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ABSTRACT
This research focuses on the fast-growing family business in Indonesia. The purpose of this study is to discuss
the performance of family companies that are in a state of inertia, where Top Management Team (TMT),
namely the executive ranks of the company's leaders is needed to influence the management of cynicism to
commitment to move in organizational change. The theory of leadership by comparing the perception of ideal
change in organizations is the reference we use, namely the implicit change leadership theory (ICLT). This
research method uses a non-probability sampling method where the probability of being selected as a sample
is not the same. The sampling technique used was purposive sampling and qualitative analysis of the
organizational performance points of 31 family companies in Indonesia. The findings show that the
paternalistic attitude of family culture reflects the commitment of TMT to make changes and performance
that supports the company's success to move from inertia. The novelty in the article is the relationship of TMT
in family businesses that supports the role of change through strong commitment, so that cynicism in family
companies does not have a significant effect on organization.

Keywords: Family Firm, Organizational Performance, Top Management Team (TMT), Commitment to
Change, Cynicism.

ABSTRAK

Penelitian ini berfokus pada bisnis keluarga yang berkembang pesat di Indonesia. Tujuan dari penelitian ini
adalah untuk membahas kinerja perusahaan keluarga yang sedang dalam keadaan inersia, dimana Top
Management Team (TMT) vyaitu jajaran eksekutif pimpinan perusahaan sangat dibutuhkan untuk
mempengaruhi sinisme manajemen terhadap komitmen untuk bergerak di perubahan organisasi. Teori
kepemimpinan dengan membandingkan persepsi perubahan ideal dalam organisasi adalah acuan yang kami
gunakan, yaitu teori kepemimpinan perubahan implisit (ICLT). Metode penelitian ini menggunakan metode
non-probability sampling dimana probabilitas terpilihnya sebagai sampel tidak sama. Teknik pengambilan
sampel yang digunakan adalah purposive sampling dan analisis kualitatif terhadap poin-poin kinerja
organisasi 31 perusahaan keluarga di Indonesia. Temuan menunjukkan bahwa sikap paternalistik budaya
keluarga mencerminkan komitmen TMT untuk melakukan perubahan dan kinerja yang mendukung
keberhasilan perusahaan untuk beranjak dari inersia. Kebaruan dalam artikel tersebut adalah hubungan
TMT dalam bisnis keluarga yang mendukung peran perubahan melalui komitmen yang kuat, sehingga sinisme
dalam perusahaan keluarga tidak berpengaruh signifikan terhadap organisasi.

Kata Kunci: Perusahaan Keluarga, Performa Organisasi, Top Management Team (TMT), Komitmen
terhadap Perubahan, Sinisme

1. INTRODUCTION period of organizational change is

The rapidly changing environment
forces organizations to make changes in
order to maintain their competitiveness
and relevance (Ahmad & Cheng, 2018;
Al-Tahitah et al., 2020; Sarfraz Ahmed
Dakhan et al., 2020). One indicator of the
company's success in achieving its goals
can be seen through the output produced
(Hasan & Khajeh, 2018). However, the

complex and uncertain, so employees
may feel reluctant to be involved in the
process of organizational change (Islam et
al., 2020). Organizations that are not able
to keep up with existing changes and
continue to apply the same routines will
be trapped in organizational inertia
(Nedzinskas et al., 2013). The concept of
family business values is explicit or
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implicit in both the family and business
because there are often conflicting
business interests and family goals (Bella
& Maichal, 2008). The relationship
between the context of the family
business and the conditions in which the
organization is trapped in inertia or
hinders commitment to change, resulting
in decreased company performance.
Meanwhile the foundation stone on which
most developing economies are based
comes from the family business (Gomez-
mejia et al., 2007). In the research we
conducted on family companies, we
assessed that change was an important
aspect, for the survival of the organization
so that there would be no slack and
organizational death as well as improving
its performance from time to time and the
development  of  the company.
Organizational change in a family
company has always been a challenge,
therefore it is imperative that the Top
Management Team move to lead and
maintain a competitive advantage is the
main interest of this article. Family firms
with competitive resources will result in
value creation across generational
differences (Habbershon & Pistrui, 2002;
Sirmon & Hitt, 2003).

Therefore, the TMT supports for
employees behaviour towards
organizational change is a determinant of
the success of change (Ahmad & Cheng,
2018; Armenakis et al., 1993; Van der
Voet et al., 2016). Commitment to change
is a form of behaviour that supports
employees towards the changes needed to
achieve the success of change initiatives
(Abrell-Vogel & Rowold, 2014; Al-
Tahitah et al.,, 2020). Hierarchical
closeness and mutual trust between
leaders and employees are able to
generate commitment to change and
improve performance during times of
change (Hill et al., 2012; Wahyudin et al.,
2020). High commitment to change will
create good organizational performance

(Neves & Caetano, 2009). In addition,
employee commitment that is formed
because of the willingness to engage in an
action makes them mobilize their
thoughts and actions to achieve the
desired results (Meyer & Herscovitch,
2001).Companies that survive are also
influenced by generations who want to
change, when there is a transfer from the
old generation who will retire to the next
generation (Hartel et al., 2009). Successor
commitment defines the main foundation
as a unidimensional construct within the
family firm (Sharma & Irving, 2005).
Commitment to change in the family
business also depends on the current
generation, how they accept change and
endure change. The influence of
commitment will be felt by all parties
from inside and outside the company.
This research is important because
family companies are companies owned
and managed by family members (Olson
et al., 2003), where the values and norms
are brought into the company might
hinder change initiatives (Chirico, 2006),
where a strong corporate culture will
result in high commitment (Marchalina et
al., 2018). Family business considers its
members as a second family and vice
versa, which have a major effect on the
successful performance of a company to
be better (Carmon et al., 2010). Another
cause of inertia in family companies is
cynicism triggered by a lack of trust in the
company, thus affecting attitudes or
beliefs in the organization (Andersson,
1996). In addition, employees' views of
cross-generational leaders in family firms
can also generate cynicism. This belief
can be managed in the strategic
management process and the
psychological process of TMT
(Wooldridge et al., 2008) for unites the
will of commitment between generations.
A well-formed TMT will generate to good
commitment, so as to reduce cynicism
and create or renew a value which is
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considered important because part of the
development of company performance
(Koiranen, 2002).

2. LITERATURE REVIEW
2.1 Implicit Change Leadership
Theory

Every organization needs a leader
to guide the team in achieving
organizational goals. The type of
leadership  applied by leaders in
organizations affects how employees
perceive their leaders and how they feel
about the organization. The theory of
implicit change leadership  (ICLT)
describes how individuals compare the
perception of the ideal change leader that
they have in mind with the actual leader's
behaviour during organizational change
(Guerrero et al., 2018; Hechanova et al.,
2018; Magsaysay & Hechanova, 2017).
Several studies related to implicit change
leadership have been conducted among
business firms and academic institutions
(Hechanova et al., 2018; Sarfraz Ahmed
Dakhan et al., 2020), in which researchers
found that leader behaviour affects
employee commitment.

The leadership style adopted by
the leader affects the way employees
perceive the leader and how they feel
about the organization. Therefore, the
leader must be able to protect all
employees so that the employee's
perception of the leader is positive.
Employee resistance to change can be
reduced (Day et al., 2017) when they have
a positive perception and believe in their
leader so that commitment to change can
increase. Preferred leadership behaviour
has a positive influence on employee
motivation, commitment, satisfaction,
and performance (Cho et al.,, 2019).
Therefore, a leader must understand what
employees expect from his leadership.
Thus, employee commitment to change
will  increase and  organizational
performance will also increase.

However, if the leader fails to gain
a positive perception, employees will
begin to feel cynical about the
organization, even specifically towards
the leader. Therefore, cynicism must be
managed properly so that organizational
change can run smoothly. Cynicism
towards change is influenced by change
leaders, where employees blame their
leaders for their lack of motivation and
incompetence (Wanous et al., 2000).
Leadership also emphasizes the role
concepts of employees' perceptions,
expectations given to them, as well as
cognitive prototypes of the leadership
process (Kenney, Schwartz-Kenney,
1996). ICLT will reflect an interest in
developing leadership traits, but the time
span needed to understand managerial
leadership requires a longer time which
requires the focus of ICLT studies as a
bias in  leadership  measurement
(Epitropaki & Martin, 2004). Strategy and
performance are expected to reflect the
characteristics of TMT, which can be seen
from the next generation in top leadership
positions that they look good or even
better than before.

2.2 Cynicism About Organizational
Change

Due to the fast-paced changes in
the business environment, an organization
must undergo changes to maintain its
competitiveness  and  sustainability.
However, some people may respond
negatively to organizational change.
Negative responses come in many forms,
one of which is cynicism. Organizational
cynicism is generally defined as a
negative attitude towards the organization
where he works which consists of the
dimensions of belief, affective, and
behaviour (Dean et al., 1998).
Organizational cynicism is “a learned
belief that fixable problems in the
workplace will not be solved due to
factors beyond the individual's control”
(Vance, et al., 1996).
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Cynicism towards organizational
change arises because of the influence of
change leaders. People always have
expectations and this leads to individual
perceptions of others. This also applies to
employees in organizations, where they
have a certain image of their leader. When
expectations and reality do not match, of
course there will be disappointment,
which in this case creates cynicism
towards the leader. Organizational change
cynicism is specifically directed at
organizational change efforts, such as
new leadership tactics and organizational
restructuring (Bakari et al., 2019).
Negative attitudes towards change
leadership occur when cynical employees
perceive the leader as incompetent and
dishonest (Thundiyil et al., 2015).

The behaviour of leaders is always
considered a reference and considered by
employees, can be used as an example and
influence their views on doing their work.
The generation that plays an active role in
the company determines the climate focus
of the company. The nature between
generations are different and also
underlies their transition to change, has
been highlighted by Fox et al. (1996),
who argues that the ‘leadership' of
incumbents and successors emphasizes
the  importance  of  successional
relationships and generations will affect
different leadership qualities. Prevention
can be done with training related to
leaders by working or learning to
understand from all sides of the company,
training is carried out from various sides,
physically, mentally, psychologically to
attitude. In particular, companies will
consider protocols from management and
family business culture that can affect the
reciprocal relationship between
employees and also leaders to families
(Hartel EJ Charmine, Bozer Gil, 2009).
Cynicism will be reduced when you get a
charismatic  leader, having strong
interpersonal skills (Graetz, 2000).

2.3 Top Management Team

In the management pyramid, there
are three levels of categories. First,
middle and top managers. The executive
leadership or Top Management Team
(TMT) in a company consists of
individuals who are involved in making
company decisions (Rost and Osterloh,
2010). Responsible  for  forming
strategies, as well as overall planning,
implementation of plans, to company
performance (Wu & Wu, Yenchun Jim,
2017). TMT helps organizations to be
sustainable in a change, supporting more
innovative organizations in updating their
strategies to respond to the market (G.
Chen et al., 2005). The decision to
implement changes is taken by TMT first
before being implemented by employees.
Therefore, TMT is an important asset in
managing an organization, both creating a
positive  and  comfortable  work
environment and motivating
subordinates. A leader can manage the
ability of their leaders with a growth
mindset that can make it easier for them
to achieve their goals (Bella & Maichal,
2008). This makes the leadership style
and behaviour adopted by TMT the key to
the success and failure of organizational
culture formation and system
implementation (Richard et al., 2009).

Organizational outcomes such as
strategy and performance are expected to
reflect TMT characteristics. The process
on the influence of the family business
can be considered by understanding the
aspects of TMT that must be considered
(Allura, 2018). But another conclusion is
that top managers have relatively little
influence on organizational outcomes due
to environmental forces and inertia
(Lieberson & Connor, 2014). The second
effect of a long working life is to reduce
the adoption of new or unique strategies
(Katz et al., 2014).

TMT is a fundamental element in
a company regarding governance,
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especially family companies (Cabrera-
Suarez & Martin-Santana, 2014). In
Indonesia, family management s
considered less good than professional
management (Djamitko, Triyono et al.,
2011). This comparison must be balanced
with real action, namely strategy.
Furthermore, the involvement of the
family will also have an impact on the
TMT because it can create a correlation of
a strong commitment that organizational
leaders have to family companies
makinga positive value (Minichilli et al.,
2010).

2.4 Commitment to Change

Previous research on commitment
to change has been explored in the context
of the history of change, organizational
leadership, trust in management, and
employee commitment to the
organization (Meyer & Hamilton, 2009).
Researchers argue that employee
commitment to change is a form of
employee support for change that is
considered important for successful
change implementation (Jung et al., 2020;
Lee et al.,, 2017) and organizational
leaders have the capacity to strengthen
commitment to change (Guerrero et al.,
2018). Commitment can encourage
members to achieve goals so that together
they unite and struggle (Yulan &
Bernanto, 2017) because TMT have a
great influence on cultural change in the
company (Bertsch, 2018; Graetz, 2000).

Specifically, Herscovitch and
Meyer (2002) define commitment to
change as a force in the form of a mindset
that binds individuals to an action that is
considered necessary for the successful
implementation of change initiatives.
Meyer & Allen (1991) proposed that
organizational commitment has three
components, which consist of affective
commitment (the desire to support
change), continuance  commitment
(acknowledging the costs associated with
failure to support change), and normative

commitment (a sense of obligation to
support change).

Companies inevitably have to
make a commitment to change as part of
the corporate culture in order to be able to
keep up with changes in the business
environment that occur. Companies can
conduct research to determine the level of
employee commitment in their company
by looking at the contribution to
employee motivation, reducing
absenteeism, increasing  employee
performance and ensuring a minimum
employee turnover rate (Coetsee, 2014,
Herold et al., 2008). This study focuses on
affective commitment, where there is
“emotional attachment to, identification
with and involvement in the organization”
(Meyer & Allen, 1991) of leaders in
family firms to achieve organizational
performance goals and ensure the
continuity of family firms. Keeping the
family business and emotional ownership,
can make the core of a commitment to be
carried out. The concept of emotional
ownership has an emotional connection
with judgment that is deeply entangled in
a corporate context itself (Miller, Steier &
Le Breton-Miller Of & Business, 2003;
Sharma & Irving, 2005). According to
Suess-reyes (2016), identification of
family members with family and business
can be strengthened through family
governance and encouraging
intergenerational orientation of family
members. On the other hand, Vallejo and
Langa (2010) found that family firms
support the management of affective
commitment which explains the high
level of identification, involvement, and
loyalty among employees in family firms
compared to non-family firms.

2.5 Organizational Inertia

Change cannot always be
absorbed and accepted immediately, it
takes a long process to go through, but
change is a prerequisite needed by
companies to achieve competitive
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advantage (Chow & Hamilton, 1993;
Duhaime & Schwenk, 1985; Eisenhardt &
Martin, 2000). Companies that fail to
bring about change will experience a
decline and the impact of decline slowly.
Company setbacks that cannot be
overcome will experience threats, and this
is what is defined as inertia (Levinthal,
1992; Tushman et al., 1996). Inertia by
Richard (1995) is defined as the existence
of a strong order and function in a
company. The order or position held by
the individual defines the efficient
argument that has an impact on the
company's profits. If the arrangement is
not efficient, it will cause problems for the
company which is for inertia which makes
the company retreat, the result of threats
to the loss of the company because it
cannot adjust to the situation (Gilbert,
2005). Inertia often occurs in the context
of family companies, where inertia
defines the pattern formed in the strategy
of family companies. The pattern that is
often found is a pattern that keeps
repeating from one generation to the next.
Sanchez Marin et al. (2017) argues that
the family culture that is rooted in the
company becomes an obstacle for
companies to make changes, thus causing
inertia for the company. Furthermore,
Chirico (2006) found that the paternalistic
attitude of family members as leaders in
order to preserve the culture that was
brought into the company could hinder
the company from making changes.

2.6 Organizational Performance
Company performance is one of
the indicators of company success that is
widely used, both by management teams
and researchers. The company's ability to
set goals and objectives is important to
achieve and improve overall
organizational performance (Pang & Lu,
2018). The company's success in
achieving its goals is reflected in the
output produced by the company (Hasan
& Khajeh, 2018). Furthermore, Robbins

(2003) suggests that another term for
performance is human output which can
be measured by productivity,
absenteeism, turnover, citizenship, and
satisfaction.

When a company is not able to
produce good output or performance, this
means that the system in management or
the company is not good. Therefore,
companies need to make performance
improvements to improve the output
produced. Brahmasari (2004) suggests
that performance is the achievement of
organizational goals which can be in the
form of quantitative or qualitative output,
creativity, flexibility, reliability, or other
things desired by the organization.
Emphasis on performance can be short-
term or long-term, there are also
individual, group and organizational
levels (Richard et al., 2009). Performance
management is a process designed to link
organizational goals with individual
goals, so that the two goals meet (Shin et
al., 2015). Performance can also be an
action or execution of a task that has been
completed by a person within a certain
period of time and can be measured
(Richard et al., 2009).

2.7 Organizational Inertia and
Cynicism  About  Organizational
Change

Inertia is defined as a low
commitment to change or a tendency to
resist change when the change is needed
to deal with environmental changes
(Chirico, 2006). Furthermore, Ozgenel
(2021) say that inertia is caused by a lack
of willingness to change and initiation to
initiate it. This statement supports the
relationship between inertia and change
cynicism through research conducted by
(Gunduz, 2017), where it was found that
inertia affects the level of cynicism of
change at the individual employee level
and emphasizes that change is always the
strongest predictor of cynicism. In a
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family company, the family values and
norms that are brought into the company
can hinder change initiatives if the
company leader firmly maintains the
values and norms that have been carried
out and passed down for a long time
(Anggadwita et al., 2019; Chirico, 2006).
H1: There is a difference in the degree of
cynicism caused by organizational
inertia.

2.8 Top Management Team and
Organizational Inertia

The tendency of organizations to
maintain the status quo and be reluctant to
make changes is related to the mindset
and perceptions of upper middle
management (Moraes Carvalho et al.,
2018). The success of a problem solving
in the past can lead to dependence in
solving problems in the future, regardless
of the challenges facing the company, as
a result of the dominant role of the owner
(Suarez M, Katiuska Cabrera-, Garcia-
Almeida Desiderio Juan, 2018; Zahra,
2005).

The impact of negative threats
will increase inertia which makes the
company retreat, the result of threats to
the loss of the company because it cannot
adjust to the situation (Gilbert, 2005). In
family companies, family members are
often involved in the management of the
company. Sanchez Marin et al. (2017) say
that the family culture that is rooted in the
company becomes an obstacle for
companies to make changes. The attitude
of paternalism in family members as
leaders to preserve family traditions can
hinder companies from making changes,
on the contrary, entrepreneurial attitudes
actually encourage companies to make
changes and innovate (Chirico, 2006;
Suédrez M, Katiuska Cabrera-, Garcia-
Almeida  Desiderio  Juan, 2018).
Therefore, if the mindset of family
members as managers is past-oriented and
does not want to accept the fact that the

company must make changes, then inertia

will arise (Santiago, 2015).

H2: There is a difference in the level of
inertia caused by Top Management
Team.

2.9 Cynicism About Organizational
Change and Organizational
Performance
Many studies have associated a

negative relationship between cynicism
and job performance (Byrne &
Hochwater, 2008; Chiaburu et al., 2013;
Suédrez M, Katiuska Cabrera-, Garcia-
Almeida  Desiderio  Juan, 2018).
However, in the context of family
companies in most countries in Asia,
specifically in Indonesia, where with the
existence of high power distance (Kim et
al., 2018), silence cynicism will occur.
Thus, when employees feel cynical about
their superiors, they will not show it
through behaviours that directly affect
organizational performance (Abugre,
2017; Johnson & O’Leary-Kelly, 2003).
H3: There are differences in the cynicism

of family businesses in Indonesia

towards organizational performance.
2.10 Top Management Team and
Organizational Performance

TMT (tenure/senior) company

leaders have a more significant role in
strategy and their performance tends to
follow a more persistent strategy, in line
with the industry's central tendency.
Specifically, TMT consists of executive
personnel within the organization who are
responsible for the overall planning,
implementation of plans, and company
performance (Wu & Wu, Yenchun Jim,
2017). The results of TMT performance
affect the company's performance, the
stronger the good TMT performance, the
better the organizational performance.
The leadership style and behaviour
applied are the keys to the success and
failure of organizational culture formation
and system implementation, which in turn
will affect the company's performance
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(Richard et al., 2009; Wu & Wu, Yenchun

Jim, 2017).

H4: Different TMTs will trigger different
levels of organizational performance.

2.11 Organizational Inertia and
Organizational Performance

Basco & Pérez Rodriguez (2011)

and Micanek (2019) say that family
involvement in the company can affect
the company's performance. Chirico
(2006) found that in family firms there
was an increase in entrepreneurial
performance in the first generation, then
stabilized in the second and third
generations, although dynamic abilities
fluctuated due to inertia. This can happen
when the culture in a family company has
taken root and causes inertia (S&nchez
Marin et al., 2017), forming a pattern
which is then passed on from generation
to generation so that it becomes a habit to
have superior values in the company. This
is good for family companies because
employees tend to be loyal to the
company, even when company leaders
have been transferred to the next
generation (Donnelley G, 1988; Herold et
al., 2008; Micanek, 2019) so maintaining
old habits can actually encourage good
performance.

H5: There is a difference in
organizational performance due to
organizational inertia.

2.12 Organizational Inertia, Cynicism

About Organizational Change and

Organizational Performance

Low initiation and willingness to
change leads companies to inertia

(Ozgenel, 2021). When a company is not

able to produce good output or

performance, this means that the system
in management or the company is not
good. Therefore, companies need to make
performance improvements to improve

the output produced. Trismiyanto, H. H.,

& Sule, E. T. (2018) and Brahmasari

(2004) suggests that performance is the

achievement of organizational goals

which can be in the form of quantitative
or qualitative  output,  creativity,
flexibility, reliability, or other things
desired by the organization.

Byrne & Hochwater (2008) found
that high cynicism causes performance to
be at its lowest. This is supported by
Thundiyil et al. (2015) who suggested that
change cynicism has a detrimental effect
on employee performance because it feels
justified to withhold work effort during
change initiatives, resulting in lower
performance The inability to make a
change in adapting will be an obstacle to
the idea of change itself in terms of
company strategy, products and programs
as well as the whole company (Van De
Ven & Poole, 1995). Bakari et al. (2019)
and Wanous et al. (2000) stated that
affective cynicism can affect the decrease
in work motivationto one's performance.
Affective cynicism is an emotional
reaction such as frustration,
disappointment, anger to disgust towards
an organization. Therefore, the TMT
situation is very important in managing
the level of corporate cynicism by
creating a positive situation, providing
various  positive  motivations  and
behaviours. Employees in general if they
have a negative attitudeare also reflected
in their negative performance (Luci¢
Lana, Gojéeta Alen, 201) When TMT
provides control within the organization
well and can be well received to give a
positive response, this will produces
good results, even cynicism does not
occur. Management of cynicism can be
done by leading instrumentally or
involving the environment in creating
conditions that motivate the desired
behaviour as well as by creating a value
(Nadler & Tushman, 2001; Politicarum &
Millhoff, 2019).

H6: Organizations will perform well if
inertia is managed with positive
cynicism.
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213 Top Management Team,
Commitment to Change and
Organizational Performance

Researchers have explored how
TMT  behaviour affects employee
commitment to change. Hill et al. (2012)
argues that employee commitment to
change is influenced by employee
hierarchical proximity to TMT. This is
also influenced by mutual trust, especially
trust in leaders, because leaders can
confidently drive change and motivate
employees so that they can improve
performance during the transition period
(Wahyudin et al., 2020).

Building a high-level commitment
to innovation is highly dependent on the
CEO team and management (Anderson,
2019). Innovation plays an important role
in change, where innovation destroys and
reinvents markets and firms
(Schumpeter, 2016), avoids barriers to
entry and lifts barriers where they did not
exist before and is a source of sustainable
competitive advantage. In a world of
rapid change, investing in innovation is
equivalent to holding options for the
future. This study explores change
commitment from the perspective of
TMT and employees. If the leader of the
organization plus a group of employees
are committed to developing
organizational update, then there is a
change in organizational performance
(Teofilus et al., 2021). First, from the
perspective of family business owners,
Basly & Saunier (2020) argue that the
commitment of family business members
is formed through involvement in the
company and is based on core family
values.

One of the characteristics of a
family business is a strong personal
commitment (Azoury et al., 2013;

Echevarria, 2017). It seems that family
business companies think and treat
employees as a family. Even during
economic downturns, family businesses
tend to avoid firing employees and have
low job rotation rates which make
employees feel safe and in control
(Azoury et al., 2013). This generosity
makes family businesses different, so
employees  develop loyalty and
commitment in the business cycle
(Azoury et al., 2013). Furthermore,
Anggadwita et al. (2019) and Santiago
(2015) says that when leaders focus on
one generation and innovate to deal with
environmental changes, family
companies can be sustained for
generations.

Family owned and managed
companies are strongly influenced by clan
culture rooted in family values and
traditions, making them introverted and
confined to old and unchanging traditions
(Sanchez Marin et al., 2017). This may
limit the company from. making
significant changes and decisions.
Decision making in family companies is
solely to show the owner's commitment to
the welfare of his family members (Basly
& Saunier, 2020). Furthermore, Chen and
Francesco (2003) and Eliyana and Ma
(2019) show that employee performance
can be improved through managers by
managing employee commitment to the
organization. Better performance will be
achieved when employees have a higher
level of commitment and satisfaction with
the organization because employees
perceive the organization as a second
family (Park & Seo, 2016).

H7: The organization will show good
performance if it is supported by
TMT and commitment.
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Figure 1. Hypothesized research model.

3. RESEARCH METHOD

The population of this study is a
family business in Indonesia. Sampling in
this study was conducted using the non-
probability sampling method, where the
opportunity to be selected as a sample is
not the same. The sampling technique in
this study uses purposive sampling, which
according to Malhotra (2010), this
technique is based on certain
characteristics possessed. In order to be a
sample of this research, respondents need
to meet two criteria, namely the business
has been running for at least 3 years and
has been run for at least 2 generations.

The sample in this study consisted
of 31 family businesses spread throughout
Indonesia which are engaged in various
fields, such as pharmacy, hospitality,
automotive, and others. Respondents
from the sample were obtained using a
multisource consisting of two sources.
The first source is a leader in a family
company from various divisions, ranging
from production, marketing, finance,
personnel, to administration. While the
second source is obtained from
employees, where as many as three

employees represent a leader. Each
company gave 4 respondents, so the total
respondents in this study amounted to 124
people. Thus, it is possible for this study
to look at the variables from two different
perspectives. However, this study was
limited to 31 family companies because
the leadership position was too high for
employees, resulting in communication
difficulties  between leaders and
employees,  technology limitations
because not all employees have email or
smartphones, employees are old so they
do not master the use of technology, and
SO.

Data collection in this study used
primary data taken through a
questionnaire by compiling a list of
questions that had been prepared in
advance. The commitment to change
variable has 18 operational items adapted
from Herscovitch and Meyer (2002).
While the organizational inertia variable
there are 19 operational items adapted
from Gilbert (2005) and Sydow et al.
(2009). Variables that affect the Top
Management team affect the dimensions
of educational background, age and

DeReMa(Development of Research Management): Jurnal Manajemen Vol. 17 No. 2, September 2022 171



tenure as well as functional background
are obtained from Tihanyi et al. (2000).
While the measurement of cynicism on
the variable has 24 operational items
adapted from Wanous (2004), Bedeian
and Shaw (2007) and Dean et al. (1998)
includes dimensions of pessimism,
dispositional attribution and situational
attribution.

Finally, this study measures
organizational performance from a
subjective point of view with a total of 8
operational items adapted from Richard et
al. (2009). The questionnaire was
implemented in two stages, where the
operational items that had been adapted
from previous research were translated
into Indonesian and then translated back
into English to avoid misinterpretation in
the translation process. In addition, the
questionnaire was re-examined to avoid
informal errors such as double-barrelled
questions. The questionnaire in this study
used a Likert scale as a measurement tool.
Measurements on the Likert scale are an
indication of research that has 5 (five)
scales that are useful for simplifying the
process of calculating results and making
it easier for respondents to respond
(Sekaran & Bougie, 2016). In this study,
the trend of cynicism about organizational
change with organizational inertia,
organizational inertia  with  top
management  team, organizational
performance with organizational inertia,
organizational performance with top
management team, and organizational
performance  with  cynicism  about
organizational change was seen from the
t-test results. T-test was conducted to test
the effect of each independent variable
partially on the dependent variable and
the coefficient of determination which
aims to measure how far the model's
ability to explain the variation of the
dependent variable. While the variables of
organizational performance,
organizational inertia, and cynicism about

change as well as organizational
performance, commitment to change, and
top management team variables are seen
from the ANOVA results.
4. RESULTS AND DISCUSSION
Analysis of the results we provide
from a sample of 31 family firms that
have a lot of influence and change but
ignore it. The results presented in this
paper are intended as a starting point to
encourage family companies to develop
more TMT for organize commitment to
change aimed at improving organizational
performance.
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Figure 2. Descriptive plots of T-test and ANOVA results.

This finding in figure 2 shows
several results, including (1) the
relationship  between cynicism and
inertia, based on the t-value (-0.998) and
p-value (0.327), which shows that there is
no difference in perception of cynicism
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and Inertia, thus hypothesis 1 is not
supported. However, t-test shows that
when inertia is high (mean = 2.60), there
is a tendency for cynicism to occur. This
is because the relationship between inertia
and cynicism in the context of family
business, inertia affects the level of
cynicism of change at the individual
employee level and emphasizes that
change is always the strongest predictor
of cynicism. High organizational inertia
results in low cynicism because the
company does not want to change. This is
because high involvement of TMT means

little changes happen in the company,
which means inertia level is high. Family
business need consistency, so when
inertia is low, the company keeps
evolving and inconsistent. Complex
changes also need to regulate the
cynicism that arises so that they are
managed properly, this is evidenced by
changes being a prerequisite needed by
companies to achieve performance and
competitive  advantages (Chow &
Hamilton, 1993; Duhaime & Schwenk,
1985; Eisenhardt & Martin, 2000).

Relationship Between Variables

t-Value

p-Value

Cut-off Value

Hypothesis Testing Result

Cynicism significantly affects
inertia

-0.998

0.327

0.05

Not Supported

Inertia significantly affects TMT

-1.022

0316

0.05

Not Supported

Cynicism significantly affects
performance

-1.399

0.173

0.05

Not Supported

TMT sigmificantly affects
performance

-1.856

0.074%*

0.05

Supportad

Performance significantly affects
nertia

-0.159

0875

0.05

Not Supported

Performance significantly affects
inertia and cynicism

0957

0.05

Not Supported

Performance significantly affects

0.582

0.05

Not Supported

the

TMT and commitment

Figure 3. Path Coefficient Analysis

The next finding in this study (2)
shows that the behaviour of TMT will
affect inertia in family business (Figure
2). Based on the t-value (-1.022) and p-
value (0.316), which shows that there is
no difference in perception of inertia and
TMT, thus hypothesis 2 is not supported.
However, the involvement of family
members as owners and in company
management affects decision making and
company goals that are oriented to the
wishes, values, and preferences of family
members (Anggadwita et al., 2019; Chua
etal., 1999). When the involvement of the
TMT is high (mean = 4.05), it will cause
high organizational inertia, because of the
family culture and paternalism to preserve
family traditions, which are obstacles for

*  =Sig 10%
** = Qg 5%
kEk= S 1%

company to make changes. Inertia occurs
because a high TMT, interfere with an
open mind so the inertia increases. This is
supported by Santiago (2015) and Chirico
(2006), where the mindset of leaders in
family companies is past-oriented and has
a paternalistic attitude to maintain
corporate culture can lead to conditions of
inertia.

Hypothesis 3 in this study sees
that when there is cynicism, it will affect
the performance of the family business.
However, the findings (3) show absence
of significant differences between high
and low cynicism on the performance of
family businesses (Fig. 2), based on t-
value (-1.399) and p-value (0.173), which
shows that there is no difference in
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perception of performance and cynicism,
thus hypothesis 3 is rejected. This is
interesting to be discussed further
considering that in the context of family
business, especially in Indonesia, which
has a high-power distance character, that
emphasizes courtesy and respect for older
people, it makes cynicism in
organizations difficult to detect. This is in
accordance with the article of Kim et al.
(2018) which suggests that most countries
in Asia are societies with high power
distance. This condition causes silence
cynicism among employees, where their
displeasure is not visible due to a culture
of courtesy and discomfort so that it does
not directly affect organizational
performance (Huseyin, 2019; Johnson &
O’Leary-Kelly, 2003). The tendency of
cynicism is not always judged negatively,
but allows positive roles or cynical
feelings to be sure to change, this is
evidenced by research (AKAR Huseyin,
2019; Johnson & O’Leary-Kelly, 2003)
which also explains that cynicism is
shaped by experience at work, allowing
cynicism to be generated (Li & Chen,
2018) to have a better view such as being
more critical and having experiences that
bring out positive forces to change an
organization.

Regarding the results (4), namely
organizational performance has a definite
relationship with the TMT, board of
directors is fully involved in making
company decisions (Rost, Katja and
Osterloh, 2010). The findings show that t-
value (-1.856) and p-value (0.074)
supports  hypothesis 4 with  10%
significance. The behaviour of good
executives will produce good
performance, in other studies it is proven
that if you can protect and support
innovation so that the strategy is good for
the company's internal and responds to
the market will produce good
performance (Chen et al., 2005). In the
context of family business, it is necessary

to pay attention to the ranks of TMT as the
successor to the good generation of
commitments carried out when following
the journey of a mobile company, TMT is
a fundamental element in a company
regarding governance, especially family
companies (Anggadwita et al., 2019;
Cabrera-Suarez & Martin-Santana, 2014).
Therefore, hypothesis 4 is supported.

Support was not provided for
Hypothesis 5, where t-value (-0.159) and
p-value is (0.875), which shows that there
IS no difference in perception of
performance and inertia. The relationship
of (5) organizational performance with
change is a common problem, but low
organizational inertia is associated with
low organizational performance as well.
This is because rapid changes will disrupt
organizational performance with
adjustments to new things. Family
companies in the face of inertia need to
add their own value with innovative
concepts that function to defend the
company from unstable company threats
or called inertia. The research findings
show that when the inertia in a family
company is high (mean = 4.40), the
resulting performance is also high. Poor
performance is the impact of negative
threats which is supported by (Gilbert,
2005) if increasing inertia makes the
company retreat, then it will get a threat
to the loss of the company because it
cannot adjust to the situation.

The results (6) show that in the
family  business context, cynicism
towards change affects the absence of
company development or inertia that
triggers organizational performance. The
p-value (0.957) which shows that there is
no difference in  perception of
performance, cynicism and inertia. It is
proved that hypothesis 6 is not supported.
The results show that when inertia is high
(mean = 4.389) in a family company, the
role of cynicism at individual level is low.
Thus, organizational performance can
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improve compared to when cynicism is
high. Cynicism is managed in such a way
that it is required to be careful and
managed so that there will be no setbacks
in the company because it cannot
maintain the value of the organization's
performance itself. The findings also
prove that the company's poor
performance until it goes bankrupt is
caused by failure in the context of the
changes that occur, because change is a
prerequisite for the required achievements
(Chow & Hamilton, 1993; Duhaime &
Schwenk, 1985; Eisenhardt & Martin,
2000).

This study also shows that (7)
organizational performance is influenced
by commitment to change; especially
internal companies managed by TMT can
invite their employees to develop more
advanced companies. The p-value shows
(0.582) which shows that there is no
difference in perception of performance,
commitment and TMT, thus hypothesis 7
is not supported. However, the results of
good TMT progress affect good
commitment and better organizational
performance. Family business linkages
are characterized by ownership identity,
long-term orientation, strong family
values, high level of commitment, and a
desire to keep the original founder's
business formula unchanged over time
(Anggadwita et al., 2019; Nicholson,
2018; Zahra, 2005). The results showed
that when the commitment to change in
the family company is low, the role of
TMT will dominate in determining
organizational performance.

5. CONCLUSION

The results of this study indicate that
family companies have a tendency to
involve family members or successors in
the ranks of TMT. The family culture
brought by family members into the
company and the paternalistic attitude to
maintain this culture reflects the low

commitment of TMTs to make changes,
thus making family companies tend to be
in a state of inertia (Chirico, 2006;
Sénchez Marin et al., 2017; Santiago,
2015). The commitment to persist in
change has a major influence on the
research in order to avoid inertia to
cynicism that appears and has an impact
on company performance. This is
reflected in the results of the ANOVA test
in figure 2 (7) that shows the highest mean
of 4.773 in the company's performance
when there is a high commitment to
change initiated by TMT. In addition, in
the ANOVA test shows that high inertia
in family companies (mean = 4.389),
cynicism will dominate in determining
organizational performance. One of the
core findings of this study is that cynicism
does not have a big influence on
organizational performance in family
companies in Indonesia because of the
high-power  distance  that  makes
employees hide their cynicism. With high
inertia conditions, TMT needs to manage
cynicism well in order to avoid poor
organizational performance (Chiaburu et
al., 2013). As an implication for family
companies, family members as TMTs
need to be committed to making changes
by avoiding paternalism that is involved
in making decisions for the company.
This is intended to avoid the occurrence
of inertia and the possibility of the
emergence of cynicism, so that the
company's performance can increase.

5.1 Managerial Implication

This study presents trends that
occur in family companies and future
research is expected to approach it from a
different perspective. For example,
researchers can look at the relationship
between the age of the company and the
next generation of the variables discussed
in this study. In addition, future research
is expected to use interviews in order to
explore more deeply and increase the
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number of respondents who are spread
evenly throughout Indonesia. The
research could be further improved also in
the context of family companies and it is
recommended to be carried out in other
countries, especially in the west because
cultural differences can lead to different
tendencies with family companies in
Asia.

On the other hand, this study is
expected to increase stakeholders'
understanding of the running of family
companies. The results of this study can
also be an implication for TMTs in family
companies to behave during times of
change in order to be able to manage a
positive work environment so as to
minimize the emergence of cynicism
towards change. It is hoped that this
research can help companies to improve
their performance.

5.2 Limitations and Future Research
The limitations of this study need to be
acknowledged. First, the sample used in
this study is relatively small, namely a
number of 31 companies. This is due to
the limited mastery of technology, the
hierarchical position of leaders and
employees that are too far apart, and so on
as well as the uneven distribution of data
sources from all regions in Indonesia, so
that they cannot represent the overall
condition of family businesses in
Indonesia. Second, the data collection
method used is in the form of filling out a
questionnaire, where the data obtained is
not as deep as the interview. In addition,
data  collection using self-reports
increases the possibility of increasing the
relationship between variables originating
from the same source. However, this
concern was minimized by collecting data
from two sources, namely employees and
leaders.
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