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ABSTRACT

With the increasingly informationization and globalization of the
economic environment, Silence is Gold is no longer pursued as a golden
rule. However, in the domestic enterprises, especialy private enterprise,
employee silence has become a pervasive phenomenon in organizations.
Compared to junior staffs, silence of the senior managers will have a
greater negative impact. Therefore, in this paper, with the help of
evolutionary game theory, we consider the family members and external
executive members which exclude family members as the two groups,
and build the game model of the two groups to explore the selection and
evolution of the senior managers’ silence strategy in the process of the
game, which isrepeated and hasthe memory of the past, hoping to provide
a new perspective to study employee silence. According to the above
analysis, we will also discuss the way to break the employee silence to
build an excellent management team and make great contributions to the
sustainable development of private enterprises.
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INTRODUCTION

The Silence of the External Membersin the Ex-
ecutive Team was an important reason of thefailure
of Enron Corporation which had a fabulous perfor-
mance. In the Enron Company, a large part of the
directors who can get a handsome consulting fee
each year are well-paid consultant company. How-
ever, these directors whose term of offices is 15
years are lived superior and sat sluggish on the
boards from the beginning to end. They keep silent
to most of the management behavior until the bank-

ruptcy of Enron.

Private enterprise which is an important part of
nationa economy inour country and the most active
economic growth point made huge contribution to
China’s economic devel opment. However, itsexist-
ing problems began to emerge unceasingly with the
developing economy and expanding private enter-
prisesscale. The problem of enterpriseinternal man-
agement faced by private enterprisesis notable. Al-
though founder of the enterprise indeed plays ade-
cisive role to the success of the enterprise in the
business start-up phase, the leader’s personal abil-
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ity alone has been difficult to meet the needs of the
enterprise long-term development. The legendary
story of entrepreneur individual struggling for the
enterprise we heard has alimited effect on the man-
agement. Under the background of rapidly changing
economic requirement, with the continuous devel-
opment of the enterprise, it ishigh timeto complete
the enterprise management upgrading using externa
forcesand build aunited strong senior management
team (TMT). But as a result of family culture and
traditional ideas, the private enterprises still take
the paternalistic management mode which directly
contributes to the silence problem of external ex-
ecutive members as the principal thing.

In the early stage of private enterprises, core
members of the family often possess the enterprise
ownership and management rights. However, with
the expansion of the enterprise and rising demand
for management of the enterprise, private enterprises
need to employ the professional management per-
sonnel outsidethefamily member to makeup for the
lack of enterpriseinternal management mode using
their professional knowledge and management ex-
perience. The separation of ownership and rights of
management makesthe contradi ction between mem-
bers of the family and outside executives gradually
emerge. First of al, members of the family can
chooseto support suggestions from external execu-
tive members and encourage their bold recommen-
dations or choose to oppose them and implement
autocratic. Secondly, external executivemembersas
the “outsiders” of the enterprise also have two
choices which are choosing bold suggestionsin the
process of enterprise management and challenging
the authority of the member and keeping silent to
comply with members of thefamily. It can befound
that therel ationship between the member of thefam-
ily and outside executivesisthe consequence of the
game. The two group’s different behavior strategy
has a corresponding benefits and costs. In order to
further explore the interactive dynamic evolution-
ary process of the game behavior, we will use the
game theory to carry on research.

Evolutionary game theory as the result of the
evolution isacombination of gametheory and evo-
lutionary dynamics. It treatsan individual or agroup
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participated in the evolutionary game astheresearch
object, and assumes the interaction between indi-
vidualsor groupsto return. And the decision of each
side will be carried on the dynamic adjustment by
learning, imitation and so on. In addition, it also
changes dueto the changing of gamehistory and en-
vironment. As aresult, a strategy with high returns
will be favored, and the strategy with low returns
tends to disappear. The traditional game theory re-
quiresthat participants must berational, playersare
not alowed to make mistakesin the process of game
and each stage must befully rational. However, these
strict constraints are obviously difficult to achieve
inmost practical problem research, becausethe per-
sonisnot entirely rational and can’t keep rational in
every stage of the decision-making. Smith (1973)
and Price (1973) put forward the basic concept of
the evolutionary game theory—Evol utionary Stable
Strategies (ESS) to solve the problem effectively.
They dam the compl etely rational assumption, so as
to find anew breakthrough in the research of game
theory, expand the application range of thismethod-
ology, and devel op the evolutionary gamein differ-
ent aress.

Therefore, with the help of evolutionary game
theory, thispaper considersthe membersof thefam-
ily and outside members of the executive as two
groups of game, constructs two groups strategy op-
tion game model, analyses the equilibrium and sta-
bility of the model, and explores the selection and
evolution of silence or not chose by external execu-
tive members in the repeated process of gaming
which havesthe past memory. Asaresult, itishelp-
ful to provide a new angle for the research of em-
ployee silence problems. And according to above
analysis, it can be discussed that how to break the
staff silence. Finally, the author also points out the
way to break interna silent in the senior manage-
ment team for building an excellent management team
and realizing the sustainabl e devel opment of the pri-
vate enterprise.

LITERATURE REVIEW

Thedefinition and classification of employee si-
lence
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Morrison and Milliken(2000)who came up with
employee silence at the earliest thought that silence
isthe behavior of holding their own opinionswhen
the employee facethe organization’s potential prob-
lems and it would be known as organizational si-
lence when this silence devel oped to be agroup phe-
nomenon. Silence behavior was defined as “The
employee keep on real expression about their indi-
vidual behavior, cognitive or emotiona evaluation
while they have the ability to influence or change
the situation” by Pinder and Harlos (2001) in the
angle of attitude of employees. According to them,
employee silence could be divided into acquiescent
silence which indicates that employees hold opin-
ions negatively and silence of negative act which
means that employees keep silent actively in order
to protect themselves or maintain a good interper-
sonal relationship. Dyne, etc. (2003) who further
define the boundary conditions of employee silence
exclude unconscious silence behavior without think-
ing and behavior having no opinions. Meanwhile
Dyne divided silence behavior into defensive si-
lence, acquiescent silence and pro-social silencein
view of silent motivation based on research of si-
lence studied by Pinder and Harlos. The first two
are similar to silence of negative act and acquies-
cent silence put forward by Pinder. The definition
of last one is that employees whose motivation is
altruism or cooperation keep their objectionsin or-
der to safeguard the common interests of the group
and maintain harmoniousworking environment.

Domestic scholars Zheng Xiaotao (2008) who
combined China’s cultural background considered
that the staff should have put forward their thoughts,
suggestions, opinions so asto improve management
of the department or organization with the help of
experience and knowledge, but they chooseto hold
opinions, refineor filter their views because of vari-
ousreasons. Inthe opinion of Zheng Xiaotao, onthe
basis of questionnaire investigation and literature
research, employeessilence can bedivided into three
dimens onsincluding acquiescent silence, defensive
silence, and indifferent silence. The first two are
similar to theideas of Dyne, Pinder, and so on, while
indifferent silence was not mentioned in the previ-
ous research. It is described to be that employees

keep the point of view negatively when they facethe
present work and commitment from the organization
of low level. In other words, they are indifferent to
theinterests of the organization.

Silence of top management team from the per-
spective of evolutionary game

In private enterprises, external executives tend
to prefer silence by comparing the income and cost
of the game. The behavior of not silence will be
equivalent to advising for the sake of simplifying
thegamemodd. Infact, only getting the support from
members of the family, can external professional
managers achieve the benefits resulted from advis-
ing. However, under theinfluence of traditional cul-
ture, due to the origin and history of private enter-
prise, few founder of the private enterprise be will-
ing to decentralize, which makes outside executives
generally believed that the family members prefer
to implement autocracy without supporting and
adopting the opinions of the“outsiders”.

Under this hypothesis, external executives de-
termine its strategic choice through comparing the
different benefit between advising and keeping si-
lent. On the one hand, contradiction and conflict will
appear easily between ownership and rights of man-
agement when external executives choose to break
the silence and advise actively. Disadvantages are
obvious. Thebehavior of advising may bring therisk
of “removing” to them, which will prgjudicethede-
veloping of their careers, even though their recom-
mendation contributesto the enterpri se devel opment.
On the other hand, if they select to keep silent, it
will not bring damage to them. In addition, it also
hel psto maintain the harmony of senior management
team, and the steady devel opment of the career.

Externa executives prefer to silence by means
of comparing the cost and benefit to avoid conflict
within theteam even though they found the problems
existing in the enterprise or have agood ideafor it.
The pseudo harmonious problem resulted from em-
ployee silenceis often easily ignored by people due
to its conceament. What’s more, this phenomenon
will lead to abad performance of management team,
and bring the danger of destruction before enter-
prises’ being conscious of therisk. Therefore, it is
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necessary to build agame model, explorethe evolu-
tion of the game strategi ¢ sel ection selected by prin-
cipa parts. On this basis, appropriate steps should
be taken to make the mode of the game between both
sides ideal, reduce the silence phenomenon within
the senior management team, and hel p private enter-
prisesto realize sustainable devel opment.

GAME BETWEENFAMILY MEMBERSAND
EXTERNAL EXECUTIVESIN THE ENTER-
PRISE

Model assumptions

(1) We assume the subject of the game is mem-
bers of thefamily and external executivesin private
enterprises.

(2) There are two strategies including support-
ing advice (a,) and opposing advice (a,) for mem-
bers of thefamily and two choiceswhich iskeeping
silent (b) and being not silent (b,) for external ex-
ecutivesin the process of the game. And the behav-
ior of not being silent is equivalent to advice.

(3) Under the condition of family members en-
couraging suggestions, privately operated enterprise
will gain profits (R) due to active advice from ex-
ternal executives. However, plethoric information
because of their excessive advice will bring a cer-
tain noise that affects decisions making, which re-
sultsin a certain amount of loss of enterprises (c).
Outside executives obtain revenue 7 due to their
advicefor contributing to the devel opment of enter-
prises and realizing self-worth.

(4) Under the condition of family members do-
ing not encourage suggestions, the conflict will
emergeif the external executivesadvise boldly and
challenge authority. The enthusiasm of external ex-
ecutives will be reduced. Contradictions within in-
ternal executive team will bring certain loss to pri-
vate enterprises (). On the other hand, enterprise

isalso likely to reap the benefits R, because execu-
tives who provide enterprises with useful informa-
tion come up with recommendations boldly, and then
problems inside business enterprises can be found.
However, profits R arelessthan profits gained un-
der the condition of family members supporting sug-
gestions (R,<R)) dueto the conflict within theteam
and restrict from membersof thefamily. Inthe mean-
time, the conflict between external executives and
members of thefamily will exert abad influenceon
the external executivet,. Their choice of obedience
to authority and silence mean aloss L to the enter-
prise, while their silence which maintain harmony
within the team has a positive impact on the devel-
opment of their careers, which may lead to earnings
t.to external executives.

On the basis of the above analysis, we can get a
pay off matrix shownin TABLE 1 about the evolu-
tionary game between two groups including mem-
bers of the family and external executives.

M oddl evolution

We assume that in the initial state, the propor-
tion of supporting suggestions(a,) selected by mem-
bers of the family isp, and the proportion of op-
posing suggestions (a,) isi- p. And the proportion
of being not silent (b, ) for external executivesisq,
while the proportion of silence (b,) isi-q. TABLE
1 shows each expected revenue resulted from strat-
egy a and strategya,:
u,=q(R -C) (1)
thy =q(R, —C—-L)+(1-q)-L) 2

Formula (1) and (2) present the averageincome
of family members:

u = pu, +(1— pu, 3)

Similarly, the expected revenue resulted from
strategy and strategyas follows:
v =pr+(1-p)t)

v, =(1- pt,

(4)
(5)

TABLE 1: The pay off matrix

External Executives

_ Not Silence (Suggestions) Silence
Membersof The Family - -
Supporting Suggestions (R-C,7) (0,0)
Opposing Suggestions (R-C-L,—t) (-Lt,)
%jogecﬁnofo_q C—
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TABLE 2 : The analysis result of local stability

Equilibrium DetJ Plus-minus Tr(J) Plus-minus Result
p=0,q=0 t-t,) + L t-t,) - Ess
p=0q=1 (R-R-LXt,-t,) + R-R-L+t-t,) + instable
p=19=0 Lz + L+x + instable
p=1qg=1 (R-R-L)x + IA(R-R-L)+7] - Ess

p=p.0=0q U I%Xﬁ_g) - 0 Saddle Point

The formula (4) and (5) reveal the average in-
come of external executives:

v=gv,+(1-q)v, (6)
According to thetheory of biological evolution,
one side using the strategy of low income is pos-
sibleto changetheir strategies and imitate the strat-
egy with higher-yield, which makes the proportion
of members adopting different strategies changed.
In accordance with Malthusian dynamic equation, a
replicate dynamic equation about family members
can be obtained:
F,(p)=%=pGy~u)=p(1-paR ~Ry)~L] (7
In the same way, we can also get replicate dy-
namic equation for external executives:
F(@=%=90,-M)=q1-9p(x+1,-1,)~(6,~1,)] (g)
According to equation (7) and (8), Jacobi ma-
trix can be obtained:
_(Q-2p)lg(R —R,))-1] p(-p)XR -R)
L qU-@r+4-1)  A-2)[pr+h 1)~ —1)],
We have the ability to find out the determinant
and rank:
DetJ =(1-2p)A-2q)[q(R — R) - L]x[p(m+1, —1,) - (t, - 1,)]
—pq(1—-p)1-q)(R —R))(7 +1 —1,)
Ir(J)=(1-2p)lq(R, —R) - D)1+ A-2q)[p(z +1,—1,)— (1, - 1,)]

Model analysis

It can berealized from the above assumption that

p and g mean the proportion for two groups choos-

ing astrategy. Therefore, thescopeof p and g are
o< p<iando<q<1. And the equilibrium of dynamic
replicated equations should be located in the plane
area, s={(p,q)|0< p<1,0<q<1 which makes the
value of dynamic replicated equation (7) and (8) is
0. We can find that the number of local equilibrium
of dynamic replicated equationsis 5 through cal cu-
lating. They are O(0,0), P(1,0), D(1,1), E(0,1)

and saddle pointS(p’,q") . And we should note that

Lt *
P =t g andd

L
"R-R~

According to the analysis method of local sta-
bility of Jacobi matrix, two stable equilibrium points
(ESS) including O(0,0) which means that family
members oppose advice while external executives
keep silent and D(1,1) which indicates that mem-
bers of family support suggestions while external
executives break silence can befound in the system
through analyzing thevaueof p«y and +(3). Dynamic
phase diagram can represent the evolutionary game
of two groups:

It can be seen from the Figure 1 that evolution-
ary paths of the system depend on the location of
saddle point s(p’,q)in the plane area OHDE and
theinitia proportion of two strategiesincluding sup-
porting silence and advice chose by family mem-
bersand external executives(p,.q,) .

(1) Thelocation of the s(p',q)
If p +q >1, the saddle point Sis closeto D. At

A
q
E . D (L. 1)
4 . A
q
p/\ H (1. 0)
< |
0 P

Figure 1 : The systemic dynamic phase diagram
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Family Members

advising( 77 )

K silence ( 12)

External Executives

Figure 2 : Different management mode of family members

the moment, theareaof OHSE islarger than HDES,
and the system tends to indicate that family mem-
bers refuse to encourage advice while external ex-
ecutiveskeep silent. If p +q" <1, thesaddle point S
iscloseto point O. Under thiscircumstance, the area
of HDES s larger than OHSE. In addition, the sys-
tem tends to suggest that family members support
advice and external executives break si-
lencep +q =1.If, wecan know theareaof OHSE is
equa to HDES, and the probability of systemictrend
to (0, 0) issameto thetrend to (1, 1).

(2) The size of the (p,.q,)

The systemic evolutionary result isthought to be
that family membersoppose employees’ advising and
external executive members choose silence whenis
located in theareaof OHSE, so the entire enterprise
fall into the predicament of the organizational si-
lence. On the other hand, if (p,.q,)is located in the
areaof HDES, the systemic evolutionary showsthe
awin-win situation which meansthat family mem-
bers are in favor of advising and external execu-
tivesrespond to it actively.

M odd evaluation

Wefind that the broken line which is connected
by the point E, S, and H isthe borderline because of
systemic convergence to different patterns through
the analysis of evolutionary game model. The point
located in the top-right corner of ESH will converge
to an ideal model, which makes both sides achieve
awin-win; theonelocated at the bottom-left of ESH
tendsto convergeto abad model, which also makes
enterprisefall into predicament of thesilence. If both
two groups are able to stick to evolutionary stable

%jogecﬁnoby
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strategy, the changing tactic selected by each indi-
vidual in the group does not affect evolution stabil-
ity. Therefore, this paper explores the strategy se-
lection and evolution of external executives under
the condition of certain family management style

( p,=1or p,=0) on basis of different management
mode of family members.

(1) Family member sencour age employee Sugges-
tionsand democr atic management

We assume p,=1. In other words, members of

thefamily encouragethe staff recommendationsand
advocate democratic management. At thistime, both
sides can realize the evolutionary stable strategies
(ESS) of “encouraging suggestionsand breaking the
silence” shown in the blue part of Figure 2 aslong

asq, # Owhich means that the external executive

comes up with their own ideas boldly after finding
the management problemsand the unreasonable de-
cision made by members of the family. In the first
game, private enterprises may face the loss C re-
sulted from overmuch information which will influ-
ence decision-making, and gain theearningsR, due
to obtai ninginformation which play animportant role
in the development of enterprises. And then the ex-
terna executive also gets profitsbecause of show-
ing their talents and obtaining attention and regard
from members of the family. That way, both sides
realize maximization of benefit. With thefirst suc-
cessful experience external executive membersfind
that the benefit of advising far outweigh the risk,
which makesrefusing silence becometheir preferred
choiceinthefuture. Through therepeated game, the
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whole process may be a virtuous circle, which is
helpful for the development of private enterprises.
However, in reality of private enterprises, in
order to realize the above the ideal mode, the enter-
prise needs a member of external executives “dare

to bethefirst to eat the crab”, which makes g, # 0.

Otherwise, external executivesare unwilling to show
real ideasand conflict with family membersfor vari-
ous reasons even though members of the family are
able to accept different “voices”. Therefore, it is
difficult for members of the family to effectively in-
tegrate human resources, mobilize and concentrate
the wisdom of the entire senior management team,
and implement democratic management. To solve
this problem, family members should introduce the
regul ating mechanism, encourage their employees,
change strategy, and break the silence. In the end,
the evolution of system becomesideal, which means
“encouraging suggestions— breaking the silence”.

(2) Membersof thefamily do not encour age sug-
gestionsand advocate autocr atic management

We assume p,=0. In other words, members of

thefamily are self-centered, and want their employ-
ees to show the unconditional obedience. At the
moment, if external executivesvoicetheir dauntless
opinions, it is easy to arouse conflict between se-
nior management team, which may lead to the dis-
missal of external executives. Obvioudly, it will have
an effect on their future career development. Exter-
nal executiveswill bear theloss(T,). However, those
external executiveswho keep silent after finding the
same problems are able to realize profits T, for
maintenance of team’sinternal harmony. Playersare
possibleto choose higher-yielding strategy because
the entire model is based on the repeated gamewith
the past memory. So the strategy of breaking the si-
lence will disappear in the subsequent game. The
entire external executives will choose silence in-
stead of suggestions. At this time, second ESS will
appear. Both sides can realize the stable evolution
strategy of ““doing not encourage advice — silence”
shown in red part of Figure 2. Private enterprises
will bein adilemmaof silence. It isdifficult to get
anegative feedback, find out and solve the manage-

————, FurL PAPER

ment problem. What’ more, it will affect the perfor-
mance of the entire enterprise because their auto-
cratic management hit the executive’s enthusiasm.
Asaresult, private enterprises will bear thelossL.

The condition of “Does not encourage recom-
mendations — silence” is widespread in the early
stage of private enterprises. In its founding stage,
members of thefamily can decideontheir own, seize
the development opportunity due to the scale and
nature of enterprises. However, thismodel has been
more and more difficult to adapt to the devel opment
of enterpriseswith the devel opment of economy and
growing scale of enterprise. In addition, members
of the family feel hard to reach every aspect of a
matter. Under this situation, both sides of game are
expected to change the original strategy of “doing
not encourage Suggestions” and “silence”. Only in
this way, can enterprises get rid of family-based
management, conform to thetrend of thetimes, and
realize democratic management.

Within an organization, however, what is good
for persona alwaysproneto conflict to what isgood
for the collective. In game theory, group profit can
reach the maximum easily if both sides of the game
chooseto cooperate. But two sidesaregoing to face
the temptation of not cooperation. Intheir opinions,
the cooperation needs cost. Therefore, it is well
known that the phenomenon of “prisoner’sdilemma’,
“free rider” and “the tragedy of the public land” is
common. Similarly, external executives face two
choices containing the silence and not silencewhen
they carry out the game with members of thefamily
in enterprises, especialy in private enterprises.

To private enterprises, the strategy of not silence
may bring a certain benefit or avoid aloss, whileit
means a lot of unknown risk and cost to external
executives. Sotheemployee prefer to sillence. There-
fore, in the process of the whole game, the mode of
whole game will become the first ESS for raising
theincome of advising and reducing the temptation
of silence.

WAYSTOBREAK THE SILENCE

In private enterprises, external executives tend
to choose silence in most cases. What’s worse, this
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choicewill be diffused constantly, affect the choice
of the other employees, and cause silence of tissues
eventualy. Apparently, it seriously affects the op-
eration of enterprise internal team and the healthy
devel opment of the enterprise. According to theevo-
lutionary game model, two ways can be used to break
the silence. One method pays attention to changing
initial proportion of two selections containinga, and

b, chose by both groups. And the key point of other

oneisredlizing thesaddlepoint S(p’,q") movingto
bottom-|e&ft.

(2) I'mprovingtheinitial proportion of strategy a,
selected by membersof thefamily: changingthe
pater nalisticleader ship style

Leading isthe biggest factors which lead to the
employee silence. In domestic private enterprises,
paternalistic management of high authority and low
kind which is common in domestic private enter-
prises results in employee silence. Therefore, it is
hightimeto break thesilence. First of all, we should
change the leadership style of family members. In
the process of enterprise management, family mem-
bers need to adopt the management style of fairness,
justice and democracy, strengthen the trust of em-
ployees, and make use of human resources effec-
tively. Secondly, “Do not suspect the man you use
and do not use the man you suspect” was an impor-
tant principle. It is necessary to draw on the wis-
dom of themasses. In addition, leaders should learn
to listen, encourage opinions from the employee,
which makes apeaceful atmosphere.

(2) Improvingtheinitial proportion of strategy b,
selected by external executives: introducing and
cultivating “not silent executives”

In order to get rid of the difficulty of silence,
external executives who “dare to be the first to eat

crab” are aso needed. That is to say thatq, = 0.
This meansthat changes should start in the recruit-
ment process. A variety of recruitment techniques,
such as questionnaire survey and scene simulation
can be used to pick a candidate willing to remon-
strate and eliminate a silence. At the first, the new

%jogecﬁnoby

employee with characteristics of actively advising
should be absorbed in private enterprises. Secondly,
attention should be paid to improving the silence of
existing executive members, building the executives’
awareness of being master of enterprises, and culti-
vating collectivism spirit. It istheir dutiesto realize
that profitsof enterprisesareclosely linked to them.
Itisessential for enterprisestoingpirethe executive’s
self-expression, let them recognize that silence is
the “cul prit” which lead to the difficulty to achieve
their own value. And it is a'so an important cause
which resultsin anxiety and low satisfaction to the
job. These measures are hel pful to improvethe cost
of choosing silence strategy to encourage them to
sel ect suggestions. So the system will becomeideal.

(3) Reducing p" : improving the benefit of exter-
nal executive member for suggestions

R A .
Because of P =————, we can increase the

T+t -1,
yield of external executive membersfor recommen-
dationsto reduce, which makesthe saddle point move
totheleft. In private enterprises, the expected return
of advice isless than the income of silence, which
gives rise to employee silence. Therefore, private
enterprises can adopt the method combining mate-
rial rewards and spirit incentive to promote those
whose adviceis useful to the development of enter-
prises and put them in animportant position. Lastly,
personal income should betied to their performance.

(4) Reducing g : improving the construction of

culture and system and reducing therisk of ad-
vice

In order to reduceq’, we can decrease the |oss

L faced by enterprises through lessening the team’s
conflict resulted from the advice of employees due
. L
toa "R-R "
to bottom. In private enterprises, if senior managers
come up with advice for poor decisions made by
members of thefamily, it iseasy to leadsto the con-
flict which may result in deterioration between them.
At thistime, enterprisesare possibleto suffer aloss.
The system and culture are the sally port to reduce

In thisway, the saddle point will move

(—
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the loss. In the first, we can construct the open en-
terprise culture to reduce conflict. Specificaly,
higher authoritiesusually think that the advicefrom
subordinateisachallengeto their power on account
of theinfluence of traditional hierarchy and face cul-
ture. And openness of the enterprise culture can ef-
fectively avoid thiskind of idea. Secondly, itisnec-
essary to perfect internal system of enterpriseto miti-
gate conflicts. For example, enterprises can break
the bureaucracy and hierarchy, and shortentherights’
distance and psychological distance between mem-
bers of the family and all employees containing ex-
ternal executives. In the same way, we can develop
the bottom-up communication system to make the
communication between higher and lower smoother.
In thisway, conflict can be mitigated timely and ef-
fectively.

CONCLUSION

On basis of the above study, it can befound that
the relationship between the member of the family
and outside executives is the consequence of the
game. And there are two evolutionary stable strate-
gies. They are “encouraging advice— breaking the
silence” and “opposing advice — silence”. But ex-
ternal executive members of private enterprises of -
ten choose silence because of the culture and his-
torical roots of private enterprises and autocratic
management. The silenceof external executivescan
maintain harmony within the team in a certain ex-
tent, but it will lead more and more problemsin the
future. Weall know that Enron Enterprise with fabu-
lous performance were bankrupt due to employee
silence. Therefore, it isimperative to break the si-
lence of external executive in private enterprises.
Based on the building and analysis of evolutionary
game model, the author found that two methodsin-
cluding changing the leadership style of family mem-
bers and devel oping the character of advising of ex-
ternal executive can be used to break the silence.
Meanwhile, it is essential to lay emphasis on the
improving external executives’ yield of advice and
reducing therisk of recommendations, whichisben-
eficial to realize the ideal mode of “encouraging
advice— breaking the silence”. In summary, we can
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realize the sustainable development of private en-
terprises by building a good senior management
team.

This paper focuses on the negative impact of
external executives’ silence, but silenceisgood for
the development of individuals or the organization
with some condition. If the motivation of thesilence
whichisnamed aspro-socia silenceby Dyne (2003)
IS based on altruism and cooperation, it is profit-
ableto the development of the organization. For ex-
ample, when a decision which can effectively pro-
mote the devel opment of enterprisesis harmful for
some employees, pro-social silence can encourage
employees safeguard the interests of organizations
and give up personal gain. For external executives,
appropriate silence can effectively improve inter-
personal relations and be advantageous to their ca
reer. In addition, for private enterprises, amoderate
amount of silence can avoid confusion caused by
too much “voice” and reduceinternal conflict within
the executive team. Therefore, we need view the si-
lence diaectically in the study of employee silence.
In other words, not only the negative effect but also
positive influence of silence should be paid a close
attention.
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