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INTRODUCTION Asia is challenging the economic might and business models of the Anglo region, just as Japan did during the 1970s and 1980s, but with even greater potential impact on the world markets, thus illustrating what some have deemed the "Asian century" (Ashkanasy 2002). Family businesses have been, and remain, the mainstay of Asian (and most global) economies. Until recently, however, the literature on families and family businesses in Asia has been both scant and scattered. As Chrisman et al. (2003) note, family businesses are launched for reasons other than the desire for dollars and cents (or rupees and yen). They state, "Family businesses ... bring together so starkly the economic and noneconomic realities of organizational life ..." (2003, p. 442). Thus, family businesses must be examined within the cultural contexts in which they are bred, nourished, and grow. Fortunately, recent developments in cultural assessment and measurement methodology have provided tools to enable a better understanding of families and family businesses vis-a-vis the use of regional clusters and comparative lenses (Ronen and Shenkar 1985; Gupta and Hanges 2004). Thus, the Asian cluster can be identified as not only unique, but uniquely different from the Anglo cluster, which is highly individualistic (Hofstede 2001, House et al. 2004). This is noteworthy since, in refining theories of family business, it is

important that they are examined in their cultural contexts and all their diversity. These developments indicate that while the Asian cultures share pluralism, there are also two particularly strong lines of demarcation: Indo-centric and Sino-centric. Huxley (1997), for example, in his review of ancient legal systems, suggests that during the third and second centuries before the Common Era (BCE), three distinct schools of natural law flourished, which originated in India, China, and the Hellenistic world. Similarly, while recognizing diversity within the Sinocentric cultures, Brett (1997; quoted in Gupta and Hanges 2004, p. 189) observed: "Confucian influence extended to those Eastern societies located within the China cultural orbit namely Korea, Japan, Hong Kong, Taiwan and Singapore, not to mention overseas Chinese communities everywhere. In China, itself, Confucianism has provided the indispensable mainstay of a system of education that is more than two thousand years old." Using the regional cluster tool, it becomes possible to develop a common view of family businesses across the Indocentric and Sinocentric regions, and to contrast them with a similar view of family businesses across the Anglo region. Thus, the purpose of this paper is to address two gaps in the literature: (1) the absence of any comparative study of family businesses within Asia along the Indo-centric and Sino-centric demarcation lines, and (2) between the Asian and the Anglo regions along the varying significance of families and family businesses. This paper analyzes the characteristics of family businesses in 

three clusters: (1) the Anglo cluster, including Australia, New Zealand, Canada, the U.S.A., and the U.K.; (2) the South Asia cluster, including Pakistan, India, Bangladesh, Indonesia and Thailand; and (3) the Confucian Asia cluster, including Japan, China, Singapore, Taiwan, and South Korea. This analysis was conducted as part of the CASE (Culturally sensitive Assessment Systems and Education) Compendium project. The CASE Compendium project reviewed literature on family business in each region and systematically analyzed 110 articles on family businesses authored by over 300 scholars worldwide. Nine etic dimensions have been identified in the CASE Compendium project, and are summarized in Table 1 (Gupta et al. 2008 a,b,c). (Etic is a term that is used to describe items that are being analyzed without considering their role as a structural unit in a system. Emic, in contrast, is a term that is used when items are being analyzed with respect to their role as a structural unit in a system.) RESEARCH DESIGN To systematically address our research objective of identifying family business models around the world, we applied the following data collection procedures. 1. A Call for Papers was issued that clearly outlined the project guidelines, themes, and clusters. Using a number of databases, the Call for Papers was distributed to all Family Business Centers, Institutes, and so on around the world and to faculty members teaching family business-related topics. At the same time, meta research was conducted of existing literature to identify possible contributors who had previously published papers

on family business topics, particularly in global settings. A special invitation was sent to these writers to solicit their interest in participating in the project. 2. Once we received submissions for each cluster, we engaged in a content analysis and thoroughly screened each manuscript to obtain a representative sample. Specifically, the editors analyzed each manuscript using the following criteria: application field, research methodology, data, level of analysis, focus of study, related constructs, and variables.

On average, twenty submissions were received per cluster. After the screening, an average of ten submissions was retained per cluster, with instructions for revising and editing issued to submitters. 3. The content analysis helped to not only identify the family business research currently being undertaken in each cluster, but also unveil the most frequently studied constructs and the related variables. DESCRIPTIONS OF ANGLO, CONFUCIAN AND SOUTHERN ASIA CLUSTERS The distinguishing features of the three clusters, based on the seminal GLOBE book, Culture, Leadership, and Organization (House et al. 2004) and the CASE project follows. ANGLO CLUSTER The Anglo cluster is based on several factors including ethnic and linguistic similarities, and migration patterns originating centuries ago from Northern Europe. These migrants fused their culture with the local Celtic culture in Britain, giving rise to an Anglo culture that later diffused through the English migrants (Gupta and Hanges 2004). The GLOBE results suggest that the Anglo culture is distinguished by its strong performance

orientation, but weak family orientation. yet, the Anglo cluster strongly believes in the value of family orientation and of gender egalitarianism, though not in the value of institutional collectivism and uncertainty avoidance. Family businesses are important to the Anglo cluster. Seventy five percent of 800,000 companies in Australia (Baring 1992), 76 percent of the top 8,000 companies in the U.K. (Stoy Hayward 1989), and about 90 percent of all businesses in the U.S. (Pistrui et al. 2000) are estimated to be family businesses. Gupta et al. (2008a) conclude that most family businesses in the cluster assure transparency and due diligence by regulating the involvement of family. CONFUCIAN ASIA CLUSTER The Confucian Asian cluster is defined by the strong historical influence of China and Confucian ideology (Gupta and Hanges 2004). Confucian societies are distinguished by their reliance upon "networks" which are coordinated through the mechanism of trust (Lowe 1998). The GLOBE results identify Confucian Asian culture to be distinguished by strong performance and family orientation, and strong institutional collectivism. At the same time, the Confucian Asian societies do not believe in significantly increasing their performance orientation, family orientation, or, for that matter, gender egalitarianism (Gupta and Hanges 2004). Family businesses have a strong tradition in the Confucian Asian region. Prior literature suggests that the family business is a dominant form amongst Chaebols in South Korea; in China, the family business is a dominant form among the ethnic Chinese expatriate business

families (El-Kahal 2001). Gupta et al. (2008b) conclude that most family businesses in the cluster tend to accommodate family members by diversifying into new lines of business. SOUTHERN ASIA CLUSTER Southern Asia cluster is founded in the cultural sequence that spanned from ancient Persia to the modern Philippines (Gupta and Hanges 2004). The GLOBE results reveal Southern Asia cluster to be distinguished by strong family and humane orientation--a hallmark of its deep community orientation. The societies also show a strong belief in future orientation, institutional collectivism, uncertainty avoidance, and assertiveness, but not as much in gender egalitarianism. Piramal (2000) estimated that 71 percent of market capitalization in India as attributable to family businesses. The family businesses are even more common amongst the privately held corporations. Gupta et al. (2008c) conclude that most family businesses in the cluster have all members of the family as their joint and undivided owners; such an approach is seen as both humane as well as respectful of family feelings. INSIGHTS FROM THE CASE COMPENDIUM PROJECT One of the most compelling insights from the CASE Compendium Project is the cross-cultural differences in the family involvement. Below we summarize the core CASE findings on each of the nine dimensions of family business in the three regional clusters. Table 2 provides a snapshot of selected references for each theme. A complete set of references is available from Gupta et. al. (2008a, b, c). REGULATED BOUNDARY In the Anglo region, boundaries between the family and the

business are highly regulated. The family business is not obligated to take care of the family members in times of their need. Conversely, it may not have free access to the private resources of the family members, if facing financial constraints. In any event, resource exchange between the family and the business is clearly accounted. For example, Craig and Moores (2004) discuss the case of how the Dennis family in

Australia professionalized their business by laying out clear boundaries regulating the relationship between the family members and the business. In Confucian Asia, boundaries between the family and the business are weakly regulated. The family maintains fairly strong control over the resources of the family business and its allocation since the business is considered to be an asset of the family. The family business may be obligated to take care of the family members in times of need, including offering them funding and connections for starting their own independent business. Conversely, the family business may call upon the social capital of the family members, if it is facing financial constraints. In any event, the core resources of the family and the business--its social capital--form a common pool. For example, Bruun (1993) discusses a peculiar household form of a Confucian Asian Family Business (CAFB), where the boundaries between the family, the family business, and the external networks are almost invisible and even artificial. Many family businesses are operated as a shop attached to the residential dwelling where the shop is the center of all activity. Every 

family member lends a hand in running it, and within its confines children are nursed, aging family members are tended to, and friends and neighbors pay visits. In Southern Asia, boundaries between the family and the family business are moderately regulated. Though family resources are separated from the family business resources, the family business is expected to support the living standards of the family, and the family, in turn, is expected to make sacrifices when the family business needs an infusion of resources. In Ward & Zsolnay's (2004) case set in South India, the Murugappa family who follows the Nagarathar (Chettiar) tradition, believes in stewardship and judicious use of resources to support others in the community. Each male family member "has the right to a certain reasonable standard of living and to be provided with the necessities to maintain such standard." What is striking is the use of the terms "reasonable" and "necessities." Both communicate a "thrifty" attitude towards managing household finances--a core family value. BUSINESS REPUTATION In the Anglo region, business reputation is very important. reputed business not only attracts and maintains high quality external partners, but is also a magnet for attracting the family successors into the family business and maintaining a cohesive relationship among the family members in the business. Family reputation is less of a concern. When a business fails, the family is unlikely to try to salvage its reputation by committing to assume the debts and other obligations from its private resources. However, they do seek to differentiate

their business reputation by grounding it in a "family-like" culture. Efforts are often made to condone poor performance of family partners and members. Tokarczyk et al. (2007) underscore, based on their study of the U.S. family businesses in the food and forest sector, how a family-like culture fosters an "engaging stakeholder environment," which is translated into a market orientation, and eventually becomes a source of competitive advantage and long-term success. In Confucian Asia, the emphasis is more on family reputation, and families whose members hold key public offices tend to have the highest esteem. yet, operation of a family business is also a marker of the family's status and social capital, being operated for enhancing the family's wealth and generating resources for educating children. To protect the family's reputation, the businesses may even assume the debts of the family members in distress. In fact Bruun (1993) notes that while the family businesses can earn respect for their accomplishments, their reputation is never on par with an educated person in formal office. In Southern Asia, the emphasis of the family businesses tends to be balanced between business and family reputation. Family business is seen as an undivided asset of the families; families often use pooled family resources to engage in multiple businesses, each with its own creditworthiness. Furthermore, the families expect to pass on a portfolio of businesses to their children, though one of them may be considered a flagship business. Having a successful portfolio of businesses is an important factor

in building a family's reputation; conversely, reputed families are seen to be trustworthy by the partners, employees, distributors and vendors. This is particularly true when the family's name is attached to the business, as is the case with Sohaff Shawls, which is set in Pakistan (Rana 2005). Sohaff Shawls was considered to be the market leader in quality; consequently, when acrylic emerged in the late 1970s as a substitute for wool, the family initially resisted switching to the new fiber since they felt that this was not the "real thing" and that it was not worthy of the Sohaff name. After clinging to this policy for three years (and incurring losses in sales and revenues), the firm eventually began producing acrylic shawls in 1982. Nevertheless, its deep regard for protecting the family name and reputation vis-a-vis the quality of its products and reluctance to market what it considered as an "inferior" product--under its family name--is striking. BRIDGING RELATIONSHIPS In Anglo region, bridging relationships are very important. The activities, markets, and lines of business selected by the family business are not usually similar to the focus of other families in the same community or ethnic lineage. Even if they are (as may happen when the family businesses are part of a regional industrial cluster), family businesses are free to

"break out" from the family and the community, and to diversify and invest into the markets where the family has no roots. Moores and Mula (2000) observed how this break-out occurs in the Australian firms through a stage model, as the family businesses

evolve from an entrepreneurial stage to a collectivity stage, and then from a formalization and control stage to a structure elaboration and adaptation stage. In Confucian Asia, bridging relationships are less important. Special favors and privileges are given to those with whom there is some type of connection. Family businesses tend to imitate each other in terms of type of activities, markets, and lines of business, and diversify into areas similar to those of the other families in their region. The scope of market relationships in the Confucian Asian Family Business (CAFB) is guided by guanxi. Guanxi is a central concept in Chinese society and is a term that describes a personalized network of influence--a relationship between two persons in which one can call upon the other to provide a service, perform a favor, or ask for help when something needs to be done. These connections connect a business with customers, suppliers or market information (Trimarchi 2008). The tendency is to engage with the people of similar culture those from the same clan or village in China or those who speak the same dialect (Weidenbaum 1996). In Southern Asia, bridging relationships are moderately important. Different ethnic communities tend to dominate the activities in various parts of the value chain, and often those activities are geographically distributed. The family businesses resemble network assemblers, who build networks penetrating into diverse ethnic communities in disparate geographical enclaves. Some family members may migrate to other geographic areas, allowing the family business to 

develop roots in new locales beyond their original home. Connelly (2008) describes the merantau (an Indonesian term, literally meaning "go abroad") traditions in Indonesia, wherein aspiring business founders leave the homeland, emigrating to areas in which they are an ethnic minority. Supported by an infusion of capital from the "family" that remains in the homeland and a social network of other merantau, new businesses are launched. Similarly, Nadvi (1999) describes the thick web of social ties through which most local firms are related in Sialkot, Pakistan. Here, amidst a system of family firms, the majority of which are related to each other by blood or marriage, relationships exist in numerous configurations, including as suppliers, partners, competitors, competitors, and customers. ORGANIZATIONAL PROFESSIONALISM In the Anglo region, professionalism tends to be pervasive, in terms of people, procedures, strategies, systems, technologies, governance, as well as culture. Professional managers and employees are empowered to make strategic and operational decisions, appropriate to their training and to the level at which they are hired. There are few barriers for the non-family employees to joining the business, and to being advanced to the top level leadership positions, except proving competence, performance, and commitment to the values set by the family. Craig and Moores (2004) noted that in their Australian case study, the professionalization process was challenging because of its comprehensive nature and required the owners to learn to let it go. In Confucian Asia, professionalism 

is usually confined to the operational decisions. Senior leadership expects rich contact and communication from the professional managers, and such communication is indicative of loyalty and commitment of the non-family employees. The strategic planning and decision making process tends to involve only the inner circle of the family, and may be based on intuition, rather than formal planning. Because of guanxi in Confucian region, personal relationships often take precedence over organizational efficiency (Weidenbaum 1996). At times, some organizations are pressured to hire professional managers or to issue stock due to their growing size, particularly if they are operating in a sector in which complex technologies are used to provide services. When this occurs, the most desirable assets remain under privately-held control by the founding family (Weidenbaum 1996). In Southern Asia, professionalism tends to be greater in the newer geographic businesses, which are usually started by the younger family members, daughters, and daughter-in-laws. These family members tend to be less entrenched in the traditional practices of the family business, and often have both more education and more professional education. Professional managers and employees are empowered to make operational decisions, and often participate actively in the strategic decisions as aligned with the family's priorities. However, the transparency of financial decision making tends to be low, and considerable manipulation may occur to avoid taxes. Khan (2008) provides an interesting perspective. He posits that the growth strategies

adopted by the firms involved in his study in the Southern Asian region could be traced first to the ability of the second generation's leadership to trust in the third generation's growth ambitions, which they attributed to their professional education and competence. Further, trust was required in choosing to use professional consultants (and confiding "secret" business information to the consultant) and hiring professional managers. For these firms, Khan (2008) describes the process of hiring professional managers as "difficult, if not almost impossible." This was due largely to the fact that the firms had no experience in hiring professional managers, as well as the fact that formal control systems were not in place.

REGULATED FAMILY POWER In the Anglo region, exercise of power by the family tends to be regulated. Ownership is structured to enable easy exit by any family member from the family business. Opportunities are included for the equity share to be bought out by other family members, or by another strategic investor. Sometimes, a part of the business or its assets may be divested to buy out the equity. Family involvement in management is regulated through some sort of family forum. This family forum deals with the differences and conflicts among the family members, and acts as a conduit for communication and negotiations. In terms of management, emphasis is on family members preparing themselves for the business' needs, rather than on the business creating positions for the family members, such as by pursuing excessive diversification simply to accommodate family members.

Governance is structured to give family members a voice in key areas of expertise in the business. The family business formally recognizes accountability not only to the family, but also to the non-family members in the business. A case study (Fletcher 2004) of a small U.K. manufacturing family business provides a good example, illustrating the challenge of securing "the long-term survival and continuity of the business in terms of ownership whilst balancing the need to energize the business entrepreneurially and managerially." n Confucian Asia, the exercise of power by the family is highly personalized. Even when the governance is formally not in the hands of the family, the family exercises power from behind the scenes. Even the well-paid professional managers quickly encounter limits of their authority, especially when they deal with family members who nominally report to them. Along with top management, most CAFB's Executive Boards are comprised almost entirely of family members, yielding decision making authority solely to the family. The executive boards are often very informal and "meetings" are held as a mere formality, since they are required by law for publicly traded firms. The ethnic Chinese business groups have maintained strong family control despite holdings that, on occasion, total billions of dollars and range over a wide variety of industries as well as countries of operation (Weidenbaum 1996). In Southern Asia, exercise of power by the family is partly regulated and partly personalized. Joint and undivided ownership makes the exit by any family member from the family

business very contentious. Such exits are correlated with acrimony amongst the family members, and chasm in the family relations. To prevent breakups, family businesses sometimes provide investment support for developing new lines of business--by lending their reputation, or by diverting resources intended for growth in the flagship business. As a result, the flagship business may weaken, or brands of the family business may be fragmented, as the different family members have their own interpretations of the common brand in their respective lines. In a case study set in Pakistan, Rana (2005) furnishes examples in which members of the family business engage in behaviors that could be interpreted as either: (a) intentionally avoiding potential conflict rather than "creating" it or confronting it directly; or (b) withdrawal. In neither of the cases do we find an attempt at communication, or resolution of conflict. COMPETITIVE SUCCESSION In the Anglo region, inter-generational succession process tends to be competitive. Successors prepare themselves by becoming educated, and gaining some work experience at the operating levels externally or inside the family business. They make independent decisions to pursue their career in the family business, while recognizing that they have an option to pursue external/independent careers. As found by Sharma et al. (2003), the availability of an individual who has the intention to become a successor leader in the family firm is one of the best predictors that s/he will actually do so. The point, however, is that offspring of Anglo family businesses

typically have options; they are rarely obligated--or obliged-to join the family firm. Regardless, criteria for successors are typically clearly specified, and the candidates must demonstrate competence to earn leadership. Predecessors transfer their knowledge of running the family business to the successors, assigning responsibilities in accordance with their capabilities and interests, and gradually withdraw from the family business' affairs, as the successors learn and gain experience with running the firm. Also, non-family employees may be considered for succession, particularly when no competent family member is available or interested, without mandating that those employees should have long-standing friendly relationships with the family. St-Cyr and richer (2005) studied small- and medium-sized family businesses in Quebec, and found that the criteria for successors included the successor's abilities, qualifications, and motivation. There was an increased emphasis on the formal, advanced education of successors, as well as training or holding positions in other companies. In Confucian Asia, the inter-generational succession process tends to be cooperative. Criteria for succession are rarely articulated; instead, personal factors play a key role in deciding who the successor will be. In fact, the strategic direction of the business may be shifted to accommodate the interests and the expertise of the available successors, such as by refocusing on the geography where the potential successor is interested in settling. Predecessors seek to prepare the successors through education, by introducing

them to their network of social connections, by organizing family get-

togethers frequently, and by providing them with relevant experiences. However, they rarely give up full strategic control to their successors. While non-family employees may be considered for succession, if no successor is available, but when the children grow up, the non-family employees are expected to train them and to pass on the leadership power to them. Even after the formal succession of ownership, the predecessor and the successor usually work together, informally sharing power and ownership. The predecessors usually view change as disruptive and remain committed to the original mission of the firm, even if goods and services are no longer needed in the market (Chung and Yuen 2003). In Southern Asia, inter-generational succession process in family businesses tends to be moderately competitive. The succession decision is governed by the health of the predecessor and the expectations of the successors. Healthy predecessors may not pass on the reins, unless there is a real threat of the successor leaving the family business because of the lack of independence. The male founder of the business typically involves male offspring in the business, generally dividing ownership among them equally. The sons' roles in the business seem to vary according to their educational background, skills and aptitudes, and personality characteristics. For example, Khan (2008) writes about a case set in Pakistan, "Following the founder's death in 1968, the management role passed to his sons, with two of the more educated

ones, X and y, performing the important functions." After investing in the potential successor through education, training, mentorship, apprenticeship, the successor is expected to return to the family firm to make a contribution. Wright et al. (2007) describe the difficulties this increased emphasis on education and professionalism inflicts upon the immigrant entrepreneur, finding in their qualitative study that the well-educated offspring are frequently reluctant to follow their parents' footsteps into the family firm. GENDER-CENTERED LEADERSHIP Women play a fairly active leadership role in Anglo family businesses. Especially if they are competent and interested in participating in the family business, daughters are likely to receive equal rights to the family estate, even if sons are also present. In principle, they also have equal rights to participate in the governance of the family business. They are offered senior management and leadership positions, and allowed independent decision making without needing to report to the male members. Of course, in practice, the roles remain structured to reflect masculine workplace norms, making it unviable for many daughters to be actively engaged in the family businesses at senior positions. As wives, women often help develop business systems to take care of their families and minimize the role carryover conflict, such as by seeking greater team leadership, smaller hierarchies, and enhanced communication. This is required, because as Smyrnios et al. (2003) report, family intrudes on U.S. women's work lives whereas work spills over into the family

lives of men. As such, women perceive a higher level of conflict between work and family responsibilities within the family businesses. The leadership role of women in Confucian Asian family businesses is relatively limited. Succession usually occurs to only male children, unless no competent male child is available. If no competent and interested son is available, then even if she is not interested, a daughter is morally obligated to join the family business and help the parents. She is still assigned only department management roles, and is generally not promoted to the senior leadership role as easily. However, daughters may be able to secure family support to start their own independent line of family business, if they are so interested. Bruun (1993) elaborates on the cultural aspects of gender centering of leadership in Confucian Asia. In the region, families follow the patrilocal system, wherein daughters leave when married, and the eldest son, and, if possible, younger ones continue the family line. In the family, decision making and authority over others is the privilege of the eldest male, and this power structure extends to the family business. An interesting irregularity is that in most families, family finances are customarily controlled by the eldest female. A Confucian proverb stipulates that women are better with money. Accordingly, women manage the finances of many CAFB. Women are taking a more active leadership role in Southern Asia, though traditionally their role has been very limited. A daughter is given rights to the family estate only if there are no sons. She

may be given leadership of developing new business lines, such as involving new technological opportunities. As wives, women sometimes lead the philanthropic activities, involving social and community outreach. In some cases, they operate their independent lines of business, separate from that of the family, but these lines tend to be stereotypically feminine such as schools, beauty, and boutiques. Traditionally, wives are listed on legal documents as co-owners of family business, but in reality, have little active role. Examples are provided in two manuscripts: (1) Ward & Zsolnay (2004); and (2) Nadvi (1999). In the first, despite the fact the "Murugappa Group" is a large company in South India, only the male members of the family are allowed to participate in the leadership and management of the business. While the daughters and wives have all received "good education," they do not participate in the family's shareholder meetings. Instead, their role is to assist with the organization's charitable activities (Ward & Zsolnay 2004). In the Nadvi (1999) article set in Pakistan, we also find that the interests of women are subjugated to those of the family's male elders.

OPERATIONAL RESILIENCY In Anglo family businesses, the operating culture tends to be moderately resilient. Competitive forces and professional managers allow for major changes to be made in the direction of business on a frequent basis. Family businesses tend to pursue differentiation, specialization, organic growth, and related diversification, which helps them weather cost-based competition. They are more pervasive 

in the less economically developed and in the more culturally cohesive communities, and can adapt in environments characterized by poverty, crime, and recession. Ogbonna and Harris (2005) report in their case study of a mature UK family business that operational resiliency was not important historically, but became a priority during the 1990s in response to economic recession. In Confucian family businesses, the operating culture tends to be highly resilient. The need for accommodating family business dynamics translates into growth in the direction of business through diversification and other means. And, trusted employees are co-opted to execute major changes required because of competitive forces, if family members are not available. Family businesses tend to grow into a group comprised of independent firms, loosely linked to the core company. The structure also helps form joint ventures and collaborations, and secure technologies from foreign partners. Core business groups obtain varying degrees of ownership in dozens, and sometimes hundreds, of small- to medium-sized businesses. The result is a web of holdings, which is reinforced by placing family members in key management positions (Weidenbaum 1996). CAFB are well equipped for adaptations to rapid changes in the international markets, and able to shift out of declining sectors into new markets (Trimarchi 2008). The operational resiliency of the CAFB may be linked to their founding history. Carney and Gedajlovic (2008) observe that the CAFB were a product of political turmoil in their home countries, and used their entrepreneurial 

drive to transform from "pariah to paragon." In Southern Asian family businesses, family businesses show operational resiliency in a range of scenarios. According to Wailerdsak (2007), nearly all Thai family businesses are organized according to the kongsii system wherein a family pools its financial resources under one umbrella which is controlled by the founder, thereafter creating diversified companies which are taken over by succeeding generations, enabling shared wealth. These business groups were able to survive the 1997 East Asian financial crisis by exercising control over their companies that were listed on the Stock Exchange of Thailand with very little equity by using investment companies or holding companies and building stock pyramids and cross-shareholding. Another scenario is discussed by Connelly (2008) in Indonesia, where the merantau by tradition leave their homeland to seek business opportunities elsewhere as migrant entrepreneurs with the obligation to return money to the homeland to reinvest in other merantau firms. They exhibit several characteristics that help survival under conditions of economic uncertainty. These characteristics include: "founder status as a migrant visitor, ready access to initial and investment capital, readily accessed social capital and its associated knowledge base, and ongoing financial obligations designed to retain the firm within its family network." CONTEXTUAL EMBEDDEDNESS Family businesses in all the three regions, in general, tend to be contextually embedded. Cohesiveness in culture, extending to all stakeholders, including family, business,

community, business partners, and employees is favored, as opposed to heterogeneity and distance. Contextual embeddedness influences organizational goals, attitudes, and practices of Anglo firms. As an example, in a case study by Ogbonna and Harris (2005), the business owner (of the Quaker tradition) espoused values of equality, simplicity, harmony, paternalism (stewardship) and community, which were reflected in the philosophies and policies he brought to his paint and decorating supplies business in the U.K. Many characteristics of the CAFB are linked directly to the Confucian influence in the region. Confucianism outlines a specific set of an individual's obligations beginning first with state and second with family. Carney and Gedajlovic (2008) observe how the CAFB capitalized on cultural affinity, social marginality and western hubris, to establish a series of minority joint-ventures, licensing agreement and technology sharing agreements with Japanese non-family business partners. Through these relationships, they were able to develop and acquire basic process engineering competencies. Similarly, Ward & Zsolnay (2007) study the South India (Chennai) setting, where Murugappa family follows the Nagarathar (Chettiar) tradition, and believes in respect for elders in all matters (family and business), prudent and conservative spending, balance in living (i.e., "striving for harmony in their environment"), stewardship and judicious use of resources to support others in the community, and ideals such as honesty, integrity and trust. DISCUSSION

As we have attempted to portray in

this article, the examination of family businesses across cultures yields remarkable differences. In summary, Anglo and Confucian Asian models represent two contrasting forms of family businesses, while the Southern Asian model reflects a hybrid form. This can be seen from Table 3 that summarizes the insights from the CASE Compendium project. In the Anglo region, there is a high degree of regulation of boundary between the family and the business, the emphasis is on business reputation, bridging relationships are highly important, exercise of power by the family is highly regulated, succession process tends to be competitive, and leadership tends to be rather gender-centered. On the other hand, in Confucian Asian region, there is a low degree of regulation of boundary between the family and the business, the emphasis is on family reputation, bridging relationships are less important, exercise of power by the family is less regulated, succession process tends to be cooperative, and leadership tends not to be gender-centered. Finally, in Southern Asia region, the situation tends to be an amalgam. The distinctive features of family businesses may be correlated with the cultural characteristics of these regions. A high degree of regulation found in the Anglo family businesses may be reflective of this cultural concern with the risks of nepotism; similarly emphasis on professionalism and business reputation may be related with the achievement motivation. Also, competitive succession may be idealized because of the rejection of institutional collectivism, and gender-centered leadership may be

idealized because of the endorsement of gender egalitarianism. A low degree of regulation found in the Confucian Asian businesses may be reflective of the cultural feature of institutional collectivism; performance is achieved not through professionalism and business reputation, but through family and non-family collective networks of trust. These collective networks also result in a cooperative model for succession. Low values of gender egalitarianism are reflected in a lower emphasis on gender-centered leadership. Finally, the GLOBE results reveal Southern Asia cluster to be distinguished by strong family and humane orientation--a hallmark of its deep community orientation. Consequently, a hybrid form has evolved in this cluster, one that combines many features of the Anglo cluster intended to minimize the family's arbitrariness with many features of the Confucian cluster intended to sustain the networks of trust. IMPLICATIONS Family businesses tend to be repositories of the unique and distinctive cultural endowments of their communities, enabling the members of the family and the community to take power and leadership positions beyond the local boundaries, extending nationally and globally. They are an important form of business, usually characterized by dedicated social and psychological capital, long time horizon, low information and transaction costs, high spontaneity and agility, robust values and character, leadership roles for women in family, and entrepreneurial motivation. They bring, or have the potential to bring, considerable richness to the families, communities, and nations.

Since the institution of family is very closely intertwined with that of culture, and is, in fact, the founding building block of societal culture, it is important to use a culture-sensitive lens when assessing family businesses, and when seeking to develop strategies and resolve challenges facing family businesses. The results of this paper confirm that the three regional clusters vary in terms of their family business dimensions. In particular, the Anglo cultures play a premium on regulation that allows the family to be involved, but in a transparent manner, and in a manner that also assures competitive functioning and performance of the business. Confucian Asia places emphasis on enmeshed and cascading relationships that allow family to cooperate and secure broader cooperation to support the development of the business. Southern Asia semi-regulates the involvement of the family, allowing for the family to contribute to the business development, but also offering a humane option for the engagement of the non-family members. Our findings have specific implications for (a) cross cultural management, (b) international business management, and (c) family business management. IMPLICATIONS FOR CROSS-CULTURAL MANAGEMENT The body of family business literature is comprised largely of research studies and data, journal articles, case studies, and so on that are based on, are published in and are largely disseminated within Anglo region. yet, family businesses not only exist worldwide, but are the predominant form of business organization worldwide. Further, despite the fact that nearly all

academic researchers advocate the need for "follow-up studies using different samples to ensure that the findings are generalizable to the broad population of family businesses in the world" (e.g., Sharma et al. 2003), family business studies are generally done in an a-cultural context. The findings of this study highlight how cultural heterogeneity of Anglo, Confucian Asian, and Southern Asian regions have important influences on the operation and behavior of family businesses. With the ongoing shifts in the global exchange rates and financial system volatility, the cost-effectiveness of

the different regional geographies of the world is undergoing substantial shifts. Family businesses in all three regions studied are under pressure to explore international opportunities in sourcing and marketing to cope up with these shifts. Consequently, to help family businesses maintain their legitimacy in foreign cultures, the cross-cultural management theory needs to be married with the family business literature. IMPLICATIONS FOR INTERNATIONAL BUSINESS MANAGEMENT International business management literature suggests that the firms tend to globalize in stages, starting with the regions they are most familiar with (Barkema, Bell, and Pennings 1996). The findings of this paper suggest that the family businesses seeking to globalize may also need to consider the appropriateness of their business characteristics overseas, as they develop their capabilities. Asian family businesses may not offer sufficient levels of transparency and regulation to be comfortable to those in Anglo cultures, while Anglo

family businesses may not have sufficiently extended family ties to be valued as true family businesses in Asian cultures. If the Asian family businesses wish to tap the local talent as they expand into the Anglo markets, they may need to incorporate greater transparency and boundary regulation. MPLICATIONS FOR FAMILY BUSINESS MANAGEMENT In family business management, research, and education, it would be useful to reflect upon the impact cultural and contextual differences may have on the relevance of general practices and theories of family business. Family business practitioners face considerable challenges trying to compete with the professionally run and better financially endowed multinational enterprises. Balancing family involvement with growth and professionalism is difficult. Usually, family businesses seek solutions from within their community, based on the exchange of insights during social and community events. The unique culturally-sensitive solutions in alternative regions can provide new ways of reconciling apparently conflicting goals. The family businesses may also gain leadership by sharing their own culturally sensitive solutions with family businesses from other regions. Understanding the cultural aspects of family businesses would also aid in forming international alliances and partnerships with family businesses from different cultures. LIMITATIONS The analysis presented in this paper is subject to two major limitations. First, our analysis treats the clusters as if they were internally homogeneous. While Gupta and Hanges (2004) demonstrated statistical validity

of the clusters, they also found substantial variations within the clusters. The differences among clusters in terms of societal culture were as large as the variations within clusters. However, the within cluster models of family businesses presented in each of the CASE Compendium books along with the comparative models presented here may lead us to a unique multi-level perspective of culture and family businesses. A second limitation concerns the scope of the CASE research. Essentially, the CASE results are based on a thematic content analysis of ten selected articles on the family businesses in each cluster. CASE results present a slice of the family business world in each cluster as captured from the sample studied. Certainly, a different sample could ultimately result in some of our conclusions being identified as less generalizable than they appear here to be. Still, such snapshots help us to make sense of the world of each cluster (Ashkanasy 2002). Future researchers will continue to take similar snapshots, perhaps using the CASE dimensions, which will enable us to understand better the diversities in cultures and family business models. CONCLUSIONS Our conclusion is that the family businesses across the three clusters discussed here have culturally sensitive characteristics, which may be correlated with the cultural characteristics of these clusters. Clearly Western and Eastern ideology and family business practices have much to learn from one another; researchers and educators can provide a more culturally sensitive lens to promote better understanding and shared knowledge betw
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