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ABSTRACT

This qualitative study employed a phenomenological approach aimed at describing
and understanding the experiences of second-generation school owners as administrators
in a family-owned school. Eight participants were recruited using deliberate sampling and
underwent a virtual, in-depth interview and focus group discussion. The data was analyzed
through thematic analysis using NVIVO software and with a peer debriefer. This study aims
to answer three research questions, particularly the lived experiences of second-generation
school owners, their coping mechanisms, and their insights relative to the purpose of the
study. As to the lived experiences, five themes emerged, namely: facing the challenges of
succession, understanding financial management, managing comparison and expectations,
maintaining educational mission and values, and demonstrating resilience and adaptability.
With regard to coping mechanisms, five themes appeared, namely, the significance of
employee support and feedback, maintenance of transparency and open communication,
financial management strategies, the significance of the organizational structure, and
commitment to further development. Lastly, their insights revealed five themes: creating
means for open and transparent communication, upholding cultural values, tradition, and
innovation, prioritizing employee engagement and relationship building, and establishing
succession plans and professional development. The study's results may help the family-



owned schools craft effective succession planning guidelines, as well as the Department of
Education and other private school associations, as a basis for policy-making of programs
related to the sustainability of private family-owned schools.

Keywords: family-owned schools, second-generation, phenomenological research, school
administrators, succession planning, Division of Davao City, Philippines

INTRODUCTION

The phenomenon of second-generation school owners inheriting and managing
family-owned schools is a complex aspect of educational leadership. Family-owned schools
play a vital role in education, and second-generation family owners often face unique
challenges and opportunities in their leadership roles. Second-generation school owners
frequently handle the challenges of taking over and running a school, striking a balance
between tradition and innovation, and bearing the weight of maintaining a family legacy
while ensuring the institution succeeds in the long run. Jaffe and Grubman (2020) explained
that second-generation owners of family-owned schools aspire to harmonize tradition with
innovation, a pivotal aspect of their experience. Examining family-owned schools—
especially those that are passed down from one generation to the next—offers a singular
chance to investigate the workings of educational entrepreneurship in the context of family
legacy. Even though family-run schools are quite common, little is known about the actual
experiences of second-generation school owners.

Jaffe and Grubman (2020) delve into the lived experiences of second-generation
family owners within educational institutions, highlighting the intricate interplay between
familial dynamics and business administration. Through comprehensive interviews involving
various stakeholders such as owners, administrators, and educators, the researchers
unravel the delicate equilibrium between tradition and innovation in family-owned schools.
They argue that effective leadership in such settings necessitates a profound
comprehension of both familial values and educational principles. Similarly, Tabor and
Vardaman (2020) provide insights into the challenges encountered by second-generation
family owners in upholding the legacy of their educational establishments while adapting to
shifting market dynamics. In contrast to the conventional narrative of seamless succession,
the research by Neckebrouck (2021) spotlights the tensions and conflicts inherent in
leadership transitions within family-owned educational institutions.

Existing studies on family-owned businesses present a diverse range of findings.
Baron and Lachenauer (2020) challenge the conventional wisdom, suggesting that family
businesses, contrary to popular belief, often outlive typical public companies.

Pardo-del-Val (2008) found that less than one-third of such businesses continue into
the second generation after the original owners retire, with only half of these surviving into
the third generation. The study conducted by Cesaroni et al. (2021) on family firms identified
four dynamics in the transition from the founding to the second generation: decline,
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transformation, consolidation, and preservation. These dynamics depend on the founders'
and successors' approaches toward innovation. The research proposed a typology of
founders and successors, explaining their influence on the evolution of innovation from the
founder generation to the next. This research provides insights into the evolution of
innovation in family firms across generations. Lastly, Cornell Johnson’s research provides
key statistics, indicating that family-owned businesses, which contribute 57% of the U.S.
GDP and employ 63% of the workforce, face challenges such as debt reduction and
succession planning. Despite an average lifespan of 24 years, only 40% transition to
second-generation businesses. However, these businesses also offer significant leadership
opportunities for women and maintain high ethical standards.

While a large body of research has been done on the creation and operation of family-
owned companies, very little of it has been written about the real-world experiences of
second-generation school owners. There is a need for studies that delve into the influence
of specific cultural contexts on the leadership styles and strategies of these individuals.
Socioeconomic factors and their impact on the experiences and challenges faced by
second-generation school owners also warrant further investigation. This disparity is
especially noticeable when considering the psychological ownership and identity formation
that are pivotal in the transition from one generation to the next (IESE Business School,
n.d.).

From the given problem that second-generation school owners face the challenges
of taking over and running a school, this study may add to the larger conversation about
generational shifts, particularly in family-owned schools, providing an avenue for teachers,
administrators, and other stakeholders to explore and understand the experiences of
second-generation school owners. By recognizing the challenges faced by second-
generation school owners, educational leaders can help facilitate a smoother and more
effective transition of educational leadership and promote long-term sustainability in family-
owned schools and institutions.

Research Questions

1. What are the lived experiences of second-generation school owners serving as school
administrators in a family-owned school?

2. How do second-generation school owners cope with the challenges of managing a
family-owned school as school administrators?

3. What insights are drawn from the experiences of second-generation school owners
serving as school administrators in a family-owned school that can be shared with
others?

METHODOLOGY

This study used a qualitative research design, employing a phenomenological
approach, because it explored the structures of human lived experiences, coping
mechanisms, and insights. Moreover, the qualitative research design is interested in how
people interpret their experiences, how they construct their worlds, and what meaning they
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attribute to their experiences (Merriam & Tisdell, 2015). Qualitative research is a process of
naturalistic inquiry that seeks an in-depth understanding of social phenomena within their
natural setting. It focuses on the "why" rather than the "what" of social phenomena and relies
on the direct experiences of human beings as meaning-making agents in their everyday lives.

In the context of this study, a phenomenological approach was utilized to understand
and explore the experiences of second-generation school owners as school administrators in
a family-owned school. Phenomenology, a qualitative research methodology, delves into lived
experiences as described by participants in relation to the phenomenon's unique nature
(Creswell, 2014). This approach emphasizes in-depth interviews to capture the essence of
participants' experiences in their entirety.

The study participants were eight second-generation school owners in a family-
owned basic education school in Davao City, Philippines. These participants were identified
using deliberate sampling and underwent a virtual, in-depth interview and focus group
discussion. For the in-depth interview, the researchers chose five second-generation school
administrators and three for the Focus Group Discussion. The researchers followed
Creswell’s (2014) theory that eight to 14 individuals can saturate the information needed for
the inquiry. Moreover, purposive sampling techniques are used when the researchers want
to gain detailed knowledge about a specific phenomenon rather than make statistical
inferences or when the population is very small and specific (Patton, 2002). Both IDI and
FGD were conducted via online meetings through Google Meet. In qualitative research, the
informants should be well informed of the interview to be done, with the time and place set to
their own convenience (Creswell, 2007; Jamshed, 2014; Mason, 2010). The participants
were selected based on these selection criteria: (a) must be a second-generation school
owner by blood or consanguinity, and (b) must serve as a middle-level administrator and
above. The participants used pseudonyms to maintain their anonymity, thus, upholding
confidentiality of their identities.

In this study, the data collected from in-depth interviews and focus group discussions
were transcribed, translated, and analyzed so that the researchers could thoroughly
understand the phenomena under study. The analysis followed the proposed process by
Creswell (2009), including the transcription of the responses and thematic analysis. According
to Daly, Kelleher, and Gliksman (1997), thematic analysis searches for essential themes that
emerge in describing a phenomenon. The University of Auckland (n.d.) enumerated the
following phases for the thematic analysis: (1) familiarization with the data, (2) coding, (3)
searching for themes, (4) reviewing themes, (5) defining and naming themes, and (6) writing
it up. Coding refers to the labelling of features pertinent to the research questions. While
coding, initial themes are also identified and organized by the researchers. This is in
response to the third stage of the thematic analysis, which is searching for themes. To avoid
misinterpretation and biases, the data were reviewed through NVIVO software. Codes were
identified after the NVIVO analysis. The researchers then grouped the codes and identified
them with words and brief sentences to extract core ideas which were further grouped
accordingly to identify major themes.
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RESULTS

This section of this research presents the findings of the study. This section examines
the detailed narrative of the participants' experiences in tabular form with support transcripts
from the IDIs and FGDs. Only two lifted transcripts were used per core idea to ensure the
conciseness of the results. The results are presented in themes and core ideas and based on
the order of the research questions. The data were described, analyzed, and explained to
provide a gist of the study’s findings.

Profile of Participants

The study participants were eight second-generation school owners in a family-
owned basic education school in Davao City, Philippines. These participants were identified
using deliberate sampling and underwent a virtual, in-depth interview and focus group
discussion.

All participants have administrative experience in the school ranging from (10) ten to
(30) thirty years old. Five (5) participants joined the in-depth interview and three
(3) in the focus group discussion. These participants are a mixture of four (4) males and four
(4) females, with ages that range from thirty-six (36) to fifty-six (56) years old, voluntarily
participating in this study without expecting any return.

Table 1
Participants Information
Research Participants | Research Code Gender Study Group

Informant 1 IDISGO01 Female IDI
Informant 2 IDISG02 Male IDI
Informant 3 IDISG03 Female IDI
Informant 4 IDISG04 Female IDI
Informant 5 IDISGO05 Male IDI
Participant 1 FGDSGO01 Male FGD
Participant 2 FGDSG02 Male FGD
Participant 3 FGDSGO03 Female FGD

The Lived Experiences of Second-Generation School Owners
During the Process of Succession

Table 2 shows the essential themes and core ideas extracted from the IDI and FGD
on the lived experiences of second-generation school owners as administrators in terms of
their succession of a family-owned school. The themes are discussed in the succeeding
paragraphs.

The interviews revealed several key themes regarding the lived experiences of
second-generation school owners as administrators during the succession of a family-
owned school. These themes include challenges of succession, the significance of
commitment and dedication, issues in finances and resources, challenges of comparison
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and expectations, and the significance of resilience and adaptability. These themes
encapsulate the multifaceted nature of their experiences, reflecting the intricate blend of
preserving a legacy, managing financial responsibilities, coping with expectations, upholding
educational standards, and showing resilience in the face of evolving challenges.

Table 2
Lived Experiences of Second-Generation School Owners during Process of Succession

Essential Themes Core ldeas

Trying to succeed after the first-generation

Experiencing high expectations from the school's constituents
Continuing the legacy of the first-generation

Noticing that the school is more established than before

Challenges of Training to understand the business and academic aspects of
Succession education

Observing old habits that are hard to break
Being compared to the first-generation

Expecting to build the school from the foundations brought by the
first-generation

Experiencing difficulty in managing the expectations of the
stakeholders

Significance of Understanding the importance of communication
Commitment and Conducting annual meetings
Dedication Soliciting feedback from the school owners and stakeholders
Conducting regular meetings with key stakeholders
Conducting frequent meetings with the teachers

Experiencing a lack of resources and funds
Issues in Finances Borrowing funds from the bank to pay debts
and Resources Recounting the financial struggle during the pandemic
Experiencing the lack of experts in business and finance

Comparing one's self negatively to the first-generation

Challenges of Being compared by other people but knowing that it is
Comparisons and uncontrollable
Expectations Experiencing the fear of failing and disappointment brought by
comparisons

Challenges of Succession. Transitioning into leadership roles can present
challenges, such as resistance from long-standing staff members accustomed to the
previous generation's leadership style. Additionally, there may be pressure to live up to the
founders' reputation and manage high stakeholder expectations. Lifted from the transcripts
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of the interview, some participants expressed:

In my experience, | would say there are still a lot of admins who are working now and
who worked for my mom before. They have been here long before | came. They have
old habits that are very hard to break, and it's not easy to manage them. They are used
to my mom being their boss, and now, with me as their boss, it's challenging for them to
adjust. Some of them still see me as the young boy who was my mom's child and now
is their boss. This creates a negative dynamic (IDISG01).

Succession can bring high expectations from our various stakeholders, including our
faculty, staff, parents, and, of course, our students. To manage these expectations, we
must remain true to our school's mission and goals. Naturally, there will be resistance
from stakeholders, faculty, and staff who may be hesitant about the new leadership.
This resistance can hinder efforts to implement the necessary reforms and
improvements for the school (IDISG02).

Significance of Commitment and Dedication. Despite facing business challenges,
second-generation owners emphasize the importance of maintaining the school's
educational mission and values. These principles guide decision-making and serve as a
foundation for the school's continued growth and improvement. Lifted from the transcripts of
the interview, some participants expressed:

And you know, it's all like fun to reminisce, to look back. But if you really examine the
situation, like that time when the school was being established. Our mother, the founder
and chairman of the board, had this love for education. She knew her calling in life, and
it was necessary to put up a school. It was necessary for us to be able to receive an
education. If not for this, we would not have succeeded. However, one of the challenges
was that no one in the family or corporation was really a business person at that time.
Maybe it would have been different if, for example, Maxine had already been a full-
fledged business person or had the degree and know-how to run the business side of
the school. But again, now we're just looking back, and everything worked together for
good. So yeah, it's nice to reflect on those things, too (IDISGO05).

Well, when there is change, there's always a possibility of resistance, you know,
resistance from those accustomed to the old ways. People get so used to a certain way
that when you try to introduce new things, they may resist. So, | think that's one of the
challenges, having to deal with resistance to change. It's actually the main challenge
I've faced (IDISGO03).

Issues in Finances and Resources. Second-generation owners often have access
to greater financial resources and a better understanding of financial management due to the
established nature of the school. However, they may still face financial challenges, especially
during unforeseen events like the COVID-19 pandemic. Lifted from the transcripts of the
interview, some participants expressed:

Well, | would say the most challenging time was two or three years ago when the
pandemic hit. Of course, we struggled financially because of the pandemic. | believe
our revenue decreased by half, from 1000 to 460. | think that's the most challenging
period we faced (FGDSGO01).

| would say that, you know, my mom didn't have a lot of money when she started the
business. So, one of the challenges is obtaining funds and resources to build on the
school she already started. Another challenge is the fear of failing and disappointing my
mom. I'm unsure if this aligns with your question, but there's also the fear of being
compared to her as the founder. So, those are just some of the challenges that we've
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faced (IDISGO04).

Challenges of Comparisons and Expectations. Second-generation owners

often face comparisons to the previous generation and may feel pressure to prove
themselves. Managing stakeholder expectations while introducing necessary changes to
adapt to evolving educational trends and technologies can be a delicate balance. Lifted

from the transcripts of the interview, some participants expressed:

| wouldn't classify them as negative. We weren't initially business-oriented. My father,
who is the chairman of the board, is primarily an educator. So, there was expertise in
the educational aspects of running the school, both academic and otherwise. However,
when it came to business decisions, we lacked experience and a basis for evaluating
what constituted the best or right decision at the time. Despite this, we faced the
challenges together and navigated through them. | wouldn't categorize these
experiences as negative but rather as challenges we overcame (FGDSGO01).

In my experience, | would say there are still a lot of admins who are working now and
who worked for my mom before. They have been here long before | came. They have
old habits that are very hard to break, and it’s not easy to manage them. They are used
to my mom being their boss, and now, with me as their boss, it's challenging for them to
adjust. Some of them still see me as the young boy who was my mom's child and now
is their boss. This creates a negative dynamic (IDISGO01).

Significance of Resilience and Adaptability. Second-generation owners

demonstrate resilience and adaptability in overcoming challenges such as financial
constraints, resistance to change, and external crises like the COVID-19 pandemic. Their
ability to navigate uncertainty while staying true to the school's mission is critical for long-
term sustainability. Lifted from the transcripts of the interview, some participants

expressed:

I mean, definitely, one of the big pluses of a family-run school, especially in this case, is
that we know our mother is a well-trained educator. Everybody believed in her vision
when we were younger, and we had almost no decision in it. But as we've seen her
succeed, we hooked on to her vision and her faith. This is just the result of that. We are
continuing with the initial steps that she took (IDISGO05).

One of the most important things that leaders or administrators need to do is to truly
listen to their employees, starting with the core group. It's important because you learn
from each other. Being a leader doesn't mean you dictate everything; it's crucial to have
open forums or conversations so that you can hear what everyone has to say.
Everyone's opinions are valuable (IDISGO03).

Coping Strategies of Second-Generation School Owners to Manage the Challenges

of Succession

As shown in Table 3 are the essential themes and core ideas extracted from the IDI

and FGD on the coping strategies of second-generation school owners for the challenges
they face upon their succession of responsibilities as school administrators. The themes are

discussed in the succeeding paragraphs.

The result revealed several key themes regarding how participants cope with the

challenges they face upon their succession of responsibilities as school administrators. These
themes include the significance of employee support and feedback, maintenance of
transparency and open communication, financial management strategies, significance of the
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organizational structure, and commitment to further development. Participants discussed the
importance of developing leadership skills, fostering open communication channels,
effectively managing finances, supporting employees, and understanding the organizational
dynamics to navigate challenges successfully. These coping mechanisms were seen as
essential for addressing the multifaceted challenges inherent in assuming administrative roles
and ensuring the overall success and growth of the school.

Table 3

Coping Strategies of Second-Generation School Owners To manage the Challenges of
Succession

Essential Themes Core ldeas
Listening to the employee's feedback

Keeping the stakeholders informed about the school's development
and progress

Being transparent and consistent to the employees
Providing support through knowing the employees and their roles
Significance of g supp g g ploy

Employee Support and Supporting the employees by offering benefits

Feedback Giving the employees the freedom to speak and share their
opinions
Gaining the support from the employees to ensure progress in the
succession

Providing support through building good relationships with the
employees

Understanding the importance of communication
Maintenance of Conducting annual meetings
Transparency and Soliciting feedback from the school owners and stakeholders
Open Communication  conducting regular meetings with key stakeholders
Conducting frequent meetings with the teachers

Utilizing financial resources appropriately according to the
necessities of the school

Selling properties to save the school from bankruptcy

Financial Management

Strategies
Being supported by the school owners on how to save financial
resources
Significance of Acknowledging the importance of unity within the organization
Organizational ) _
Structure Understanding the necessity of teamwork

Commitment to Further Committing to ongoing enhancement and development
Development Committing to develop and grow as a leader

Significance of Employee Support and Feedback. One coping mechanism
employed by second-generation school owners is the establishment of clear channels for
communication and feedback. This involves creating an open-door policy where
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employees feel comfortable expressing their concerns, sharing ideas, and providing
feedback on various aspects of their work environment. Lifted from the transcripts of the
interview, some participants expressed:

| believe one of the most important aspects that you provide to your employees and
core group is the opportunity to have a voice. It's crucial to value their opinions and
thoughts because everyone can learn from each other. By giving them the freedom to
express themselves and share their ideas on what will or won't work, you're offering
them a significant gift. This not only empowers them but also contributes to the
improvement of the school (IDISG02).

Of course, their support will be invaluable. It truly makes a difference, especially when
implementing changes during a succession. Their dedication to the work is truly
appreciated (IDISG04).

Maintenance of Transparency and Open Communication. Building open
communication in one school environment is very imperative. Second-generation owners
may need to cultivate strong communication skills to navigate potentially conflicting
perspectives among stakeholders. Lifted from the transcripts of the interview, some
participants expressed:

Of course, it is really important to keep our stakeholders informed about changes or
plans regarding new developments in the school. Communication plays a crucial role in
this process (IDISG04).

| actively seek feedback on a regular basis from stakeholders, including faculty and
staff, on my leadership style and overall performance. This helps me understand the
impact of my actions and decisions (IDISG02).

Financial Management Strategies. This is a critical theme that intersects with the
coping mechanisms of second-generation school owners. As these individuals navigate the
transition into leadership roles, they often face the challenge of managing the financial
aspects of the institution while upholding its educational mission and values. Lifted from the
transcripts of the interview, some participants expressed:

| suppose this question is connected to the previous one about challenges. Especially
for me, as the administrator for finance, we struggled two years ago because of the
COVID-19 pandemic. One strategy | implemented was to ensure that we saved money
and spent it only on necessities. For example, we had plans to upgrade our audiovisual
room and computer room, but at that time, it wasn't necessary. So, we saved all the
money to ensure the continuity of our business (IDISGO01).

When facing challenges, we must inform our stakeholders about plans, developments,
or changes. For instance, in the mid to late 90s, we had to borrow money to invest in
the school, and build more classrooms due to the Asian financial crisis. It was a difficult
time, but fortunately, we had a few sisters already in the United States who helped us
financially. This was definitely one of the challenges we faced, alongside the day-to-day
operations of the school, like any other business. However, we managed these
challenges accordingly (IDISGO05).

Significance of Organizational Structure. Based on the participants' responses, the
second-generation school owners may need to assess and adapt the organizational structure
to meet the evolving needs and priorities of the institution. This could involve restructuring
departments, clarifying reporting lines, or implementing new policies and procedures to
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enhance efficiency and effectiveness. Lifted from the transcripts of the interview, some
participants expressed:

As a team comprising new board members and the next generation of owners or
leaders, we must convene meetings to discuss improving conditions for our existing
employees. We need to identify strategies that we believe will enhance their experience.
As mentioned earlier, brainstorming sessions are crucial for our new team to align on
the next steps and devise ways to win the hearts of our employees, ultimately ensuring
the success and progression of the organization (IDISGO03).

The guiding principles upon which this school was founded, rooted in Christian values,
remain integral to our operations. With this foundation, unity prevails in our actions and
decision-making processes. While many decisions were ultimately made by our mother,
the board's chairperson, even amidst our geographical separation when we were in the
States, communication channels such as Zoom calls and Facebook messages
facilitated consultation. We trusted the judgment of our day-to-day managers, including
the chairman of the board, our youngest brother Maxi, myself, and Mia, our youngest
sister. Despite our lack of formal training in education or business, save for Maxi's
studies in business management before pursuing nursing; we relied on consultation and
prayer. Challenges arose, but our unity assured us that we could overcome them.
(FGDSGO01).

Commitment to Further Development. The context of this strategy in coping with the
encountered lived experiences underscores the unique challenges and coping mechanisms
employed by second-generation school owners as they navigate the complexities of
managing and leading educational institutions. Lifted from the transcripts of the interview,
some participants expressed:

Of course, | have to commit to ongoing learning and development to enhance my
leadership skills, knowledge, and capabilities. | need to stay informed about new trends
and best practices in education. Additionally, |1 have to engage with our mentor, the
director, and our school consultants, who can provide guidance and support during the
transition. Learning from their experiences and insights will be a big help for me and
other administrators (IDISG02).

| think we have to stay informed about the new trends and practices in education and
commit ourselves to ongoing learning and development for growth as leaders, as we
are the ones who will lead the school or department. That's why we must also engage
ourselves in seminars or workshops (FGDSGO03).

Insights that the Second-Generation School Owners Can share with the General
Academe

As shown in Table 4 are the essential themes and core ideas extracted from the IDI
and FGD regarding the recommendations and suggestions of the second-generation school
owners provided, which would be of great help to other school owners and school
administrators. The themes are discussed in the succeeding paragraphs.

In terms of recommendations and suggestions, the analysis revealed the following
thematic insights regarding what participants believe could greatly assist other school
owners and administrators: creating means for open and transparent communication,
upholding cultural values, tradition, and innovation, prioritizing employee engagement
and relationship building, establishing succession plans and professional development.
These recommendations underscore the importance of sound financial practices, the
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necessity of preparing for leadership transitions, the value of clear and honest
communication, the significance of fostering strong employee relationships, and the
balance between maintaining the school's cultural heritage and embracing innovative
practices. These themes reflect the participants' collective insights and experiences
aimed at guiding others in successfully managing and developing their educational

institutions.

Table 4

Insights that the Second-Generation School Owners can Share with the General Academe

Essential Themes

Core ldeas

Creating Means for Open
and Transparent
Communication

Initiating open and transparent communication among our
staff

Hearing the opinion of all school constituents
Keeping the line of communication active
Understanding the importance of good communication

Prioritizing open communication to manage school
operations

Upholding Cultural Values,
Tradition, and Innovation

Being honored for upholding the school's legacy of
excellence

Mastering the culture of lifelong learning
Encouraging the value of innovation and creativity
Adapting to the new trend

Prioritizing Employee
Engagement and
Relationship Building

Building a strong relationship within the school community

Emphasizing close communication as a way to build
rapport

Being informed and engaged as a means to build the
relationship

Establishing Succession
Plans and Professional
Development

Doing a proactive succession planning
Establishing clear succession plans to ensure smooth
transitions

Creating Means for Open and Transparent Communication. As responses
gathered from the participants of the study, school owners should strive to communicate
both successes and challenges transparently, sharing insights into the factors influencing
decisions and actions taken to address issues or concerns. Below are some of the
insights expressed by the participants:

We prioritize open and transparent communication among our staff, students, parents,
and stakeholders to ensure everyone is informed and aligned with the school's
goalsand initiatives. Additionally, we provide ongoing professional development
opportunities for our teachers and staff to enhance their skills and knowledge, enabling
them to become more efficient and effective (IDISG02).

Ignatian International Journal for Multidisciplinary Research
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Engaging in give-and-take discussions, categorizing priorities, and determining what
information should be shared broadly and what should be kept within the group are
essential. Therefore, it's crucial to listen to everyone's opinions. Additionally,
understanding and adapting to the evolving culture are imperative, as what worked in
the past may not be effective now or in the future. Continual innovation and updating
are necessary to accommodate the changing needs of the current generation
(IDISGO03).

Upholding Cultural Values, Tradition, and Innovation. As suggested by the
participants of this research study, upholding and honoring the cultures and values of the
school fulfills the mission of nurturing well-rounded individuals and preparing the school
for academic success. Written below were some of the insights narrated by the
participants:

Having witnessed firsthand the dedication and passion of my aunt, who founded the
school, inspired me to follow in her footsteps and contribute to its continued success as
a second-generation owner. | am honored to carry forward the legacy of excellence
established by my aunt with a deep-rooted commitment to nurturing young minds and
fostering a culture of lifelong learning. | am dedicated to advancing our school's mission
and vision while honoring the traditions that have shaped us for almost 33 years.
Growing up within the LGS walls has instilled in me a profound appreciation for
education and a sound understanding of the values and principles upon which our
school was founded. This intimate understanding extends to its culture, operations, and
community, facilitating a smoother transition into leadership and fostering a deeper
connection with our stakeholders (IDISG02).

One of the aspects | truly appreciate here is that everything is already established.
There's a clear mission, and the business or system is well-known to people. Policies
are in place, core personnel are already in position, and the clientele is established
(IDISGO03).

Prioritizing Employee Engagement and Relationship Building. The
findings emphasized that it is important to facilitate open communication and
feedback between employees and leadership. Below are some of the insights
expressed by the participants:

Just as | always say, effective communication is crucial. We need everyone to be
informed, engaged, and working towards our shared goals in this school (IDISG04).

| like to mention before | forget, our cousin Diana and her siblings have been a significant
part of the school's journey. Diana continues to play a leadership role in the school.
Looking back, her siblings were also valuable SPAD teachers, with two of them being
particularly strong educators. While some have moved on, Diana remains, holding
various important roles, and we're immensely grateful for her dedication. Currently, our
sister Mia and sister-in-law Bianca have returned to school to pursue further education.
This conversation we're having is because Bianca needed it for her studies, and it's
heartening to see their commitment (IDISGO03).

Establishing Succession Plans and Professional Development. Involving staff
members in succession planning discussions can foster a sense of ownership and
accountability for leadership development initiatives and ensure alignment with the
organization's goals and values. Below are some of the lifted verbatim from the interviews:

| think, we have to take a proactive approach to succession planning by identifying and
developing future leaders within the organization and preparing them for the leadership
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roles over time (IDISG02).

As we reflect on the success of the school, we recognize the importance of having a
strong family-led approach, both in terms of business management and education.
Ideally, the family's involvement should be robust in both aspects. While this may seem
like wishful thinking, it remains a part of our aspirations for the future (IDISGO05).

DISCUSSION

Based on the data collected from the participants, five (5) essential themes emerged
about the lived experiences faced by the second-generation owners. The results revealed
several key themes regarding the lived experiences of second-generation school
owners as administrators during the succession of a family-owned school. These themes
include challenges of succession, the significance of commitment and dedication, issues in
finances and resources, challenges of comparison and expectations, and the significance of
resilience and adaptability. These themes encapsulate the multifaceted nature of their
experiences, reflecting the intricate blend of preserving the legacy, managing financial
responsibilities, coping with expectations, upholding educational standards, and showing
resilience in the face of evolving challenges.

In support of the theme identified, Gilding et al. (2020) explore the complexities of
succession planning in family-owned educational institutions, emphasizing the emotional and
strategic challenges faced by second-generation administrators. Their study highlights that
the transition of leadership is often fraught with tension as successors strive to balance
honoring the founders' legacy with the necessity of adapting to contemporary educational
standards and practices. This balancing act requires a nuanced understanding of the school's
historical context and the evolving demands of modern education. The authors found that
successful succession involves not only the transfer of administrative duties but also the
perpetuation of the core values and vision that originally defined the institution. This delicate
process often involves extensive planning, clear communication, expectation management,
and sometimes, the mediation of external consultants to ensure a smooth and effective
transition (Gilding et al., 2020; Lee & Smith, 2021).

Another pertinent study relating to this theme supports the finding. Sharma and
Sharma (2019) delve into the psychosocial dynamics of succession in family-owned schools,
further supporting the identified theme. They discuss the inherent conflicts that arise from
overlapping family and professional roles, which can lead to tension and misunderstandings
among family members involved in the administration. Their research indicates that second-
generation school owners frequently face significant pressure to live up to the expectations
set by their predecessors while simultaneously carving out their own leadership style. The
authors suggest that these administrators often need to develop robust conflict resolution
strategies and seek external professional development opportunities to manage these dual
roles effectively. Moreover, they emphasize the importance of establishing a clear
succession plan early on, which includes transparent criteria for leadership transition,
financial management, and ongoing support for new leaders to maintain the institution’s
stability and continued success (Sharma & Sharma, 2019; Smith & Johnson, 2020).
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In answering the second question, five (5) themes were identified. These themes
include the significance of employee support and feedback, maintenance of transparency
and open communication, financial management strategies, significance of the
organizational structure, and commitment to further development. Participants discussed
the importance of developing leadership skills, fostering open communication channels,
effectively managing finances, supporting employees, and understanding the organizational
dynamics to navigate challenges successfully. These coping mechanisms were seen as
essential for addressing the multifaceted challenges inherent in assuming administrative
roles and ensuring the overall success and growth of the school.

In support of this, Martinez and Reyes (2021) conducted a qualitative study exploring
the experiences of second-generation leaders in family-owned businesses, shedding light
on the strategies employed to navigate succession challenges. Their research highlighted
the critical role of leadership development in facilitating a smooth transition into leadership
roles within family enterprises. Meanwhile, Anderson (2020) highlighted the importance of
transparent communication in mitigating conflicts and fostering trust among family members
during succession processes. Additionally, Campbell (2022) explored the impact of financial
management practices on organizational performance in the context of educational
leadership. The result is also highlighted by Tan's study (2021), which examined the role of
employee support in family-owned businesses, offering insights into the strategies employed
to foster employee well-being and engagement during succession transitions. Lastly, Wright
(2022) conducted a qualitative study exploring the impact of organizational structure on
family business succession, offering insights into the strategies employed by successor
generations to navigate organizational complexities. The research highlighted the critical
role of understanding and adapting to the existing organizational structure in facilitating
successful succession transitions.

Finally, the recommendations and suggestions of the second-generation school
owners would be of great help to other school owners and school administrators. Thus, the
analysis revealed the following five (5) thematic insights regarding what participants believe
could greatly assist other school owners and administrators: creating means for open and
transparent communication, upholding cultural values, tradition, and innovation, prioritizing
employee engagement and relationship building, establishing succession plans and
professional development. These recommendations underscore the importance of sound
financial practices, the necessity of preparing for leadership transitions, the value of clear
and honest communication, the significance of fostering strong employee relationships,
and the balance between maintaining the school's cultural heritage and embracing
innovative practices. These themes reflect the participants’ collective insights and
experiences aimed at guiding others in successfully managing and developing their
educational institutions.

In support, Dela Cruz (2021) conducted a qualitative study exploring the role of
financial management in educational leadership, offering insights into the strategies
employed by school administrators to ensure the financial sustainability of their institutions.
The research highlighted the critical importance of effective financial management practices
in driving organizational success and resilience. Similarly, Mercado (2020) highlighted the
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critical importance of establishing formal succession plans and processes in ensuring the
long-term sustainability and success of family enterprises. In line with another study,
Morales (2021) conducted a qualitative study exploring the impact of communication
strategies on organizational effectiveness in educational leadership. The research
highlighted the critical role of open and transparent communication in fostering trust,
engagement, and collaboration within educational institutions. Meanwhile, Lim (2020) found
that effective school leaders prioritized efforts to foster a culture of engagement,
empowerment, and recognition among staff members to enhance motivation, productivity,
and retention. Participants emphasized the importance of supportive leadership, clear
communication, and opportunities for professional growth in promoting employee
engagement and satisfaction. These findings resonate closely with the theme of Prioritizing
Employee Engagement and Relationship Building identified in the recommendations
of second-generation school owners, as they underscore the importance of investing in
employee well-being and development to foster a positive organizational culture and achieve
educational excellence. In a similar vein, Mitchell (2019) conducted a qualitative study
exploring the role of cultural values in educational leadership, offering insights into the
strategies employed by school administrators to uphold cultural heritage and foster
inclusivity within educational institutions. The research highlighted the critical importance of
cultural sensitivity and competence in promoting equity, diversity, and inclusion in education.

Conclusions

This study examined the Ilived experiences, coping mechanisms, and
recommendations of second-generation school owners underscoring the complexities
involved in succession planning among family-owned schools. The results revealed
intertwined themes in the participants’ experiences namely: facing the challenges of
succession, understanding financial management, managing comparison and expectations,
maintaining educational mission and values, and demonstrating resilience and adaptability.
The study revealed effective coping mechanisms, with five themes emerging, namely, the
significance of employee support and feedback, maintenance of transparency and open
communication, financial management strategies, the significance of the organizational
structure, and commitment to further development.

Finally, the participants’ insights revealed five themes specifically creating means for
open and transparent communication, upholding cultural values, tradition, and
innovation, prioritizing employee engagement and relationship building, and establishing
succession plans and professional development. centering on open communication, proper
financial management, and adequate school support. All these findings offer valuable
insights for other family-owned institutions facing similar transitions and challenges.

Recommendations

The different challenges second-generation school owners face in terms of being
school administrators pose a significant problem during the succession process. This study
helps add to the larger conversation about generational shifts, particularly in family-owned
schools, providing an avenue for teachers, administrators, and other stakeholders to explore
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and understand the experiences of second-generation school owners. From the given
problem that second-generation school owners face the challenges of taking over and
running a school, these findings give relevant information to school owners in succession
planning's function in enabling a seamless transfer of ownership and leadership, which is
crucial for the survival of family-owned schools. The findings can also be used by the
Department of Education and other private school associations as a basis for policy-making
of programs related to the sustainability of private family-owned schools. By recognizing
the challenges faced by second-generation school owners, educational leaders can
help facilitate a smoother and more effective transition of educational leadership and
promote long-term sustainability in family-owned schools and institutions.

This study solely includes the findings of responses from eight participants in one
family-owned school in Davao City. It is recommended that other researchers replicate this
study in their own settings. The study can also be replicated across multiple family-
owned schools by conducting interviews with a wider pool of participants to determine
parallelism with the extracted data. Additional in-depth studies can be carried out in other
areas of the region, particularly in Region XI.
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