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25th January 2018

BREAKFAST FORUM 2 Anchors of the 
Family Business: Women in Leadership

Family businesses are beginning to question the tradition 
of having a male successor as they attempt to have women 
in the leadership positions to steer the family business 
towards long-term growth, cohesiveness, and overall 
well-being of the family. This forum will have women 
leaders in key family business leadership positions share 
their journey as an anchor of the business. They will share 
the learnings they had during their tenure and the 
challenges they envisage going forward.

WORKSHOP 1

22-23rd February 2018

Glass Ceilings in Family Business: Myth or 
Reality?

Traditionally, family businesses have consciously or uncon-
sciously favored a male successor. Further, a young succes-
sor, male or female is a threat to the culture and hierarchy 

hierarchy driven style of leadership can impact the family 
and the business, and create a barrier to an effective and 
sustainable family business. This workshop explores the 
impact of the gender and age-centric bias on family 
businesses and ways to address the same. The workshop will 
be composed of sessions with women and young male family 
business executives/ owners where they will share what 
helped them break through the glass ceiling, case studies, 
and lectures.

WORKSHOP 2
Careers in Family Business: Views from 
Different Lenses
Family businesses today require collaborative effort across 
both family and non-family members. This requires 
addressing issues related to career paths for both to ensure 
the sustained growth of the business. This workshop will 
address the complexities of career models for family and 
non-family business members. 

WORKSHOP 3
Growing a Family Business in a Global 
Setting
Family business owners are continuously looking for strate-
gies to successfully grow their business to ensure sustain-
ability. Some of the strategies for growth include merger and 
acquisition, internationalization, innovative business 
practices, and digitization. This program will help partici-
pants explore the challenges associated with such opportu-
nities, and various models adopted by family businesses to 
address the same. 

For inquiries, please contact BIRLA Team  at Birla@aim.edu

UPCOMING
PROGRAMS

The Family Incorporated:
Lessons from Filipino Business Families

ANDREA SANTIAGO

Daniel Clark Sanders Chair of Entrepreneurship & Family Business,
University of Vermont, USA 

Available at:

PROMODITA SHARMA
Editor, Family Business Review

“...an excellent guide into the complex and 
nuanced world of family business.”

 

Exponential growth is impossible without the support of 
human capital. Since the number of family members are 

to provide the brain and muscle to advance the business.  In 
small organizations, non-family employees are usually 
assigned the more menial and administrative tasks.  In time, 
work requirements and processes multiply, necessitating 
the delegation of supervision and management to individu-
als outside the family.

There are those who believe that owners should treat their 
employees like their family.  Anecdotal reports indicate that 
it is not uncommon for small businesses to consider such a 
strategy. The founder is often considered the “father” or 
“mother” of all employees, and while employees are not 
wholly treated as children, they do enjoy special consider-
ations depending on their relationship to the owners.  The 
continuity of “family” treatment when the business expands 
or moves to the next generation is subject to debate. Usual-
ly, structure is introduced as well as policies and procedures 
for greater objectivity and, hopefully, transparency. As the 
family nature of the business begins to fade, the personal 
relationship with employees should be replaced by a culture 
that respects the individual and upholds the dignity of all.

Employees can be very loyal and if they are productive work-
ers, non-family employees, individuals can absorb some 
salary business owners should ensure that their well-being 
is kept in mind.  As observed by Ramos and Mustafa in their 
article, business owners should ensure that their well-being 
is kept in non-family employees, individuals can absorb 
some salary differentials if they believe they are well valued.  
To demonstrate that they value employees, owners should 
invest in their professional growth and well-being.  Profes-
sional growth is addressed by training and development 
programs, as well as opportunities to participate in 
decision-making, while well-being is enhanced with 

convinced that a healthy employee is a productive employee 
and he invests accordingly by providing his employees with 
access to health facilities and incentives to remain healthy.

Do share with us your views on how to motivate non-family 
employees by contacting us at birla@aim.edu. We will 
discuss your comments in future issues of Vansh Shastra.  
We are also happy to help you with any problems you may 
encounter as you grow your family business.  This is part of 
our commitment to Hon. Mr. Basant Kumar Birla and his late 
wife Hon. Mrs. Sarala Birla who envision a strong Asian 
economy fueled by well-managed family businesses. We 
look forward to your engagement.

CARING FOR EMPLOYEES:
Growing The Business

EDITORIAL

by Prof. Dr. Andrea L. Santiago
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exercise classes. He also invested in a mini-hospital in 

Dental Clinic, to provide one-stop ambulatory services.

“We must expect to prepare our staff for the next 30, 40 
years,” Tan Sri said. “If they are sick, they are a liability. It’s 
bad for them, bad for their family, and bad for the company. 
If you want to help them, help them now.” He believes that 
people think clearer when they’re healthy, pointing out that 

Health is taken so seriously that anyone with a BMI beyond 
25 is referred to a dietician and is monitored constantly. BMI 
is even considered when calculating year-end bonuses and 
incentives. Says Tan Sri, “My personal philosophy: work is 
my hobby; exercise is my duty; health is my wealth.”

Dr. Tan Sri Lim, Owner, Top Glove

takeaway bags contained other things — boxes of rubber 
gloves, brochures with information about the company — 
but the dental hygiene items stood out. It made sense, in a 
way. After all, Tan Sri had spent a lot of our conversation 
discussing the importance of health in the corporate 
setting.

Tan Sri is the owner of the largest glove manufacturing 

supplies one-fourth of the world’s glove market. In 2001, he 
began the corporate health program. Says Tan Sri, “When 
you are not healthy, you cannot work. But we still pay 
[their] salary. Thus, it costs money. That is not good for 
business.”

With an employee base of 11,000, one sick day per employ-
ee per year would cost the company 7.8 million ringgits in 
actual medical costs and workplace downtime. Deciding 

right diet. An analysis of the sickness patterns among 
employees showed that sore throat was a common problem, 
so the company invested in dental hygiene kits.

Tan Sri purchased the rights to a gym that was operating in 
his building and offered free membership to all his employ-

MAIN STORY

HEALTH
IS WEALTH
by Prof. Dr. Andrea L. Santiago

TOP GLOVE CORPORATION supplies one-fourth of the 
world’s market for gloves.  The growth was phenomenal.  
From three-production line company two decades ago, Top 

company in Malaysia, operating 499 production lines with a 
capacity of 48 billion gloves a year.  In 2001, it offered its 

RM2.70 and is currently trading at RM5.80.  An individual 
who invested 16 years ago would have a return of 4,773% 
after adjusting for bonus issues and stock splits.  As of 2016, 

Singapore Exchange.

CORPORATE HIGHLIGHT
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earned its share of accolades.  Most recently, Tan Sri 

from the Malaysian Institute of Management, the 2016 
Business Excellence Person of the Year, the Sin Chew 
Business Excellence Award, and the 2016 FMM Icon Award 
from the Federation of Malaysian Manufacturers.   In the 
same year, the company garnered the following: the 2016 

-

Advisory Council.
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COUNTRY STORY

FOUNDATIONS
OF A STRONG
FAMILY BUSINESS:
Developing
Human Resources

In Asia, there are many leading family businesses that play a 
critical role in the rapid development of the economy. In 
fact, over 64% of 920 family-owned companies across 35 

Malaysia has the third highest concentration of family-con-
trolled corporations after Thailand and Indonesia. Twen-
ty-seven out of the 40 richest people in Malaysia belong to 

-

catalyst for the development of family businesses in Malay-

-
preneurial development, including access to microcredit 

development projects, which helped in the growth of Malay-

businesses, 59% of the businesses in Malaysia are still run by 
the founder, and they are dominated by small-scale enter-
prises. With this, the question of succession comes into 
place. Family-owned businesses usually give the privilege to 
their close relatives and most likely, to their children. 
Having been managed for a long time by the founder, 
turning over to the successor will not be easy.

Family-owned businesses in Malaysia identify succession 
planning, continuous innovation, and attracting long-term 

family businesses in Malaysia have no succession plan in 
place and only about 15% have a concrete, documented, and 

 by Dr. Shweta Pandey and Patricia Anne L. Bongulto

The strong focus on human - 
resource development has led 
to success for many family 
businesses.

The goal is to attain progress 
in human resources by        
providing equal opportunities 
for advancement and to 
narrow the ethnic income gap.

attracting talent are often key issues faced by family-busi-
nesses as a large portion of family business people entrust 
their companies to family members and are hesitant to bring 
over non-family shareholders. However, 54% of Malaysian 
family businesses prefer acquiring non-family professionals 

Because of a changing economy and the increased competi-
tion in both domestic and international markets, family 
business leaders in Malaysia face the challenge of globaliza-
tion.Therefore, they have shifted focus to modernizing their 
facilities, upgrading their human resources, and expanding 

that investing in natural resources does not guarantee the 

South Korea, and Singapore which have limited natural 
resources but have managed to thrive and successfully 
develop their economy due to their investment in human 
capital. In line with the above argument, Malaysia is moving 
towards skilled labor rather than low-cost labor for the 
development of the nation and family businesses in Malay-
sia have been supported by the government through devel-
opment plans for human resources. 

Vision 2020, rolled out by former Prime Minister Mahathir 
Mohamad, has acted as a key catalyst for Malaysian family 
businesses’ focus on human resource development. The 
policy endeavors to develop the nation economically, politi-
cally, socially, spiritually, psychologically, and culturally.  
The goal is to attain progress in human resources by provid-
ing equal opportunities for advancement and to narrow the 

an economically resilient and competitive Malaysian labor 
force by developing people — their potential, skills, and 
capabilities then leading to industrialization and economic 

Further, Vision 2020 has put focus on technological 
advancement. This is also in line with Malaysia’s third 

country to become a K-based economy, or knowledge-based 
economy, by 2010, i.e. focusing more on human capital 

focus on human-resource development has led to success 

pages.

Corporation Berhad, is honored as the 7th richest person in 

company was given a Human Resource Development Award 
in 2014. They were recognized for their exemplary employee 
training, along with their programs for HR management and 

also grants scholarships for their employees, hoping to keep 
them motivated, consequently maintaining the company’s 
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of the organization’s corporate social responsibility activi-
ties, they put up their own foundation in 1992, named Hong 

disaster victims, the Foundation provides scholarship 

manufacturing company in Malaysia. It has operations in 

has 32 factories, 550 production lines, and 12,000 employees 

founder, has received multiple awards, including the Malay-

Excellence Award. The company also emerged as a winner of 
the “Manufacturing – Chemicals and Heavy Industries” 

-

-
ny to their holistic approach when it comes to catering for 

their health programs, continuous learning programs, and 
well-represented workforce in terms of age and gender. By 
practicing employee inclusion and providing greater oppor-

progress and contribute to the Malaysian economy. Move-
ments to address a constantly changing economy, such as 
human resource development and modernization of 
technology, can take Malaysia one step ahead of its compet-
itors. 

privately -owned enterprises, making up nearly 80% of 
private enterprise in the US and close to 85% in the emerg-
ing markets such as Southeast Asia, India, and China 

-
sia, SMEs, comprised mainly of family businesses, contrib-

-

-
ment creation, as they employ nearly 60% of the global 

employees play a very important role for the success of the 

motivated, and loyal workforce by investing in their 
training, cultivating an inclusive work culture, and exercis-
ing stewardship toward the communities in which they 
operate.

of competitive advantage for family-owned enterprises 
-

tion, and development of non-family employees remain a 
unique challenge for many family-owned enterprises. For 
instance, family-owned enterprises are often perceived as 
highly conservative and nepotistic in nature, less profes-
sional and dynamic, and highly complex in nature compared 

public perceptions about family-owned enterprises have 
also affected their image as employers. People generally 
perceive that there are inherently different treatments when 
it comes to non-family employees.

divergence of interests between owners and their employ-

owners to hire motivated employees and makes their super-
vision necessary. Typically, family-owned enterprises tend 
to have a propensity to engage in altruism towards family 

which leads towards a natural bias against non-family 
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by Hazel Melanie Ramos and Michael Mustafa

THEMED ARTICLE

EMPLOYEE
BENEFITS
IN FAMILY FIRMS:
The Good and The
Bad
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‐
performance: Agency, stewardship, and capabilities. Family business 

performance work practices really necessary in family SMEs? An analysis 

-

pp. 300-311.

-
sation, family-owned enterprises on average pay lower 

rarely allow non-family employees to have shares in the 
business. Additionally, family-owned enterprises prefer to 

-

that the availability of rewards to family members is not 

The families’ continued involvement in the enterprise also 
means that family employees are preferred to non-family 
employees. For instance, to ensure the continuity of the 
enterprise, family-owned businesses may pay more atten-
tion to the development of family employees by designing 

-
nities for non-family employees to undertake training are 

Carneyrobust states that strong in-group/out-group percep-
tions among the family might lead to the adoption of 
practices that block opportunities for promotion of 

non-family employees and may explain why they are often 
considered as less attractive to individuals who are well 
educated, those who live in urban areas, and those who have 
strong aspirations with regards to the development of their 

However, the family business landscape may not necessarily 
be all negative for non-family employees.  The stewardship 

This is because they recognize that non-family employees 
can become “stewards” or caretakers of the business and 
intrinsically care for the welfare of the business.   Thus, in 
recognition of the pro-organizational behaviors of its 
non-family employees, family businesses tend to provide 
competitive compensation and remuneration packages to 

-

There is also growing recognition by numerous scholars that 

in the form of employee training and participation programs 
‐

dynamic working environment, employees tend to look for 

maintain healthy work-life balance. Family-friendly work 
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environments and other opportunities are some of the 

may be at times seen as nepotistic, it’s the same “famili-
ness” culture that it espouses which makes it more favorable 
towards treating non-family employees like part of the 
family. 

PEÑALOSA FARMS:
Retaining The
Millennial
Employees
by Reiana Garcia and Dr. Shweta Pandey

-

letter Suzanne received within two months.

Suzanne tried to understand the reason behind the resigna-
tion. “Please tell me why you are leaving. I felt that you liked 
working here with us and I am certain that you did not have 
any problems either with us or with your fellow employees,” 
Suzanne asked.

-
ing here in the farm. Everyone is nice; the work is meaning-
ful, and you and your family are fair and considerate 
employers. However, I want to seek opportunities in the 
city, where it is more exciting.”

resigned and the reason for her resignation was similar to 

Suzanne conveyed the news of the latest resignation to her 

becoming more and more unbearable, and everyone is 
always busy. It’s a lot nicer here on the farm. You not only 
get to help other people, but the work atmosphere is more 
relaxed and stress-free.”

Sandra are around my age; we are in our 20s. Young people 
prefer the excitement of the city. I’m sure you felt the same 

with us and whose families have been with us for a long time 
are still around. Those who want to leave are those who 
either have no family connections with our employees, or 
have attained higher levels of education as in the case of the 
children of some of our longtime employees, or both.”
 
Ramon grudgingly agreed with his sons. Suzanne started 

research and development spots. 

Family Background

kilometers away from the metropolitan area.  Ramon and 

another to the family business. Suzanne, despite obtaining a 
pre-medicine degree, chose to be fully involved in the 
business as head of product development, designs, and 
souvenirs. The second child, Wilmon, was a lawyer who 
worked full-time with the provincial environmental 

matters of the family business. Andrew, the third child, was 
an architect and responsible for all construction-related 
matters in the farm. The fourth child, Kelly, graduated with 
a degree in hotel and restaurant management and led the 
catering aspect of the farm’s training center as well as the 
delivery of the farm’s produce to retailers such as supermar-

farm operations. Ramon, on the other hand, led the design 

did not force the children to be involved in the family 
business, but all of them chose to take part in it anyway.

Business History and Background

-
-

stration farm, which stood on a 9,000-square meter lot, used 
to be the location of the machine shop and garage for the 

run.

As time passed, sugarcane prices dropped worldwide and 
inorganic fertilizers became more expensive. In 2005, 
Ramon thought of planting water spinach in the extra space 
of the garage to help feed the farm workers. Ramon 
purchased four pigs, including a sow, to “help” eat excess 
water spinach harvested. After the sow gave birth birth to 16 
piglets, Ramon discovered that the return of investment 
from selling the pigs was good and added other types of pigs 
for breeding. The farm lot then became a breeder farm and 
Ramon realized the positive effects of using probiotic feeds 
to feed the pigs. He also developed basal fertilizers utilizing 
the pig waste. By 2007, organic fertilizers were being used 
on all the sugarcane plantations.

Peñalosa’s “demonstration farm”

CASE STUDY

-

satisfaction among non-family employees: Investigating the roles of 

‐
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The farm lot developed into a what the owner’s termed as 
“demonstration farm” which was used to showcase and test 
different methods of organic farming for herbs and vegeta-
bles. The farm’s produce was initially for the family’s 
consumption only, but soon the family grew and distributed
the produce commercially. They soon realized that the 
demand for organic produce was increasing. Farms in other   
areas were also converted from purely sugarcane farms into 
vegetable and rice farms that use organic fertilizer as well. 
As for livestock, the demonstration farm raised quail, chick-
en broilers and layers, ducks, and pigs; all fed on probiotics. 

sugar mills.

To diversify the products of the business, the family invest-
ed in research and development. They experimented with 
cultivating mushrooms and aquaponics in the demonstra-
tion farm. They also purchased a dehydrator and tea-making 
machine for product development by way of food processing 
using some of the produce. The farm sold salsa, crackers, 
dips, and sauces to complement the fresh produce. Aside 
from the produce and livestock, the demonstration farm 
developed into a center for training in organic farming. 
Ramon had been active in the province’s organic movement 
since it started 12 years ago. When the governor learned of 
the demonstration farm, he sent the  provincial agricultur-

some time, demand for the training came from schools as 
part of study tours. The training center was launched in 
2010 and as demand increased and trainee needs evolved, 

training hall, a dining hall for the trainees’ meals during the 
training period, and guest rooms to accommodate trainees 
from other places.

Ramon, Suzanne, Wilmon, and Andrew conducted the 
training sessions. The training program became a four-day 
event called “passion training” in organic agriculture. The 
family’s goal was to promote agriculture as a viable career 
option in schools. Through the demonstration farm, the 
family showcased different methods and techniques of 
agriculture as a contribution to realizing Ramon’s dream 
that, “no one should go hungry in his own native land.”   

Employee Retention

Most of the employees worked at the farm “from womb to 
tomb." For example, the head secretary was already 70 years 
old and the head of the farm workers was 65 years old. Many 
workers came from families who had been employed at the 
farm for generations. Some of the key farm positions were 
even handed down from one generation to the next. The 
farm also employed security guards who were former rebels 
in the province. Most of the workers and their families came 
from the rural areas and were not able to attain a college 
education. Therefore, they did not have any alternative job 
opportunities. This coupled with a strong sense of loyalty 
were the reasons why most of the employees stayed in the 
farm’s labor force.

including 13th-month pay and Christmas gifts in kind such 
as groceries. They were also sent to other places for training 
in poultry, livestock, and post-harvest methods. Every year, 

emphasis on reminding the employees on the mission, 
vision, and values of the farm.

the farm, they brought in younger people who were educat-
ed in colleges and universities. Undergraduate interns were 
circulated around the different areas of the demonstration 
farm — such as the piggery, livestock, orchard, and mush-

could gain a widqe range of skills. The business also hired a 
consultant food technology graduate for research and devel-
opment of mushroom cultivation, aquaponics, and food 
processing techniques. The consultant eventually brought 

his former students from a nearby state university, to work 
research and development since the positions required 

-
ing product development and operating the machines that 
created dried fruit, salad dressing, dips, and sauces from the 
farm’s produce.

In the day-to-day operations of the farm, longtime farm 
employees were empowered to make decisions. The supervi-
sors in the different areas of the farm were given autonomy 
over their respective areas, and they consulted with the 

also tried to set a good example for their employees in terms 
of work ethic and cleanliness through their conscious efforts 
to exhibit these values themselves. 

Moving forward

Back at the family dinner, while discussing ways to circulate 

made good points about the age and educational attainment 
as being the probable factor in the resignations. Remember, 

-
ates in their 20s. How do we ensure that these two will 

hire soon will surely be young and well-educated as well. 
How do we ensure that the new hires will stay longer in the 
business?" 

Suzanne answered, “I think we should increase the salaries 
of the positions that require a degree, so that employees are 
more likely to stay. I cannot afford to have a high turnover of 
staff in product development because I want to keep coming 
up with innovative products from the farm.”

farm employees, though? Are there other ways to keep our 
employees with us? What if we develop a training and 

we certify those who have undergone our passion training 
workshops? They can be trainers of other food technology 
graduates in the future.” The whole family fell silent. This 
was a new challenge for the family business.

Exhibit A: Timeline of Business Activities at Peñalosa Farms

Rice

Pigs

ACTIVITY 2004 &
Earlier 2005 2010 2015

Sugarcane
Vegetables

Mushroom Cultivation
Aquaponics
Tea-making

Training Program
Kitchen for catering during training
Accommodation of trainees
Day tour

Dehydrator for fruits and vegetables

Chicken, Duck, Quail
Vegetables

Fruits and Herbs

AGRICULTURE

LIVESTOCK

RESEARCH & DEVELOPMENT

TRAINING CENTER
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Are there other ways to keep 
our employees with us?
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Next Generation Leaders: Advancing the Family Business
1st Birla Breakfast Forum; 14th September 2017; AIM Conference Center 
Manila
Prof. Dr. Andrea L. Santiago with Kevin Tan of Megaworld, Kenneth Yang of
McDonalds Philippines, and Anthony Huang of SSI Group Inc. at the podium 
is Bryan Gerard Cabrera of AIM Scientific Research Foundation.

Calcutta Visit
Manjushree Plantation, Industry House; 11th September 2017; Kolkata, India
Prof. Dr. Andrea L. Santiago with Birla School Heads

The Asian Family Business: Mainly About Business or Mainly About Family?
Family Business Dialogue; 9th May 2017; Kuala Lumpur, Malaysia
Prof. Dr. Andrea L. Santiago with Mr. David Tai Wei of Pansar Group, Dato Timothy Ong of Asia Inc. Forum (co-organizer), Tan Sri Dr. Lim Wee Chai of Top 
Glove Corporation, Simon Chua Sai Men of CMY Capital Group, and AIM President and Dean, Jikyeong Kang. 

Sustaining Family Business in the 21st Century: Nurturing the Seeds  of Trust
October 12-13, 2017; Asian Institute of Management
Prof. Dr. Andrea L. Santiago with workshop participants.
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About Basant
and Sarala
Birla

-
pated family and was very well educated. She studied at 
Fergusson College and was an active sportsperson of 
repute especially in ‘Kho-kho’ and badminton.

The union of Mr. Basant Kumar Birla and Madam Sarala 
Birla became a partnership that shaped the dynamics of 
the BK Birla group. The foundation they laid, based on 
strong Asian family values, enabled future generations to 
bring the Birla legacy to greater heights. Mr. Basant 
Kumar and Madam Sarala raised three children; a son, Mr. 

family values of honesty, dependability, and hard work.

Apart from the business, Mr. Basant K. Birla and Madam 
Sarala Birla are both very active and well-known in 
community outreach initiatives for promoting social 
causes. Mr. Basant K. Birla is the Chairman of the Birla 
Education Trust, Shree Krishnarpan Charity Trust, BK 

and various educational trusts and institutes such as the 

Madam Sarala pioneered education for girls and was 
actively involved in the running of several schools in 
different parts of the country till her demise. They estab-
lished more than 30 leading educational institutions that 
imparted education to more than 50,000 students in India 
and abroad.

Today, while Mr. Basant Kumar Birla is the Chairman of 
the group, Mrs. Manjushree Khaitan as the Executive Vice 

business affairs, aided by a team of trusted professionals.  
She ably carries forward the BK Birla group mission of 
adding value to stakeholders, namely customers, share-
holders, and society with integrity, commitment, zeal, 
seamlessness, and speed.

PREFACE

From a mere surname, the name Birla has morphed into a 
known global brand. The business has grown into a 

generations and a solid foundation based on values and 
strong business acumen. 

ORIGINS

West Bengal, thus laying the foundation for the begin-
ning of the Birla industrial group.

Birla, born on 16th February 1921. His journey into the 

Mill.  In the next two decades, he set up many companies 
including Bharat Air, which was later nationalized and 
merged with Indian Airlines on 9th August 1953; Bharat 

-

Century Textiles. In 1959, he established the Indo Ethio-

venture by any Indian industrialist. Thus, the family 

corp. with a wide array of various business categories.
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