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Abstract: Family businesses are considered complex organizations where emotional and management
challenges need to be faced. This is even more difficult when time of succession arrives and the new
members are expected to engage with the business. In this study, a total of 204 university students
were asked about their present and future situation regarding the family business. Mindfulness
levels were also evaluated using the Mindful Attention Awareness Scale. There were no significant
mindfulness level differences between students who pertained to a family business and those who
did not. In the first group, however, those students who were sure about their future in the family
business, and had more motivation about it, obtained higher scores on the mindfulness scale as
well as being more satisfied with their social relationships. It could be concluded that certainty and
motivation about their future in a family business of young family business members correlates with
higher mindfulness levels and social well-being.

Keywords: family firm successor; mindfulness; family firms; intention to join; future expectations

1. Introduction

Family business succession has received increased attention in family business re-
search in recent years [1,2], as such firms are regarded as the backbone of economic growth
in both advanced and emerging economies [3,4]. Despite their great relevance, however,
family businesses have usually low survival rates, since only 30% of them transition to the
second generation, whereas only 10–15% of family businesses reach the third generation [5].
As such, the debate about the social sustainability of family businesses and the preserva-
tion of their family heritage is becoming a relevant topic in last year [6]. Regarded as a
tripartite concept consisting of an economic, ecological, and social dimension according
to the so-called “three pillar model” [7,8], it is afirmed that only when a family business
is able to balance these three dimensions can survive in the long run. More specifically,
apart from the general external challenges that all businesses have to deal with, such as
increasing and global market competition, market turbulence, and emerging technological
advances and disruptions [9], the reason for these low survival rates seems to lie in the
fact that many of these businesses do not properly manage the organizational internal
challenges that they have to face [10]. In this vein, one of the main challenges of family
firms in obtaining transgenerational success is adequately preparing the next generation
for running the business in the near future [11].

In family businesses, the complex interconnection between the family and the business
subsystems gives special importance to both worldview and behavioral aspects [12]. How-
ever, only mindful family firms, understood as the ones conscious of their willingness to
preserve their affective endowment, have a specific way of combining family and business
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desires, by obtaining a realistic outlook on their surroundings [13]. Hence, as long as mind-
fulness entails the ability to scan the environment and be alert to multiple perspectives that
can help the organization to achieve the desirable outcome [14], developing mindfulness
among new generations may contribute to a better understanding of how to manage the
paradoxes that stem from the conflicting perspectives, values, and goals posed by family
and business. Nevertheless, there is a lack of evidence about which factors affect the level
of mindfulness of potential successors in family businesses.

In view of the above research gap, the present study attempts to address the potential
effects of different personal attributes and horizons in the mindfulness level of potential
successors in family businesses. Employing a data set of 204 Business Administration and
Law students, the present study is designed to fill this gap by introducing the idea that
mindfulness could be a powerful tool that offers relevant benefits to potential successors
of family businesses. This research makes a relevant contribution to both family business
and mindfulness literatures by empirically investigating how some of the main attributes
of the potential successors (i.e., having or not having a family business in the family;
the generation of the family to which the potential successor belongs) and their future
expectations (intention of joining the family business; certainty and clarity levels about their
professional future) influence these successors′ mindfulness levels. In this study, levels of
mindfulness among young people who form part of a family business have been found to
be clearly affected by their certainty and expectations regarding their own incorporation
into the business. The higher the intention and certainty of joining the family business and
the more motivation to form part of it, the higher the levels of well-being and attention
among the students surveyed. On the other hand, we also found that uncertainty and a
lack of clarity regarding their professional future within the family business, represented
by doubts over whether they are going to join it or not, affect the levels of well-being,
concentration capacity, and full awareness of the potential successors of family businesses,
resulting in lower levels of mindfulness. Thus, we propose that the capacity for attention
and proactivity of new generations, as well as the ability to perceive their environment and
adapt to change in a scenario like the current one, are fundamental characteristics for future
leaders of family businesses [10]. This research also contributes to a similar discussion
in the mindfulness literature. Specifically, it adds to the debate explored by [15] Pandey
et al. (2017) about the influence of mindfulness on human thought and behavior, given the
comprehensive influence of mindfulness on it.

The rest of the paper is structured as follows. In the second section we set the
theoretical background where we develop the main concepts of the study. In the third
section, we describe the sample and research methodology. In the fourth section, we
provide the results. Finally, in the fifth section we discuss the main findings, contributions,
and limitations of our study, and propose areas for further research.

2. Theoretical Background and Development of Hypotheses
2.1. Family Businesses: The Need for Managing Complex and Paradoxical Organizations

Family businesses are characterized by visible and active owners, long-term orien-
tation, collective identity, family values, emotional ownership, and a desire for the firm
to persist across generations [16,17]. These organizations have historically been regarded
as complex entities where family and commercial logic need to be accommodated in a
single organization [18]. In this sense, family and the business subsystems have been
depicted as two conflicting social systems that represent emotional and business arenas,
respectively [19]. The potential for this conflict was considered to be even higher as more
generations become involved in the business because of divergent goals and attitudes
across generations [20].

Nevertheless, this view has evolved toward a unified systems model of family organi-
zation that highlights the prevailing interaction among its individual members, the family,
and the business [21]. As such, a correct integration of subsystems can be the source of
competitive advantage for a family organization [22]. In other words, family and business
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are not necessarily competing forces, since synergies may be achieved by linking these
two perspectives [23]. In this sense, family businesses may benefit from a paradoxical
management [24], as the juxtaposition of familial influence with traditional business goals
creates the distinctive, paradoxical landscape of the family firm [25]. That is why leaders
who think paradoxically—those that are capable of embracing and synthesizing compet-
ing demands—are better positioned to maximize the positive potential of paradox [26].
Paradoxical tensions demand paradoxical thinking, a more fluid and holistic mindset that
leverages the distinctions and synergies between elements in search of solutions [27]. In
family firms, the ability to see both sides of paradoxical problems in family businesses is
a strong driver of business adaptability and survival [28]. More specifically, paradoxical
management may help taking advantage of combining the presumed logic of the family
system in terms of tradition, emotional/irrational decision-making, nepotism, long-term
orientation, and non-financial values with the presumed logic of the business system char-
acterized by renewal, rational decision making, meritocracy, short-term perspective, and
financial values [19].

Nevertheless, confronting paradoxical situations is not easy, since they cannot be
solved but only managed [29]. This is a great challenge for decision makers given that from
early childhood on we are educated to solve problems or make them disappear [30]. In this
respect, it is essential for the long-term success of a family business that it is ultimately run
by a competent and well-motivated successor [31]. Regarding the former, the competence
of a successor has been closely joined to general factors such as educational background as
well as experience within and outside the family business but also to more specific skills
such as strategic, marketing, and financial skills [32]. Nevertheless, in recent years, the
focus of the desirable attributes of successors has been put on more behavioral aspects
such as the attitude toward entrepreneurial career, affective commitment to the family
business [33], and, in particular, the capability to manage internal conflicts within the firm
and the paradoxes that emerge from them [34]. Therefore, in the following subsections the
importance, benefits, and potential drivers of a flourishing tool for managing the conflicts
and the paradoxes arising within the family firm are discussed: mindfulness.

2.2. Mindfulness and Family Firms

Mindfulness practice is increasingly adopted in different work environments (e.g.,
hospitals, high-tech firms, investment banks, military), and it is presented as a popular and
contested concept, a multi-dimensional and evaluative term, embodying multiple elements
and criteria for evaluation [35]. Kabat-Zinn and associated researchers [36–39] have been
responsible for an expansion of interest in mindfulness-based interventions (MBIs) in a
diverse range of domains including in workplaces, businesses, schools, and hospitals, in
addition to wide applications in psychology, psychotherapy, education, and medicine [40].

Mindfulness entails the ability to scan the environment and to be alert to multiple
perspectives that can help the organization achieve desirable outcomes [14]. Major cor-
porations such as Google and General Mills have already adopted mindfulness practice
in their own development and training programs [41]. In the case of family businesses,
mindfulness can be a great tool for managing the paradoxes that stem from the conflicting
perspectives, values, and goals posed by the two family and business subsystems. Indeed,
if only one side of a tension is emphasized, demand for the other will intensify, fueling
anxiety and even decision-making paralysis [27]. Thus, conflicting views demand a more
fluid and holistic mindset that leverages the distinctions and synergies between elements
in search of solutions. The characteristics of family businesses suggest that boundaries
between family and the firm are rather blurred in this kind of business [42,43].

Recent studies differentiate between individual and collective levels in mindfulness,
although mindfulness has been viewed as an individual’s psychological state [44] or a type
of personality trait [45]. Hu et al. [46] maintain that mindfulness can be a collective-level
psychological state of an organization or a team. Regarding the former, following [40],
we will briefly define mindfulness based on its three most distinguishable characteristics.
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First, mindfulness consists of focusing on the present, on what is being done at this precise
moment [47,48]; this means not thinking about the past or the future [49]. The second
characteristic of mindfulness is that it has both an internal and external focus [47–50]. The
internal factors are those related to the individual (thoughts, feelings, emotions, bodily
sensations, etc.), and the external factors relate to the situation or environment (a specific
physical or social event) [47]. Finally, mindfulness also consists of paying attention by
means of accepting without judging, evaluating, or giving meaning to what is happen-
ing [47,48]. When an event is being experienced, it must be perceived in the most objective
and neutral way possible, without paying attention to biased interpretations of personal
memories, learned associations, prejudices, cognitive schemas, automatic thoughts, or
future projections [40,50].

2.3. Main Benefits of Mindfulness in Organizations

Different investigations and bibliographic reviews have shown how higher levels of
mindfulness improve mental and physical health, and the quality of relationships with
others [47,50,51]. In this vein, the literature highlights seven different core processes as
the main ones benefiting from mindfulness in business: attention, awareness, cognition,
self-regulation of behavior, emotional self-regulation, self-regulation of thought, and physi-
ological self-regulation [49,50].

First, with regard to attention, individuals can focus more effectively on what they
are doing at that moment, without being distracted by internal and external factors [50].
More attentive employees are better able to achieve work-related goals by maintaining
adaptive behaviors [52]. Improved attention will influence their awareness, cognition,
emotional regulation, behavior, and physiology [50]. Second, improved awareness enables
workers to reduce the impact of stressful situations. It is also negatively related to emotional
exhaustion and positively related to job satisfaction and psychological needs [52]. Third,
when paying attention to the task and not getting distracted, cognitive ability improves and
consequently employees also obtain greater cognitive flexibility [50]. This makes it easier for
them to adapt to new or unexpected conditions to improve their performance and be able
to implement effective problem-solving techniques [53]. Fourth, individuals consciously
self-regulate their behavior, and their responses are consequently more adaptive and logical
with regard to their objectives [50]. If employees do not regulate their emotions effectively,
they can present psychopathological problems such as anxiety, depression, schizophrenia,
addiction to substance use, and eating disorders [54,55]. Thus, mindfulness contributes
to individuals being less likely to suffer from this type of disorder. It also makes it easier
for employees to be more empathetic to one another and decrease mental rumination,
that is, the constant loop of thoughts in our head [49,50,56]. Fifth, with regard to the
self-regulation of thought, mindfulness allows individuals to observe what is happening
(inside and outside) from a more objective point of view, separating the event, thought, or
emotions from personal attributions linked to beliefs, memories, learning, or associations.
Thus, negative events become less threatening, can be separated from the individual, and
consequently do not negatively affect their self-esteem or self-concept [49,51].

2.4. Drivers of Mindfulness in Potential Successors in Family Firms

The figure of the potential successor is described as someone who could, potentially,
in the future, gain managerial control of the business [57]. Career intentions in new gen-
erations follow very particular paths in companies where the leadership belongs to the
parents. More specifically, new generations usually transmit the challenges and opportu-
nities related to an entrepreneurial career [58], being their own behaviors and intentions
molded by the experiences of their childhood. In this sense, ref. [30] point out that par-
ents serve as role models for their children and indicate that family support to achieve
self-efficacy and controllability feelings are key to starting an entrepreneurial career or
taking the baton in the family business. Furthermore, the feeling of certainty among these
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successors that they will assume the leadership of the family company may also affect their
mental self-preparation for this new challenge.

Overall, we presume that the succession intention, understood in terms of the will-
ingness to take the baton in the family firm, will be tempting only to a particular type
of individual with certain levels of perceived behaviors. In other words, we expect that
succession intention in family firms is not a common element present in all next-generation
offspring. Indeed, some aspects, including certainty and expectations regarding their
incorporation into the business family, willingness, and motivation for it will be analyzed
using mindfulness level scale on students who belong to families owning and running
a business.

3. Methodology
3.1. Participants and Context

The target group was all 204 students enrolled in degrees in Business Administration as
well as Business Administration and Law at the University of Lleida (UdL). Following [33],
the data set is based on the responses of students who have not started professional careers
yet. This fact allows us to take a prospective view as well as to avoid a survivor bias from
which retrospective studies usually suffer. This course is part of a cross-cutting activity in
the first semester of the Faculty of Law and Economics. It is a specific activity for a two-day
introductory-level program on Business, Law and Family Business. The formal program,
consisting of lectures and seminar groups, was the same for all of the participating students.
Of the total of 204, 11 students had to be excluded from the study because they did not
answer the questions in the questionnaire devised by [56] or failed to answer some of the
questions. Thus, the final sample consisted of 193 students. Participants’ ages ranged from
17 to 30 years old, with a median of 19. The mean age was 20.1 years, with a standard
deviation of 2.38 points. Table 1 shows the descriptive analysis of the variables in the
sample. Participants who did not have a family business (N = 114; 59.4%) served as a
control group.

Table 1. Descriptive analysis. Characteristics of the participants in the sample (n = 193).

Variable N Measure
Descriptive

% (n) Mean (S.D.)

Gender 190 Men 56.8% (108)
Women 43.2% (82)

Age 193 Years 20.07% (2.38)
Degree 185 Bus. Admin 82.7% (153)

Law 0.5% (1)
Bus. Admin + 14.6% (27)

Law 2.2% (4)
Other

3.2. Procedure

Aiming at reaching as many students as possible, they were provided with the survey
at five different lecture hours. In order to avoid any potential misunderstandings or
mistakes, we offered them a previous 10 min explanation of the survey. In each group, the
students were given 15 min at the end of the first lecture session in addition to a 10 min
break to respond to the survey. Participation was anonymous and not mandatory. The
entire data collection was completed one month before the final exam.

3.3. Instruments and Measures

In the present investigation, a questionnaire with different sections was used. On the
one hand, a section about demographic variables was utilized in order to ask the students
about their gender, age, and the university degree they were taking. On the other hand, a
section on the student’s situation with regard to family businesses was used, in which the
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students were asked whether their family had a family business and, if so, which generation
of the family he/she belonged to. Furthermore, the students were also asked whether
they wanted to join the family business, whether they would work in it, whether they saw
themselves as a future manager in it, etc. The questionnaire also contained questions related
to social relationships. The questions related to expectations, behavior, and perspectives
were composed of 12 Likert-type response questions, with answers ranging from 1 to 3.

The results of this test were compared with the mindfulness score obtained by each
student in the Mindful Attention Awareness Scale (MAAS), in its spanish version [59].
This scale has 15 Likert-type response items (Figure 1) ranging from 1 (almost always)
to 6 (almost never) and is designed to provide an overall assessment of an individual’s
dispositional capacity to be attentive and aware of experiencing the present moment in
everyday life. Therefore, higher scores on the MAAS scale will imply a greater capacity to
be present in the “here and now”. This instrument takes mindfulness to be an unifactorial
construct, encompassing awareness and present attention as the only factor. It has good
convergent validity with the Five Facets Mindfulness Questionnaire (FFMQ) [60] and
discriminatory validity with respect to depressive symptoms. It also has good reliability
indexes (Cronbach’s α = 0.89), good temporal stability (studying reliability, it obtains
a Pearson’s correlation of 0.823 with a p < 0.001), and replicates the original univariate
structure that accounts for 42.8% of the total variance.

Figure 1. Mindful Attention Awareness Scale (MAAS) items.

3.4. Statistical Analysis

The obtained data were analyzed using Statistical Product and Service Solutions (SPSS)
version 22 (IMB Corporation, 2013, IBM SPSS Statistics v 25.0 for Windows; Armonk, NY,
USA). The distribution of frequencies and percentages was used with the qualitative (nom-
inal) variables, with an estimate of 95% confidence intervals. For quantitative variables,
the data were explored using the Q-Q plot for normality fit, histogram, coefficients of
skewness, and kurtosis/height, together with the Kolmogorov–Smirnov goodness-of-fit
test and description with the usual tools of centrality (mean, median) and variability (stan-
dard deviation and range). Regarding the reliability of our measurement scale, this was
estimated with Cronbach’s α coefficient and intraclass correlation.

In order to show significant differences between two means of independent groups,
the Student’s t-test was used; when comparing gender with level of mindfulness, for
example. When trying to contrast more than two means, analysis of variance (ANOVA)
of a fixed effects factor was used. In some cases, the multiple contrast test (Tukey) was
applied between pairs of groups in order to observe their significance. In addition, the
effect size was estimated using R2 and the Chi-square test, for the crossover of categorical
variables (R2 estimated from Cramér’s V). Finally, the usual 5% level of significance was
established (significant if p < 0.05), except in the KS goodness of fit test, where only serious
deviations were considered significant, that is, at 1% (p < 0.01).
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4. Results
4.1. Exploratory and Descriptive Analysis
4.1.1. Description of the Sample

As Table 1 shows, a similar number of men (n = 108) and women (n = 82) participated in
the present study; three people did not answer this question. The mean age was 20.7 years
(2.38 S.D.). With regard to their education, a large part of the sample (82.7%) was studying
Business Administration, while the second most studied degree was the double degree in
Business Administration and Law (14.6%).

4.1.2. Mindfulness Level

First, a general descriptive analysis of the participants’ responses to the items on the
MAAS scale was performed on a scale of 1–6, in accordance with their quantitative Likert
nature, from almost always to almost never. The results of this description are summarized
in Table 2: although some subjects did not respond to any of the items (missing values),
the maximum loss was not significant (3 cases in Item 1, or 1.6%, for example). For this
reason, the following tables do not have the same number of subjects, the figure varying
from 189 to 192.

Table 2. Descriptive analysis. Variables for the Mindful Attention Awareness Scale (MAAS) items
(N = 192).

Variable
Centrality Variability

N Mean Median Range (Min./Max.) S.D.

MAAS 1 189 4.23 4.00 1/6 1.02
MAAS 2 191 4.58 5.00 1/6 1.24
MAAS 3 192 4.23 4.00 1/6 1.14
MAAS 4 191 3.36 3.00 1/6 1.29
MAAS 5 190 4.23 4.00 1/6 1.20
MAAS 6 191 4.31 5.00 1/6 1.47
MAAS 7 191 4.30 4.00 2/6 1.07
MAAS 8 192 4.06 4.00 1/6 1.13
MAAS 9 191 4.21 4.00 1/6 1.08

MAAS 10 190 2.12 4.00 1/6 1.16
MAAS 11 191 3.99 4.00 1/6 1.18
MAAS 12 190 4.93 5.00 2/6 1.24
MAAS 13 191 4.04 4.00 1/6 1.23
MAAS 14 192 4.28 4.00 1/6 1.11
MAAS 15 192 4.55 5.00 1/6 1.41

Reliability coefficient = 0.837.

All of the items presented median values of 4 or 5 points, and mean values of between
3.36 (Item 4) and 4.93 (Item 12); that is, there was a slight tendency toward the central values
on the scale. Practically all of the items cover the full range of the response scale (1–6),
with a reasonable degree of variability (standard deviations of between 1 and 1.5 points),
which implies the presence of responses toward always and never, but without extreme
values being frequent. The reliability of the responses given by these participants to
the 15 items was estimated using Cronbach’s α coefficient of internal consistency and
corroborated by means of intraclass correlation. The result obtained by both methods
(0.837) led us to conclude that the degree of reliability achieved by the instrument was high
and, therefore, acceptable.

From the responses provided by the participants to these items, a summary variable
was created that assesses each subject’s overall level of mindfulness through the median
value of these responses. Thus, the resulting value assesses each subject on the same item
response scale (1 = almost always; 6 = almost never). This variable took values in the range
2.00–6.00, with a median of 4.00 and a mean value of 4.32 points. These results indicate a
good mindfulness level in general. But if we analyze the items with more detail, we can
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observe that items 4 and 10 are those with lower means. So it seems that students are less
mindful when they are doing tasks or jobs and walking quickly, activities they do without
paying attention. On the other hand, best results are found in items 2 and 15, when asking
about if they break or spill things because of carelessness and eating without being totally
aware of it.”

4.2. Inferential Intergroup Analysis

Student’s t-test was used to contrast the possible existence of significant differences
between men and women. This method was supplemented by estimating the effect size;
rather than using Cohen’s d to compare mean values, the value of the R2 coefficient was
employed due to its greater ease of interpretation and greater generality. The results
are shown in Table 3. The mean values were found to be practically the same for both
genders (4.32), so the difference between them (0.0015) could not in any way reach statistical
significance (in this case, p > 0.05).

Table 3. Mindfulness by gender (n = 189).

Men Women T-Student
R2

N Mean (S.D.) N Mean (S.D.) Value p

Mean level of
mindfulness 108 4.319 (0.87) 81 4.321 (0.80) −0.01 0.990 *n.s 0.000

* p < 0.05 sig. n.s.: no significant.

According to the responses obtained from participants, 40.6% (78 of 192) had a family
business. Using the statistical procedure outlined above, it was determined whether this
factor significantly influences the level of mindfulness. The results (Table 4) presented a
very slightly lower mean value (0.0752) in those cases that did have a family business.

Table 4. Mindfulness by having a family business (F.B.) (n = 192).

Has F.B. Does Not Have F.B. T-Student
R2

N Mean (S.D.) N Mean (S.D.) Value p

Mean level of
mindfulness 78 4.28 (0.87) 114 4.35 (0.81) −0.61 0.541 *n.s 0.002

* p < 0.05 sig. n.s: no significant.

Participants who did have a family business (n = 78) were filtered in order to test
for the possible existence of differences between genders a second time. However, no
significant differences were observed.

Continuing with the analysis of this sample subgroup, the possible effect of the
generational factor on the level of mindfulness was contrasted. When we speak of first
generation, we mean that the students’ predecessors created the company, that is, the
students are the potential second generation. In this case, ANOVA with one fixed effect
factor was used (Table 5). The average value was observed to be higher in cases where
the family business was second generation (4.46) compared to a third or later generation
(4.28) and especially a first-generation family business (4.19). However, the differences
did not reach statistical significance (in this case, p > 0.05), nor can the effect size (1.8%) be
considered to support the existence of a relationship.

This subgroup of the sample was then compared according to their intention/desire to
join their family business. In this case (Table 6), ANOVA did detect statistically significant
differences (p < 0.05), with a moderately high effect size (9.3%). The data indicated that the
highest mean was found for those participants who stated that they were going to work in
their family’s business (4.60), followed closely by those who were not (4.34), and far from
those who had doubts or responded that they did not know (3.98). When Tukey’s post-hoc
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test, or a-posteriori contrast test, was applied to the paired groups, the only significant
contrast (p < 0.05) was observed between the two extreme groups (yes/do not know), a
difference between the two being estimated at between 0.186 and 1.037 points (95% CI).

Table 5. Mindfulness by generation of F.B. (n = 75).

1st Generation 2nd Generation 3rd Generation ANOVA
R2

N Mean (S.D.) N Mean (S.D.) N Mean (S.D.) Value Sig.

Mean level of
mindfulness 34 4.19 (0.92) 25 4.46 (0.76) 16 4.28 (0.97) 0.67 0.513 *n.s 0.018

* p < 0.05 sig. n.s: no significant.

Table 6. Mindfulness by intention to join the F.B. (n = 77).

Wants To Does Not Want To Does Not Know ANOVA
R2

N Mean (S.D.) N Mean (S.D.) N Mean (S.D.) Value Sig.

Mean level of
mindfulness 26 4.60 (0.69) 19 4.34 (0.97) 32 3.98 (0.88) 3.80 0.027 * 0.093

* p < 0.05 sig.

Regarding the comparison based on the belief that they would end up working in the
family business (Table 7), a quasi-significant relationship was found (p < 0.10) accompanied
by a moderate effect (6.9%). Therefore, despite a lack of solid evidence, there are clear
indications of a possible relationship between this factor and mindfulness. According to
the data we have, it would seem that the significance of the differences is the same as
with the previous contrast, that is, those who believed that they would work in the family
business, were the ones with the highest mean value (4.58), while those who had doubts
about it, were the ones with the lowest mean value (4.06). In fact, if the other group is
omitted and only these two groups are compared using Student’s t-test, the significance of
this difference can be proven (t-value = 2.48; p = 0.016; effect size: 9.4%).

Table 7. Mindfulness by belief they will work in the F.B. (n = 77).

Believe They Will Believe They Will Not Do Not Know ANOVA
R2

N Mean (S.D.) N Mean (S.D.) N Mean (S.D.) Value Sig.

Mean level of
mindfulness 26 4.58 (0.77) 16 4.28 (1.03) 35 4.06 (0.83) 2.72 0.027 *n.s 0.069

* p < 0.05 sig. n.s: no significant.

5. Discussion and Remarks

This study sheds light on the relevant and non-studied effects of different personal
attributes and horizons in the mindfulness level of potential successors in family businesses.
Based on the increasing mindfulness literature [14,40,41], this study introduces the idea that
mindfulness could be a powerful tool that offers relevant benefits to potential successors
of family businesses. More specifically, this research uses the MAAS mindfulness scale
to determine the level of well-being and attention capacity among university students
who belong to a business-owning family based on their own perceptions and conviction
regarding their possible incorporation into the family business and whether this is going to
happen at some time in the future. Relatedly, this research also analyzes whether or not
being a member of a business family has any impact on well-being and whether there are
differences between these and other students who do not belong to a family business. The
results show that there are no apparent significant differences in the level of mindfulness
among students who belong to a family business, and there do not appear to be any
differences in gender.

However, this study has discovered some relevant findings that may add to the
literature on both family business and mindfulness. More specifically, this study has found
that young people’s certainty and expectations regarding their incorporation into the family
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business have a clear impact on their levels of mindfulness. The degree of certainty was
based on students’ affirmative or negative response to the question of whether they will join
and their motivation to face the challenge of being part of the family business, those who
answered yes having a higher level of mindfulness and obtaining a statistically significant
difference compared to those who answered that they did not know. We can therefore
state that uncertainty and a lack of clarity have a direct impact on levels of emotional
well-being and mindfulness, represented by mindfulness in young people who belong
to a family business. In this sense, the more intention and self-belief to join the family
business and the more motivation to form part of it, the higher the levels of well-being
and attention among the students surveyed, as represented by levels of mindfulness. This
finding complements the ones shown by [61] as well as by [11] about the relevance of junior
generation’s attitudes, intention, and commitment toward succession.

On the other hand, uncertainty and a lack of clarity regarding their professional future
within the family business, represented by doubt around whether they are going to join
the business or not, affects levels of well-being, concentration capacity, and full awareness
among potential successors of family businesses, who display lower levels of mindfulness.
In this sense [62], in line with [63] highlight that succession processes are often surrounded
by contextual instability as a consequence of their unclear financial results as well as the
difficulties in foreseen their non-economic outcomes. The latter seems to be related to the
quality of the social relationships of potential successors. In our study, students with higher
levels of mindfulness who belong to a business family have been observed to be more
satisfied with their social relationships, and more certain about wanting to join and end up
working in the family business. We can therefore state that these individuals are motivated
and determined to work in the family business.

These results are complemented by previous research on the effects of mindfulness
levels in companies, which found that the higher the mindfulness levels of the members, the
greater their contribution to the development and growth of the company [40,47–50,52,64].
This is very closely related to some of our findings. In this sense, those students who
scored highest in terms of mindfulness level belonged to a business family, were convinced
that they were going to join the family business, and were motivated to do so. These
factors provide the basis for a positive contribution to the development and growth of the
family business.

Our insights into the importance of the intention to join the family business as well
as the expectations of potential successors in their mindfulness levels offer relevant and
insightful managerial implications. Increasing mindfulness levels in successors is a complex
challenge for family businesses, and our study finds that this is more effective if the
potential successors have already decided that they will join their family business and have
high expectations for the firm’s future. Rather than simply pushing the potential successors
to acquire specific management knowledge at the highest education levels, our study
encourages family SME (Small & Medium Enterprises) owners to instill certainty in the
next generation about their future role in the business as well as positive expectations about
the firm’s future. This idea goes is in line with the findings shown by [65], who highlighted
the importance of taking care of the incentives of new successors when designing the
succession processes.

This study has some limitations that offer opportunities for future research. This
study focuses not only on one country, Spain, but also on one university in a specific
region, Lleida. Therefore, any conclusions should be interpreted carefully in other regions
or in other collectives of potential successors. As such, these results call for different
settings to theorize about mindfulness in family firms, and future research should take
advantage of integrating findings across different contexts and build more cumulative
research results. Analysis of mindfulness level in a work setting is strong, but not between
members who belong to a family business or potential successors in a family business.
Mindfulness practices are supported by considerable research in domains other than the
workplace (e.g., [66]); however, more research is needed to enrich the family business
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literature from a mindfulness and psychological perspective. For example, future research
is needed to assess whether and to what extent our findings apply to family firms where
the succession process is at different stages. Indeed, our findings, although explorative,
indicate the opportunity for future research to explore further the heterogeneous drivers
of the level of mindfulness that the successors in family firms may have. On the other
hand, this is a cross-sectional study that assessed potential successors’ perceptions at one
point in time. The level of mindfulness and its potential drivers are dynamic variables
that should be analyzed over time. Therefore, future studies should seek to capture those
constructs longitudinally.
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