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Abstract

Family businesses play a significant role in the overall economy of all countries, and the importance 

and weight of family businesses are increasing in various fields. Many factors are essential for a family 

business to grow into a long-lived business, that is, a sustainable business, but the most important one 

is succession. TRUST Lab at Hanyang University studied the importance of factors influencing the succession 

of the family business from the standpoint of the successor. As a result, it was confirmed that mutual 

trust is the most crucial factor, and conflict can destroy that trust. Therefore, in this study, we research 

conflict as a central topic for successful succession, which is the most fundamental reason for family businesses. 

This study was conducted as a qualitative research case study. By setting criteria suitable for the purpose 

of the study, we conducted interviews with ten successors who either worked or planned to work in a family-related 

company. Through this study, conflict management of key players is the most important to achieve a continuous 

succession of family businesses.
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1. Introduction

1.1 Background and Necessity of Research

The type of business that continues and 

maintains a long history worldwide can be ex-

plained as a family business [Lea, 1991]. 

Generally, a company in which family mem-

bers of the founder carry out the supervision 

and control of business operations is referred 

to as a family business [Churchill and Hatten, 

1987]. The form of family businesses appears 

in various industries. According to a survey 

targeting several countries, there is a study 

that more than half of businesses in each coun-

try are family businesses [Davis Peter, 1983]. 

Family businesses contribute a lot to the sta-

bility of Korea’s local economy and influence 

the local community and economy [Kim, 

2015]. Succession is a representative problem 

that family businesses face in order to have 

continuity, and the importance of succession 

has been proven through various preceding 

studies. For a family business to have con-

tinuity through succession, the role of family 

members is also vital [Kim, 1998]. On the oth-

er hand, one of the disadvantages of family 

businesses is that there is discord between 

family members due to disputes [Ibrahim et 

al., 1994]. Ward [1987] mentioned that about 

one-third of preceding studies on family busi-

nesses directly deal with succession-related 

issues. As a result, they may face the worst, 

even leading to bankruptcy [Westhead, 2003]. 

Suppose there is a good relationship between 

the incumbent CEO and the successor. In that 

Case, the successor is highly willing to re-

spond to the Incumbent CEO’s request for suc-

cession and inherit the family business, no 

matter where and when. The successor’s dis-

cussion of the family business’s future man-

agement plan, goals, and vision with the suc-

cessor can also have a positive effect on the 

Incumbent CEO s will to succeed [Cho et al., 

2021].

The TRUST Lab at Hanyang University 

studied the importance of factors influencing 

family business succession from the per-

spective of the successor of a family business. 

As a result, it was confirmed that mutual trust 

is the most critical factor [Cho et al., 2019]. 

Suppose the trust formed before the start of 

succession is based on the special relationship 

between parents and children after the start 

of succession. In that case, trust between pa-

rents and children shows the aspect of chang-

ing into managerial trust. In the succession 

process, the influence of the relationship of 

trust between the incumbent CEO and the suc-

cessor was found to be more important than 

several variables [Yu, 2020]. However, among 

various factors, conflict is a representative 

factor that destroys trust. In other words, con-

flict is as important as trust in the succession 

process. Therefore, in this study, to obtain 

successful results in succession, which is the 

most problematic issue in family businesses, 

the conflict between the Incumbent CEO and 

the successor, a key stakeholder in the succes-

sion process, is selected as a central theme 

to conduct research. Based on previous stud-

ies, we plan to research the characteristics 

and effects of conflicts between Incumbent 

CEOs and successors in family businesses.

1.2 Purpose of the research

Academic research on conflict within family 

businesses needs to be more comprehensive. 

It means the need to clarify the conflict be-

tween Incumbent CEOs and successors in fam-

ily businesses. Investigating the character-
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istics of conflict in family businesses can be 

defined as the starting point of this study. 

This study aims to identify the types of con-

flicts in family businesses, what causes each 

type of conflict, and how the conflict develops. 

Depending on the type of conflict in the family 

business, there will be several solutions, and 

the purpose of this study is to identify the 

strategy for resolving the conflict.

The purpose of this study is summarized 

as follows:

1. Determining what kind of conflicts occur 

in family businesses and why they occur, 

what types of conflicts exist during the 

succession process between Incumbent 

CEOs and successors, and how they affect 

succession are analyzed.

2. In the context of the succession of the 

family business, we analyze the differ-

ence in viewpoints and problems of the 

conflict through interviews with the suc-

cessor and suggest a solution to the 

conflict.

3. For the following study based on the re-

sults derived from the qualitative study, 

a quantitative research model on the re-

lationship between conflict and reso-

lution strategy will be created, and the 

following study will be conducted.

2. Literature Review

2.1 Definition of Family Business

A family business is defined very differently 

by various scholars and countries, and it is de-

fined in various forms. In a study by Hwang 

[2008], he argued that the various definitions 

of various scholars who studied family busi-

nesses meant a need for more consistency in 

the definitions of family businesses. Many 

scholars have done much research to come up 

with various concepts and definitions of family 

businesses. However, it was confirmed that 

there are many difficulties in deriving a gen-

erally agreed concept and different opinions 

among researchers in deriving the definition. 

It means that each researcher uses the defi-

nition of family business appropriately for his 

or her research purposes. Even if different defi-

nitions are used, the definitions are similar and 

include some differences. According to previous 

studies, family businesses are mainly classified 

into three important factors. A family-owned 

and directly managed company, a company 

owned by a family member but managed by an-

other professional manager, and a public com-

pany where a small family member does not 

control management [Morris et al., 1997].

2.1.1 Succession & Importance of Succession

Succession is used under various names ac-

cording to each researcher. The meaning may 

be slightly different if it is called family busi-

ness succession, business succession, and 

management succession. However, the gen-

eral meaning is the same. Ward [1987] defined 

succession as the most crucial task facing a 

family business and the transfer of manage-

ment rights and ownership of the business to 

the successor of the next generation. In the 

preceding study by Churchill and Hatten 

[1987], the criteria for succession were pre-

sented in detail. The family business succes-

sion is not a succession according to what the 

company pursues or the management ability 

of the manager, but to the members of the 

family who consist of the concept of family and 

ownership was defined as succession. In other 

words, succession transfers the company’s 
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Researcher Definition

Litterer

[1970]

When groups inside or outside the com-

pany, different groups of individuals or 

groups interact with each other

Disagreements, quarrels due to dis-

agreement of values, process of con-

frontation due to mutual decision-

making

Miles 

[1980]

A state in which the goals pursued by 

family members and the expectations 

that follow are hindered by members 

of other companies or organizations.

Robbins

[1984]

A situation in which a company is pro-

gressing towards an enduring goal, but 

is interrupted by others

A state in which individuals or depart-

ments of a company become hostile to 

each other due to disputes caused by 

disagreement

Thomas

[1992]

When individuals have negative influ-

ences on each other due to their differ-

ent interests, hobbies, differences in 

thoughts, etc., or when they feel that 

way

March and

Simon

[1996]

A situation experienced when the opin-

ions, work methods, and styles of each 

member differ when making decisions 

on policies within the company or when 

the company makes decisions

<Table 1> Definition of Conflict by Researcher

management rights. At this time, the manager 

of the family business, or the successor, trans-

fers the general management rights, deci-

sion-making rights, and ownership of the com-

pany to the next generation’s. According to 

a study by Park [2009], it was explained that 

family businesses need help managing family 

members’ plans, family business strategic 

plans, and family business succession plans 

in addition to those managed by other 

non-family businesses. In other words, since 

family businesses require more management 

than non-family businesses, continuous suc-

cession management is essential. We know 

that succession is an important issue and rec-

ognizes that succession is vital from many per-

spectives in many difficulties in family 

businesses. From the perspective of family 

members, successful succession has the im-

portance of continuously maintaining the val-

ues that companies pursue and solving prob-

lems of survival and compensation of family 

members [Kim, 2015]. In a family business, 

if the successor thoroughly prepares for the 

succession plan, problems may arise during 

the succession process, and it may cause the 

successor to lose credibility [Shin, 2014]. 

Therefore, in order to successfully execute the 

succession of the family business, the succes-

sor must have systematic and thorough stand-

ards for selecting a reasonable successor, 

when to start the succession, the role of the 

successor at the time when the succession is 

completed, communication during the succes-

sion process, and fostering and training the 

successor. Succession planning needs to be 

prepared.

2.2 Definition of Conflict

Conflict is when a person feels terrible feel-

ings toward other members when a person 

plans for what a person wants to do or goals. 

Furthermore, conflicts arise in a variety of 

situations. For example, when conducting a 

project between team members or depart-

ments within a company, a situation that oc-

curs when an organization member suffers 

damage or damages the other party’s opinion 

can be called conflict. The concept of conflict 

is defined in many different ways according 

to the research purpose, the research method 

pursued by the researcher, and the academic 

nature. Nevertheless, the definition of vari-

ous researchers defined that there are many 

commonalities. However, there must be an ex-

periencing person-to-person conflict. Furthermore, 
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Researcher Definition

Thomas 

and

Schmidt

[1976]

Difficulties in communication, avoidance 

of responsibility, disobedience to ma-

nagement, lack of cooperation between 

departments, limited resource values and 

differences in goals

Dessler

[1980]

Differences in work methods, values and 

perceptions according to roles

Disputes due to communication barriers, 

disagreements among executives, dif-

ferences in corporate goals, managers’ 

work styles, compensation for work per-

formance, and different natures between 

the parties involved in the work

Robbins

[1984]

Instability of communication, difference 

in corporate vision and misunderstanding

Qualifications of corporate members, 

unsatisfactory work orders, interdepend-

ency, reward system for performance, 

dissatisfaction with roles according to 

work

Jehn et 

al.[1999]

Diversity of goals that companies have, 

diversity of information that companies 

have

Luthans

[1985]

The difference in the degree of recognition 

of each other’s problems, the lack of 

resources that are a means for companies 

to achieve their goals and the difficulty 

of distributing those resources, the 

problem of inappropriate positions, dis-

satisfaction with each role, communi-

cation barriers, and different decision-

making

Robbins et 

al.[2011]

Conflicts in communication due to 

decision-making when the structure of the 

company that each thinks of is different

<Table 2> Definitions of Causes of Conflict by Researcher

the parties experiencing the conflict must 

have low interdependence and interaction 

with each other, and the parties feel that their 

goals are different [Cormier and Gordon, 

2001].

2.2.1 Causes of Conflict

The concept and definition of conflict are 

defined in various ways, as each researcher 

has a different perspective depending on the 

purpose or need of research. In addition, the 

causes of conflict are also studied in various 

ways according to the researcher’s point of 

view and position.

2.2.2 Types of Conflict

Conflict types can be classified into several 

types depending on the classification criteria. 

In this study, we will examine the types of 

social and individual conflicts mentioned in 

many studies. Conflict types are classified in 

various ways because each individual has a 

different ability to cope with conflict and a 

different way to deal with it. Therefore, it is 

classified into various types of conflict de-

pending on which classification standard is 

focused on in this study.

First, in this study, a type of conflict can 

be classified according to the subject of the 

conflict. Whether the subject of the conflict 

is an individual, a department, or the organ-

ization of a company, it can be divided into 

social and interpersonal conflict. Looking at 

previous studies on types of conflicts, 

Guetzkow and Gyr [1954] divided conflicts be-

tween departments in a company and conflicts 

caused by individual emotions, centering on 

the work being performed by departments in 

a company. Conflicts arise when the types of 

conflicts are divided into social and personal 

conflicts and different goals are pursued. This 

study will be conducted by dividing two types 

of social conflict and personal conflict. The 

detailed factors of social conflict are divided 

into three types: work conflict, process con-

flict, and relationship conflict. The detailed 

factor of personal conflict is desire. The re-

search will be conducted by dividing it into 

frustration conflict, goal conflict, role conflict, 

and decision-making conflict.
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2.2.3 Conflict Management Methods

Conflict management is the provision of 

structures or conditions that help prevent 

conflicts from escalating and escalating and 

allow conflicts to produce favorable outcomes 

[Ahn, 2005: 33-34]. If the level of conflict is 

too low, the manager needs to be encouraged 

to strengthen the level of conflict. In other 

words, because conflicts in organizations oc-

cur frequently and require continuous man-

agement, we face conflicts. Such an environ-

ment can be interpreted as a challenging task 

for managers who have to manage conflicts. 

Conflict managers must distinguish the types 

of conflicts well, and managers must con-

tinuously learn so that positive conflicts can 

be well maintained and dysfunctional con-

flicts can be resolved. Managers need to be 

more aware that the causes of conflict are very 

different due to the differences in various sit-

uations, so the appropriate solution is also 

different according to the situation. Looking 

at the previous research by Thomas and 

Kilmann [1992], conflict management types 

were divided into five types: competition, co-

operation, concession, compromise, and avoi-

dance, based on various criteria such as in-

dividual tendencies and the degree to which 

the other party wanted to resolve conflicts. 

The types were classified and defined. 

Because conflict can be resolved depending 

on which type of management is used for which 

conflict among the five conflict management 

methods, managers must continuously learn. 

First, the competition type is a technique of 

dealing with conflict by strongly pressing the 

other party to amplify the interest of the con-

flicting party. It is used when not yielding 

when discussing important issues, when mak-

ing decisions firmly, and when enforcing laws 

and regulations necessary to maintain order 

and culture in organizational life. Second, the 

suitable type is a type of cooperative behavior 

to achieve mutual benefit together, without 

making decisions arbitrarily and making the 

other person understand the situation. Third, 

the compromising type corresponds to the con-

cessions to each other by finding a compromise 

between individual and organizational needs. 

This compromise occurs when conflicting par-

ties have different goals but similar issues 

[Kim et al., 2008]. Fourth, avoidance is a way 

for the parties to the conflict to say ’I do not 

know’ without dealing with the problem of the 

conflict. It is an avoidance strategy used to 

recover the feelings of anger and excitement 

of the other person experiencing conflict. 

Lastly, the conformity type is a conflict reso-

lution strategy that shows behaviors of coop-

erating with the other person’s opinion rather 

than trying to make the other person under-

stand their opinion. In other words, it is a 

technique of judging and implementing that 

satisfying the other person’s desire rather 

than one’s assertion is a wiser method than 

exacerbating the conflict [Kim et al., 2008].

3. Research Methodology

3.1 Qualitative Research Methodology (Case 

Study)

To achieve the aim in the study, Eisen-

hardt’s methodology was selected, and the 

study was conducted according to the proce-

dure suggested by Eisenhardt. A case study 

is a study that establishes a thorough plan 

and analyzes a situation that the researcher 

is aware of or a similar event to a subject 

(individual, company, organization, or specif-

ic event) suitable for the study. It is a research 
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Case Company name Name Industry
Established 

year
Succession

Case 1 DONDI Korea Geun * Choi Bedding Distributors Since 2000 Succession in Progress

Case 2 Taeyeong Farm Yu * Jung Livestock Industry Since 1980 Succession Complete

Case 3 Seongwon Farm Seong * Hwang Livestock Industry Since 1988 Succession in Progress

Case 4 KOWON Metal Seung * Go Automobile Parts Manufacturing Since 1985 Succession in Progress

Case 5 ALL’s Seong * Kang Kitchen Utensils Manufacturing Since1985 Succession in Progress

Case 6 SAMMI Restaurant Joo * Heo Restaurant Since 2000 Succession Complete

Case 7 E-GUN Pharm Young * Lim Korean Medicine Manufacturing Since 1983 Succession in Progress

Case 8 BANDO STS Chih * Won Kitchen Utensils Manufacturing Since 1980 Succession in Progress

Case 9 DAESANG Su * Lim Plastic Manufacturing Since 1997 Succession Complete

Case 10 D.N Corporation Kyungh * Kim Clothing Manufacturing Since 2001 Succession Complete

<Table 3> Successor Interviewee Profile

methodology to understand similar cases 

through in-depth analysis and find a way to 

achieve the research purpose. Case studies 

aim at detailed descriptions of phenomena, 

various explanations, and evaluations of 

phenomena. Case studies have been devel-

oped in various research methods by many 

researchers. Different scholars have different 

definitions of case studies. A research method 

that creates overall meaningful features 

through ’cases’ of events at present [Yin, 2016] 

or collects detailed and in-depth data in the 

flow of situations, and through this, interest 

within a differentiated system. It is a research 

method [Creswell, 1988] that searches for 

cases. In this study, the conversation analysis 

method was applied to analyze the collected 

data: the interview contents. The conversa-

tional analysis method is mainly used when 

setting up and recognizing episodes during 

a conversation with a researcher when con-

ducting an interview [Lee et al., 2006]. The 

reason for this episodic-based analysis is that 

conversations are not generated and progress 

in random chaos but are organized actions 

generated within specific social rules (Have, 

1999). Conversation analysis is mainly classi-

fied into three types based on the analysis 

method and subject [Bak, 2001]. First, it is 

a method of identifying mutually shared and 

indistinguishable qualities with a specific 

purpose, and second, a method of identifying 

and analyzing the structural units of dialogue 

and the meanings to be produced during the 

development of dialogue. Lastly, there is a 

method to analyze the composition and devel-

opment process of communication between the 

researcher and the subject. So, in this study, 

the second method, the analysis method of 

grasping all the overall meanings of the inter-

view, was applied to create an episode, and 

the episode was analyzed to determine its 

meaning. The interview subjects were the 

Incumbent CEO, who runs the family busi-

ness, or the successor who work or will work 

in the business. Graduates and current stu-

dents of Hanyang University Business 

School’s YES MBA track, people who have a 

personal relationship with the researcher, 

and the Incumbent CEO, who is holding a 

meeting for the second generation, were se-

lected as subjects. Ten successors who ex-

pressed their willingness to discuss the con-

flict in detail through a meeting in advance 
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Category1 Category2 Category3 Category4 Category5 Category6 Category7

Cause of Conflict Cause of Conflict

Conflict 

Resolution 

Strategies

Conflict 

Resolution 

Strategies

Conflict 

Resolution 

Strategies

Conflict 

Resolution 

Strategies

Third Party 

Intervention

Social Conflict Personal Conflict
Cooperation 

Strategy

Compromise 

Strategy

Avoidance 

Strategy

Compliance 

Strategy
Mediator Role

Work Conflict 

Process Conflict 

Relationship 

Conflict

Need Frustration 

Conflict

Goal Conflict

Role Conflict

Decision-

Making Conflict

<Table 4> Successor Categories and Subcategories

were selected. Although it was planned to in-

terview both incumbent CEOs and the succes-

sors, there were many cases in which in-

cumbent CEO refused to be interviewed about 

the conflict, so ten successors were finally se-

lected as interview subjects.

4. Result

In this chapter, we analyzed the results of 

10 interview studies conducted to achieve the 

purpose of qualitative research, and the re-

sults are as follows. This study focuses on com-

panies controlled or managed by family mem-

bers [Churchill and Hatten, 1987], companies 

in the process of succeeding in a family busi-

ness, plans to succeed in a family business 

in the future, or companies that want to in-

herit and realize the vision of a family business 

[Chua et al., 1999] was established, and ten 

successors who fit the criteria were selected, 

and interviews were conducted. In order to 

research the causes of conflicts between 

Incumbent CEOs and successors in family 

businesses and strategies for resolving them, 

an interview questionnaire was created, and 

interviews were conducted. In order to secure 

the validity of the category concept, an analy-

sis team was formed, and the analysis was 

conducted. In the analysis process, first, the 

researcher selected episodes that were judged 

to be meaningful among the collected data. 

Then, the upper category was set as the cat-

egory of conflict type, conflict resolution strat-

egy category, and third-party intervention 

category. Among the category of conflict types, 

the episode was classified into two categories: 

social conflict and personal conflict. Conflict 

resolution strategy categories were divided 

into four categories: cooperation strategy cat-

egory, compromise strategy category, avoid-

ance strategy category, and conformity strat-

egy category. Finally, third-party inter-

vention (surrounding influence) was consid-

ered the mediator role category. A total of 7 

categories (social conflict, personal conflict, 

cooperation strategy, compromise strategy, 

avoidance strategy, compliance strategy, and 

third-party intervention) were classified and 

used for analysis. The subcategories that de-

scribe this category are set up to facilitate 

analysis by independent coders. A total of 197 

episodes were used for analysis.

As a result of episode analysis with in-

dependent coders, the consensus among 197 

episodes was 168, and the reliability and val-
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Social 

Conflict

Personal 

Conflict

Cooperation 

Strategy

Compromise 

Strategy

Avoidance 

Strategy

Compliance 

Strategy

Mediator 

Role
Total

Total

Episodes
75 35 19 30 10 14 14 197

Matching 

Episodes
66 32 15 23 8 11 13 168

Result 

Value
0.880 0.914 0.789 0.766 0.800 0.785 0.928

<Table 6> Definition of Conflict by Researcher

idity values were 0.852. This result means that 

the episode classified by the researcher has 

sufficient reliability and validity, which 

means there is no problem proceeding to the 

next stage of the study. On the other hand, 

29 episodes disagreed with each other. After 

reading through the episodes again, the corre-

sponding sentences were interpreted as they 

were, and the first classification was carried 

out. If an agreement was not reached, the de-

tailed context of the episode was explained 

in detail, the coders were given a brief time, 

and the consensus process was carried out 

again. In this case, the next episode was ana-

lyzed regardless of the consensus of the 

coders.

Episodes
Matching 

Episodes
Result Disagreement

Total 197 168 0.852 23

<Table 5> Definition of Conflict by Researcher

Checking the summary table by category, 

the reliability value for each category was 

0.880 with 66 episodes out of 75 total episodes 

in the social conflict (category 1) category and 

the personal conflict (category 2) category out 

of 35 total episodes, 32 episodes were matched, 

yielding a result value of 0.914. The coopera-

tion strategy (category 3) category obtained 

a value of 0.789, with 15 episodes out of 19 

in total matching. Compromise strategy 

(category 4) category obtained a value of 0.766 

with 23 out of 30 episodes matching, and the 

avoidance strategy (category 5) category ob-

tained a value of 0.800 with 8 out of 10 episodes 

matching. In the category of adaptation strat-

egy (category 6), 11 out of 14 episodes were 

matched, resulting in a value of 0.785. Finally, 

in the third-party intervention (category 7) 

category, 13 out of 14 episodes were matched, 

resulting in a value of 0.928. got it. As for 

the type of conflict, the distribution of social 

conflict was higher than that of personal con-

flict, but the reliability result value was 

similar. However, the personal conflict was 

slightly higher, and the distribution of conflict 

resolution strategies was in the order 

(compromise -> cooperation -> compliance -> 

avoidance). Therefore, it can be inferred that 

the result is in the order of the successor’s 

preferred conflict resolution strategy. The re-

liability value of the conflict resolution strat-

egy was high for the avoidance strategy be-

cause each successor tried other strategies 

and judged that his or her strategy did not 

help resolve the conflict.

Discrepant episodes were separately classi-

fied, and the researcher identified the incon-

sistent episodes and confirmed the episode’s 

context through the interview text to prepare 

for coders to understand. Then the researcher 

rescheduled the date with the coders and ran 

a reanalysis. As a result of reanalysis with 
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the coders with 29 mismatched episodes, all 

29 episodes were matched. Furthermore, the 

before and after contexts of the episodes 

adopted as discrepancies were explained in 

detail. The coders’ understanding of the con-

text was improved to match all the episodes.

5. Conclusion

The comprehensive conclusions of the qual-

itative research applicable to this study are 

as follows. In the interview, most of the in-

cumbent CEOs responded that they were not 

pessimistic about the conflict with successors 

but recognized it as a problem that should be 

accepted as a matter of course when managing 

a company and that a company can develop 

into a company with permanence only when 

the problem is well resolved. As such, the con-

flict variable is critical in family businesses. 

Through the interview, it was possible to iden-

tify the causes of conflicts that the successor 

is experiencing, which are disagreements, dif-

ferences in goals, differences in work methods, 

the successor’s management style, differences 

in role recognition, communication problems, 

and unsatisfactory work. They were experi-

encing conflicts due to the development of pri-

or conflicts that were not resolved. Disagree-

ment (difference in goals) was the most com-

mon cause of conflict experienced by most 

Incumbent CEOs, followed by differences in 

work methods and the successor’s manage-

ment style. In other words, A responded that 

there were many conflicts from the successor’s 

authority and unreasonable demands, and it 

was found that he complained of psychological 

anxiety and difficulties due to this situation. 

Various conflict resolution strategies were de-

veloped to resolve the conflicts experienced 

by the Incumbent CEO. Conflict resolution 

methods preferred by the Incumbent CEO 

were conversation, the same hobbies, and 

avoidance of situations. All Incumbent CEOs 

knew that dialogue was a tool to resolve the 

causes of conflict.

Of course, not all conflicts can be resolved 

through dialogue. However, if they discuss it 

through dialogue, they can find some com-

promise, and rather than when the successor 

is sensitive, it can be resolved if they lead 

the conversation through the same hobby or 

a meal. Confirmed that there is looking at the 

most preferred compromise strategy through 

interviews, it can be inferred that dialogue 

plays an essential role in resolving conflicts. 

It was confirmed that the Incumbent CEO pre-

ferred the conflict resolution strategy in the 

order of compromise strategy, cooperation 

strategy, compliance strategy, and avoidance 

strategy. Most of the Incumbent CEOs make 

efforts to resolve the conflict. However, if the 

successor does not respond, it is confirmed 

that the cooperation strategy is switched to 

the avoidance strategy. It was mentioned that 

the intervention of a third party, the role of 

a mediator, had a tremendously positive effect 

on the process of conversation. Many Incum-

bent CEOs especially emphasized the im-

portance of the mother’s mediator role and ex-

plained that the mediator had a more sig-

nificant effect on the resolution strategy 

involved. Some Incumbent CEOs referred to 

siblings or executives rather than the mother’s 

role, and all Incumbent CEOs emphasized the 

importance of the mediator’s role in resolving 

conflicts. Since Incumbent CEO and Incum-

bent CEO within family businesses are gen-

erally based on the relationship between pa-

rents and children, it is judged that the pos-

itive development of the relationship or the 

improvement of trust will be realized only 
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when conflicts in the private and public areas 

are resolved. Therefore, there is a possibility 

that the successor has the perception that the 

conflict that has arisen must be resolved. 

From the point of view of conflict resolution, 

it can be seen as a positive meaning. However, 

if the psychological burden of conflict reso-

lution increases for the successor, it is likely 

to have a negative impact, so it is judged that 

an appropriate approach is needed.
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