reconnoitering diversity rather than to quantify data (Creswell, 2007; 
Kumar, 2019).  
 
According to De Massis and Kotlar (2014), the case study approach is a perceptive manner to 
conduct research on family businesses. Besides that, there is a need for more qualitative research 
in the field of family business and succession that stands on its own is rigorous and draws upon 
theory.  
 
Case studies are used to increase knowledge and understanding of special interest in information 
rich situations (Patton, 2002). This is particularly vital when studying transgenerational family 
businesses, uncovering generational changes (Bloch & Hirsch, 2017; Bozer et. al., 2017). 
According to Eisenhardt and Graebner (2007) and Siggelkow (2007), one case would suffice, if 
the aim is to build on or extend a theory. In this paper, the Black Swan theory is used to study the 
massive impacts on business growth from an unexpected succession in a Malaysian Chinese family 
business.  
 
According to Decrop (1999), data triangulation encompasses the use of different types of data 
sources in a study. In this study, three methods of data collection were used; in-depth interviews 
with the predecessor and successors, examinations of newspaper articles as well as the compilation 
of company records filed with Companies Commission of Malaysia.  
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The primary data collection method for this study was in-depth interview with the successors. The 
interview conducted lasted approximately an hour, at the business venue and was guided by semi-
structured questions. The interview data collection was in-depth, which is “conversations with a 
purpose” (Marshall & Rossman, 1995). Upon analysis of the case study, a validation of information 
was executed with the interviewees (Miles & Huberman, 2003).  
 
The secondary data collection method was twofold. First, the reviewing of newspaper articles on 
the business, since its establishment. Articles were retrieved from Channel News Asia and E-
Nanyang. Second, the retrieving of business information and annual reports from the Companies 
Commission of Malaysia. These secondary data was collected to corroborate the information 
obtained through the in-depth interview. 
 
Data triangulation method was applied to strengthen the design of this study (Patton, 1990). 
Triangulation was completed using a combination of three different data sources that allowed for 
validation and cross-checking of findings. It also increases validity as the weakness of one 
approach was compensated for by the strengths of another approach (Patton, 1990).  
 
In order to analyze this case study, the content analysis method was applied. Content analysis is an 
analytical technique ‘that extracts thematic information from qualitative materials’ (Tharenou et. 
al., 2007, pp. 253) and allows the systematic description and analysis of written or spoken material. 
It involves the identification and categorization of primary patterns in the data, which in this study 
comprises the interviews as well as secondary data sources. As very little research has been done 
in the area of succession planning amongst Malaysian-Chinese family businesses in Malaysia, the 
content analysis method was used.  
 
 

4. FINDINGS 
 
4.1.  Background 
 
LYP’s family has been in the fishery industry for four generations, expanding from a fish stall in 
a common wet market to a wholesale company. SF Enterprise, also previously known as “HH 
Fishery Enterprise”, is a business that has been passed down from LYP’s great-grandfather. Before 
LYP and his sister, LMF took over the business in 2017, this company was managed by his father 
with the help of only ten employees. This family business plays a prominent role of the middlemen 
in connecting the supplies from fishermen to retailers in Malaysia. 
 
LYP, the fourth-generation owner of this business, is 30 years old. He is the eldest son in his family, 
followed by his three sisters. Growing up in a fishing village in Jeram, Selangor with the abundance 
of fresh seafood, he realized that easy access to fresh seafood is a luxury that many do not have. 
 
LYP’s father believes that getting a white-collar job upon graduation would be in the best interest 
of his children, as getting a professional career with a fixed salary has less stresses than committing 
to family business that covers more responsibilities. Hence, LYP’s father invested largely on his 
children’s education by sending them to reputable foreign universities, in expectation that his 
children would pursue professional careers. LYP’s father then decided to sell his family business 
and planned to retire at the age of 55. 
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4.2. Unexpected Succession 
 
As expected, upon graduating from Australia with a postgraduate study in engineering, LYP 
worked as a venture analyst in a start-up accelerator company in Kuala Lumpur. LYP excelled at 
work and was applauded for his analytical skills and diligent attitude. However, throughout his 
tenure at the company, he realized that his nature of work was demanding, his career development 
was limited, and the salary was not attractive. 
 
While working as an analyst, LYP was exposed to the management of various start-ups. He was 
confident that he could bring the knowledge and skills he gained to his family business. As such, 
LYP left his job and returned to the fishing village. In the meantime, his sister; LMF had just 
completed her degree in law. She too decided to get involved in the family business.  
 
With a desire to succeed, LYP and his sister decided to revolutionize the traditional ways of selling 
fisheries in wet market, by expanding their family business operations from wholesale to retail. 
This is done in order to target the growing demand of the new generation who prefers having their 
fish ordered online, cleaned, packaged, and sent to their homes. 
 
Unfortunately, their father did not show any interest in this proposal and quickly rejected the idea. 
Their father believed that the industry was saturated and the hefty amount of investment on 
children’s education should have secured them better careers instead. Subsequently, both of them 
and their father compromised and came to an agreement that they had to follow the traditional 
ways of doing businesses before venturing into new ideas.  They were also tasked to convince their 
father with the proof of results in terms of sales and demand, in order to get the idea approved. 
  
4.3. Learning from Scratch 
 
LYP’s father was uncertain if his children could do well in the business as both of them did not 
have any prior experience in entrepreneurship and or technical knowledge in fisheries. Therefore, 
he wanted both children to learn from scratch, from observing the freshness of seafood, to 
procedures of scaling, cleaning the fish, vacuum packing and promoting to end-customers. 
 
The first generation of LYP’s family started the business without any education and managed the 
business purely on experience through trials and errors. Hence, LYP’s father highly prioritized the 
importance of business experience and mentored the two siblings through an on-the-job training 
approach. 
 
Having immersed in the industry for months, LYP was then prepared to take over the retail segment 
of the business. Eventually, their father decided to hand-over the business to both of his children. 
Still, LYP’s father insists on being involved in major decision-making.  
4.4. Expanding to a Retail Shop 
 
LYP realized that the typical chain of supply for this industry went from fishermen to middlemen, 
followed by fishmongers, and lastly to end consumers. This compromised the freshness of seafood. 
Therefore, LYP decided to shorten the chain of supply by connecting the fresh fishery products 
directly to buyers through e-commerce. Soon, LYP and his sister successfully started-up a retail 
shop with an online platform that offers walk-in and delivery services.  
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Before long, their family business expanded. The family business is currently operated by the two 
siblings with their father as an advisor.  LYP focuses mostly on retailing business, whereas his 
sister and father manage the wholesale segment. At present, the three of them are active in the 
family business as his younger siblings are in tertiary education.   
 
4.5.  Management and Control 
 
LYP and his sister’s entry into the family business was unexpected. This uninhabited his father’s 
initial plan of retiring before the age of 60. Instead of selling the business, his father had to prepare 
the successors with training and experience-sharing whilst remaining in the business, as an advisor. 
Despite of the traditional concept that family business must be kept by own family members, LYP 
welcomes potential talents from non-family members, to be a part of his team in developing the 
business.  
 
Due to the generational gap, LYP and his father do not communicate well, especially when 
discussing innovative ideas and future visions. LYP is more ambitious, and he would like to bring 
the fishery retailing business to more public platforms whereas his father perceived this plan as 
reckless. Despite the frequent diverse opinions between LYP’s father and the two siblings, they 
still have a trusting and mutually supportive relationship with one another. They often consult their 
father on major decision-making, as a form of respect. All three of them believe that 
communication is critical between parents and children, especially in running a family business.  
 
LYP emphasized that cooperation within family members is vital in running a family business. 
Hence, there is a need to reach a mutual agreement on all decisions. There was also no misuse of 
their family business for their own benefits as it is vital to keep this business that has been passed 
down by great-grandfather, with much respect. Table 1 provides a gist of the case study.  
 

Table 1: Gist of the Case Study 
Characteristics Gist from Case Study 

Nature of Business A business that supplies fresh seafood items to the households and 
retailers 

Education Level Predecessor 
• No tertiary level education 
Successors 
• Son: completed postgraduate studies in Engineering in 

Australia, with work experience as venture analyst  
• Daughter: completed degree in law in UK 

Evolution and Innovation 
of the business through 

succession 

• Expanded the initial wholesale business to a retail business, 
with the start-up of a retail store 

• Connecting fresh fishery products directly to buyers through 
E-commerce with delivery services 

• Offering different bundles of seafood items with effective 
marketing strategies on social media 

• The launch of “mobile-fish-truck” around cities 
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Management and Control • Both successors manage the family business under the 
supervision of the predecessor (their father) 

• Conflicts are common but they remain having a trusting and 
mutually supportive relationship between each other 

• Communication is key when dealing with family members in 
business 

 
 

5. DISCUSSION 
 
5.1.  The Black Swan 
 
“All swans were white” was everyone’s belief until the discovery of black swans in Australia that 
upended the initial thought. The term “Black Swan” refers to an event that is rare and completely 
unpredicted, and one that has an extreme impact which could be positive or negative. Taleb (2007) 
defines a “Black Swan” as an event with three criteria to be fulfilled as postulated below; 
 

1. The event is unanticipated, unpredicted and improbable, in which it is an outlier that lies 
outside the realm of regular expectations; 

2. It carries massive impact which could be positive or a catastrophe; 
3. It is explainable after the occurrence of the event. In other words, these events are 

prospectively unpredictable, but retrospectively predictable. 
 
According to Green (2011), “Black Swan” can be deemed as “unknown unknowns” that takes 
place in an organization, community or economy by surprise and leads to the extreme 
consequences, despite all the plans being made with the reference to historical information. The 
“Black Swan” events do not fit within the context of traditional paradigms and the occurrence of 
“Black Swan” is evident in social science, business, finance, politics and environment issues.  
 
5.2. “All Swans were White” in Succession 
 
There is a significant growth in the literature on family business and one of the dominant themes 
within the scope of study is succession (Allouche & Amann, 2000; Chua et al., 2003; Sharma, 
2004; Ward, 1987). Chalus-Sauvannet et al. (2016) indicate that the past literature has been treating 
cases of successors whose implication is foreseen, predicted and desired by their parents. The 
succession planning is often studied from the similar points of view: the early preparation of the 
chosen child for his or her future roles (Birley, 2002; Ward, 1987), the training for the successor 
(Handler 1990; Ward 1987), the planned succession (Sharma et al., 2000; Sharma et al., 2003), the 
family conflicts in business (De Massis et al., 2008), the commitment of the successor (Sharma & 
Irving, 2005), the challenges to intra-family succession (Phikiso & Tengeh, 2017), and the 
conditions for the survival of family business over generations (Breton-Miller et. al, 2004; Bagby, 
2004). 
 
Bagby (2004) postulates that the succession may have been planned but not with the ultimate and 
qualified successor, which could still lead to performance gaps during the transfer. Most past 
studies omit the exceptional succession situations such as the massive impact in the case of 
successors who are not initially prepared, expected and trained to take over the family business but 
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do in fact, return to their family businesses, which appears in this case study. As such, the 
inevitability of exceptional events requires researchers to continually be aware of the possibility of 
their existence. 
 
5.3. Unanticipated Succession 
 
LYP’s father intended to sell-off the business in order to retire early. He was not expecting the 
return of his children to the traditional fishery business. The fact that he sent his children to foreign 
universities to pursue higher education demonstrates that he beliefs that higher academic 
qualifications would enable his children to pursue new horizons in the economy and secure them 
professional careers with better pay, which is consistent with findings from Drew (1995) and Jones 
et al. (2012).   
 
LYP, the fourth-generation owner, did not intend to take over his family business. LYP is well-
educated, with the completion of postgraduate studies and was successful as a venture analyst. 
However, he felt that his career development was limited. Hence, taking over and expanding the 
family business became a career opportunity for LYP. This is consistent with the research found 
by Chalus-Sauvannet et al. (2016), where one of the successors admit that taking over the family 
business was not the first career choice, rather the development in professional career was the 
successor’s original plan.  LYP’s motivation to grow the business fits with Sharma and Irving 
(2005) findings that observed that successors will start exhibiting commitment to their family 
businesses after they perceive their family businesses to be of significant financial value. 
 
A smooth succession planning must include a clarification of the role, responsibilities and the 
ownership stake of the predecessor after the transition (Sharma et al., 2000). However, in the case 
of unexpected succession, there could be a time lag before having a successor trained and prepared 
for the ownership and control of the business, which could affect the business performance 
adversely. 
 
5.4.  Massive Impact in Succession through Innovation 
 
LYP and his sister redefined the vision of their family business. They utilized their knowledge of 
management, marketing and e-commerce to revolutionize the conventional experience of 
purchasing fisheries in a wet market to an online platform. The usage of digital platforms has 
extended the business from ‘Business-to-Business’ to a ‘Business-to-Customer’ model. Merging 
the traditional primary sector business with technology-driven innovations to reduce the chain of 
supply of seafood has added value into the sector and benefited customers, especially in terms of 
freshness of the items sold. This proves that education and experiences of the successors has a 
positive relationship with innovation, as suggested by Kimberly and Evanisko (1981), and a high 
level of education is strongly correlated with the willingness to implement changes and explore 
potential business opportunities as proven by Sardeshmukh and Corbett (2011). 
 
The business exposures have granted LYP the idea to set-up a hygienic modern seafood retailing 
store with a variety of fishery items. The successors started offering different bundles of seafood 
items with clean packaging, coupled with effective marketing strategies on social media to 
establish a brand identity. The launches of “mobile-fish-truck” and delivery services around cities 
have also led to a rise in the number of customers and the discovery of local demand. Hence, the 
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education level and exposures of successors are strongly correlated with business expansion and 
growth, as shown in Cooper et al. (1994), generating a massive impact in the succession. 
 
Findings support the literature by Sardeshmukh and Corbett (2011) which postulates that educated 
heirs are able to manage different business contexts while undertaking changes to acquire first-
mover advantage for the business. The successors also took the initiative to implement changes in 
the business. To convince the predecessor in accepting new ideas, the successors strived for the 
approval of the predecessor and proved the feasibility of ideas with its potential growth. This is 
consistent with the observations found by Chalus-Sauvannet et al. (2016) that indicates that 
predecessors tend to accept growth projects that could generate impressive results, provided that 
successors are competent. However, it should be noted that the predecessor maintains a percentage 
of control in the business even after the succession. In this case, despite the flexibility the 
successors have in business operations, they still consult the predecessor, and adhere to the 
predecessor’s advice on business decisions. 
 
5.5.  Prospectively Unpredictable Succession, yet Retrospectively Predictable 
 
LYP is the only son and the eldest in his family. Therefore, when he decided to return to his family 
business unexpectedly, the chances of selecting him as the successor is high. This is due to the 
traditional Malaysian Chinese family business culture which favors the sons. Upon committing to 
the business, LYP is asked to manage both retailing and wholesale segments, with more 
responsibilities allocated to him than to his sister, demonstrating that the predecessor is inclined to 
provide higher extent of ownership to sons, as mentioned by Kansal (2012). 
 
It can also be argued that the successors have been receiving informal education about their family 
business since childhood and they have been socializing with stakeholders during networking 
events, as suggested by Bjuggren and Sund (2002). Hence, the informal exposures to the family 
business and their family’s network could have increased the successors’ interests to take over the 
business. 
 
Successors with entrepreneurial profiles, coupled with education and experiences, tend to join 
family businesses as they aspire to take control, innovate and develop their businesses with the use 
of their gained knowledge, as evident in Chalus-Sauvannet et al. (2016). The desire to develop and 
make an impact in the family businesses molded a planned behavior in LYP to engage in succession. 
 
 

6. CONCLUSION 
 
According to Runde (2009), novelty caused by randomness, free will, or ontological realities could 
be a vital foundation of Black Swans. Still, this theory is yet to be discussed in the context of 
succession in Chinese family businesses. Past studies (Sharma et al., 2003; Ward, 1987) indicate 
that succession planning is the key factor for the success and sustainability of the family business. 
This study reveals that a successful succession without any long-term preparation before the 
transition, is possible. The success of this unexpected succession is backed up by high attainment 
of education, practical experience gained from professional career and strong entrepreneurial 
profile of the successor. Although the successors, in this case, were not trained as an appointed 
successors, but the attainment of knowledge and skills from education abroad and work trainings, 
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helped the successors manage ample of business challenges and enabled them to explore business 
opportunities and implement changes to achieve the vision of the family business, as evident in 
Sardeshmukh and Corbett (2011). 
 
There are few implications of this case study. Firstly, it is pertinent to note that the Black Swan 
theory has not been studied from the perspective of succession planning, especially in a Malaysian-
Chinese family business. Through interviews and secondary data collection, the findings of this 
paper indicates that the Black Swan theory can be adapted into succession planning in the context 
of a family business.  
 
Secondly, this paper also informs that improved level of education through succession provides 
opportunities for business innovation. This case study demonstrates that it is desirable for 
successors to gain practical experiences from formal education, internships or work exposures 
aside from the theoretical knowledge, before taking part in the family business to ensure 
unremitting business growth. This paper also confirms the study by Xavier et al. (2020) which 
describes the importance of education towards business innovation and growth through 
transgenerational succession.   
 
Thirdly, this case study shows that the informal early exposures to the family business operations 
and social network since childhood are essential for a smooth transition. Predecessors can cultivate 
in successors, the positive values in managing a business and emphasizes strongly on family ties, 
from an early age. The successors will then be more devoted towards the family business and this 
may ease the transition when they decide to return to the family business unexpectedly, as 
suggested by Man et al. (2016).  
 
This study is not without limitations. This paper is based on one case study. Although this could 
be regarded as a constraint to generalizability, it should be noted that case studies should not be 
judged based on generalizability but on the basis of transferability and comparability (Chreim et 
al., 2007). Case studies allows for the teasing out of layers of reality (Gerring, 2007) while seeking 
to investigate phenomena in their context (Gibbert et al., 2008). In the case of SF Enterprise, layers 
of reality in a Malaysian Chinese family business were identified while investigating the 
phenomenon of transgenerational succession.  
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