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ABSTRACT 
 
Family businesses account for 80-90% of the world's business fabric and around 
90% are SMEs. Having skilled managers to manage them is therefore essential. 
However, higher education training tends to be generic and aimed at large 
companies. This study presents a case study aimed at specific training to manage 
SME family businesses. The case study considers the evolution of a small family 
business. Students must apply their knowledge to analyse the situations and 
decisions of its manager and propose actions to improve its management. They 
thus acquire significant knowledge and develop the main soft skills –teamwork, 
analysis and synthesis, fluent communication – demanded by today's companies. 
The result is a group of adequately trained professionals to take up the reins of 
this type of company and with a high degree of satisfaction with the training 
received. 
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INTRODUCTION 
 
In a global world where uncertainty reigns, SMEs need 
highly qualified managers who can lead learning 
organisations (Senge, 2017), as they have to work in a 
society in which knowledge is considered one of the main 
keys to competitiveness and sustainability (Council-
European, 2000). Therefore, companies demand 
professionals with integrity who transmit trust and respect 
their team, their work and their time, and who are able to 
communicate effectively and efficiently, plan their time and 
share their knowledge, while being able to make decisions 
in situations of risk and uncertainty and to manage 
pressure (Senge, 2017). This task becomes even more 
complex when it comes to family businesses, given their 
specific characteristics. In fact, between 70 and 90% of 
global GDP and more than 67% of employment is generated 
by family businesses, which can be said to underpin most of 
the global economy (Deloitte Development LLC., 2019). If 
the fact that around 90% of companies are SMEs is then 

added, approximately the same percentage of family 
businesses (pillars of the economy) can be said to also be 
SMEs. However, very few business management degrees 
are oriented towards this type of company, which means 
people who become CEO of an SME family business have to 
undertake a great deal of self-training. Family businesses 
have a particular idiosyncrasy that complicates their 
management. That is particularly so when those positions 
are held by people from outside the family, as they have to 
deal with partners who are also employees under their 
charge, family conflicts, decisions made by the family 
without taking into account strategic objectives, etc. Even 
so, qualitative research reveals that adapting to a 
constantly changing environment forces those companies 
to adopt new values (Reay et al., 2015) and management 
practices (Parada et al., 2010). However, the existence of a 
culture and values specific to each family and directly 
associated  with  the  management  of  the  company  means  
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that the management of value conflicts to uphold 
entrepreneurship in the long term remains an unknown 
(Hoy and Sharma, 2010; Jaskiewicz et al., 2015; Raitis et al., 
2020; Reay et al., 2015; Zahra, 2018). 

Consequently, a greater and better approach from 
university education to the reality of those organisations is 
necessary so that they can face in a more competent way 
the complexity of their management (Raisch et al., 2018). 
They can thus redirect resources to adapt the structures of 
the organisation to the new circumstances in order to 
generate opportunities and minimise threats (Teece, 2012). 
This better knowledge of the family business together with 
the generic knowledge acquired during the degree will lead 
to better change management in those organisations 
(Heyden et al., 2017), since over time, they are forced to 
incorporate external values and norms that may conflict 
with family values and culture. Understanding both fields 
will facilitate those adaptations and enable greater and 
better business growth. In fact, higher education has to 
ensure that its graduates acquire the necessary skills for 
the proper development of their profession (Khare, 2014; 
Plewa et al., 2015) by means of adequately designing its 
curricula. The inclusion of those skills in the curricula must 
be accompanied by a teaching methodology that brings 
students closer to the reality of those organisations to make 
them reflect, make decisions for improvement, evaluate 
situations (Borah et al., 2021). This methodology is none 
other than the Case Study. The Case Study is "a method that 
uses multiple data sources to develop a contextualised 
understanding of the phenomenon with the intention of 
confronting theory by comparing it with empirical data" 
(Hoorani et al., 2019, pp. 286-287). This makes it one of the 
most appropriate for conveying reality in studies related to 
business management and organisation, where complex 
causal relationships need to be understood and interpreted 
(Yin, Case study research, design amd methods, 2014); by 
examining processes of change (Eisenhardt, 1989); 
proposing practical solutions using a holistic perspective of 
the event or situation under study (Gummesson, 1999); 
understanding the environment in which the issue to be 
analysed actually occurs and, in short, studying “a 
phenomenon that is, in essence, complex, ambiguous and 
uncertain" (Villarreal, 2011, p. 5). 

However, all of the above will hardly be relevant if the 
business and academic contexts involved in the teaching-
learning process are not taken into account, since both are 
part of the object of study (Tamayo-Orbegozo et al., 2017). 
Therefore, this work is aimed at building bridges between 
these spheres and its objective is to bring, as far as possible, 
the training of future CEOs of that type of companies closer 
to the reality of those companies, by means of the case 
study of a real family SME from its origin to its 
disappearance. Therefore, the main objective of this study 
is to identify how and why the Case Study improves 
learning. The situation is presented of a real family SME 

over time, where the students will have to identify and 
understand how, when and why the strengths, weaknesses, 
errors, advantages, etc. appear in this type of company. This 
will allow them to reflect on how to improve their 
management in order to avoid the errors and weaknesses 
detected. The contributions of this article to the literature 
are essentially threefold. Firstly, it provides an analytical 
understanding of how the design of the applicable 
methodology and the context of the study affect the results 
of the teaching-learning process, through the presentation 
of a Case Study and its impact on the students. Secondly, an 
empirical investigation of the quantitative and qualitative 
impact of a Case Study on students is given, as it provides 
empirical evidence on the relationship between the Case 
Study and the improvement to the teaching-learning 
process. Finally, this contribution sets out the guidelines for 
developing and validating programmes that include 
experiential learning methodologies, which can serve as a 
guide for those in charge of their design in business 
degrees. To this end, this introduction is followed by a 
theoretical framework -theoretical approach- on the case 
study, questions and objectives of the case that is 
presented; the case to be studied -empirical approach- is 
then presented by the students, whose unit of analysis is a 
real family SME; the article concludes with the most 
relevant results obtained from the application of this 
methodology in the Degree in Business Management of the 
Elcano Faculty of Economics and Business of the University 
of the Basque Country- Spain over several years, from 
which the discussion and conclusions of this study are 
derived. 
 
 
THEORETICAL FRAMEWORK: EXPERIENTIAL LEARNING 
 
In higher education, the cases studied have not usually been 
similar to those that will be encountered in working life. 
The reality is much more complex, unstructured, with 
contradictory objectives and very different ways of 
appearing (Yadav et al., 2010). This result in a significant 
gap between the training received and the work scenario in 
which the professional career is to be developed. In an 
attempt to reduce this gap, and following the establishment 
of the European Higher Education Area, the focus of 
teaching has shifted from being solely oriented towards the 
transmission of specific knowledge – based on the teacher – 
to being student-oriented (Kember, 1997). This implies a 
need for a transformation of teaching methodologies from 
performance grade orientation – passive methodologies – 
to learner-centred learning orientation – active 
methodologies. In short, it is essential to implement 
methodologies focused on their active participation with 
experiential learning being an example of this. Experiential 
learning is a process through which participants will give 
meaning   to  a   lived  experience,  by   adopting  strategies,  
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making decisions, etc. (Yeo and Marquardt, 2015) as the 
result of a reflective process centred on one's own beliefs 
and personal work, developed in an environment of peer 
support and collation that allows for frequent integration of 
clarifications (Corriveau, 2020). Thus, experience will be 
transformed into learning through the experience-reflect-
think-act cycle (Kolb and Kolb, 2017). For this to happen, 
the experience and the context in which it takes place must 
challenge the learner in order to analyse their management 
from another perspective (Byrne et al., 2018). In this way, 
tacit knowledge becomes explicit through individual and 
group questioning and reflection by the learner (Corriveau, 
2020). Furthermore, learning is more meaningful when 
those involved cooperate and receive feedback from group 
members, have close and meaningful contact with the 
teacher and actively participate in the teaching-learning 
process (Whetten, 2007). 

Ultimately, the effectiveness of experiential learning is 
based on the combination of causal events and 
introspection tasks. These characteristics mean that it is a 
methodology that helps higher management students to 
develop their management and leadership skills (Awaysheh 
and Bonfiglio, 2017) by enhancing the acquisition of self-
discipline, independence, intellectual curiosity and 
creativity (Tippin et al., 2012). One of the most relevant 
tools of experiential learning is the Case Study, particularly 
when working on management and leadership training. 
This is because a business case study reflects a real 
situation that captures one or several issues important to 
the business context and provides all the information 
necessary for reflection, decision-making and subsequent 
conclusions; although the conclusions drawn are never 
definitive (Ellet, 2007). Students read and analyse what 
happened in the case, and then present, debate, defend, 
discuss and critique their analysis with the teacher and 
other students in the group (Burgoyne and Mumford, 
2001). Positive effects of the application of the Case Study 
include: improved higher order thinking skills (Bergland et 
al., 2006), deeper learning (Boyce et al., 2001), learning 
basic skills (Weil et al., 2004), improved oral 
communication (Noblitt et al., 2010), motivation to 
interpret information and generate knowledge and apply 
acquired knowledge (Böcker, 1987), ability to question and 
diagnose situations, as well as to integrate theory and 
practice and make decisions (Burgoyne and Mumford, 
2001). Bayona and Castañeda (2017) likewise show that 
this method is not only effective in improving the results of 
the teaching-learning process in students in the final part of 
their degree, but it is also effective and highly 
recommended from the first year onwards; as in addition to 
their knowledge, it improves their analysis and synthesis 
and communication skills right from the early stages of 
their university education. However, despite the case study 
having started out in the university environment, it lacks a 
specific theory-orientation and its development has been 

mainly intuitive and research on its direct effects on 
students is scarce (Burgoyne and Mumford, 2001). This 
article provides academia with knowledge on its effects 
that have been barely studied. 
 
 
METHOD 
 
In order to achieve the twofold objective of this work (the 
case study’s positive impacts on learning and how and why 
that occurs) a holistic case design (Gustafsson, 2017) is 
used, given this is a longitudinal study. Participant 
observation was chosen, as specified in 3.1, from among the 
six types of data sources (Yin, 2014). The methodology used 
by Loon et al. (2015) was followed, given that the aim is to 
explore the whys and wherefores of the improvement. A 
questionnaire (Likert scale 1 to 5) was therefore designed 
for students in which the levels of satisfaction with the 
methodology and the reasons for it are recorded and semi-
structured interviews were conducted throughout the 
course. We identified and reviewed work that helps to 
explain how the case study contributes to learning (Miles 
and Huberman, 1994) in order to check the results against 
pre-existing theories. Student learning was measured by 
both teacher assessment and peer assessment within the 
group. The study was conducted in an optional subject of 
the last year of the Bachelor's Degree at the Elcano 
Economics and Business Faculty of the University of the 
Basque Country, which is taught over 15 weeks of a four-
month period. It was carried out longitudinally over 5 
academic years, 2015/16 to 2019/20, to confirm the 
results. 
 
 
The case 
 
The following case is based on participatory observation, 
since it was an organisation in which the teacher worked 
for over 20 years and whose history she knows from its 
earliest days to its demise. The standard questions were: If 
you were in the position of José Luis Sabi Amets and, 
subsequently, of JR, what would be your analysis of the 
situation described? and What course of action would you 
take and why? As complementary tasks to indicate the level 
of assimilation of the subject, the following questions have 
to be answered throughout the report: To what extent is it a 
family business? What are its strengths, weaknesses and 
mistakes? Is there any real family business planning and 
management control? The company in question is 
ASESORIA SABI, founded by José Luis SabiAmets in 1960. 
He had started working at the age of 9, but as he was very 
intelligent and hard-working, he studied at the School of 
Commerce (now the University School of Business Studies 
of the UPV / EHU) after work. In 1960, he rented an office 
on    Calle    Príncipe   de    Bilbao   and   embarked   on   his  
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professional career as a consultant. During the first two 
years, he carried out both the consultancy and 
administrative work. As the business steadily grew, in the 
third year he contracted a secretary, Karmele Gorostiza, a 
16-year-old daughter of a friend of José Luis, who wanted to 
leave school and start working. Karmele had to carry out 
the administrative and accounting work, but she was not 
trained for the latter and it was still handled by José Luis 
himself. This took up time visiting the tax office, the 
company’s clients and Social Security Institute. Therefore, 
in 1964, he hired a 14-year-old boy (Natalio Segura, the son 
of an acquaintance who did not want to continue studying) 
to deal with the paper work or minor formalities with the 
tax and social security authorities. Karmele was very 
satisfied in her post, but Natalio was a hard worker and 
eager to get on. Over the years he trained on his own until 
he stopped running errands and was involved in the 
administration, especially in managing the accounts of the 
consultancy and its clients. During that period, the 
consultancy had expanded and new consultants, who were 
self-employed, had started working under José Luis. Thus, 
in 1984 there were 4 consultants, in addition to José Luis, 
and 4 administrative workers. That marked the start of 
transformation of the office and the business. 

José Luis had married by then and had 4 children. Xabier 
the eldest, was a hippy and lived in a commune in Lakabe 
but everything he needed was paid for by his father. JR, the 
second, was an economist and worked at his father's 
consultancy. He was always arguing with his father because 
José Luis paid all the expenses of his older brother and JR 
regarded that as depleting his future assets. The third son, 
Pernan, was studying to become an official French and 
Russian translator and had lived on his own for 4 years.  
Ane, the youngest of the children and the only girl, and who 
also had very delicate health, did exactly what she wanted: 
studied or dropped out, learned the piano or stopped in the 
middle, moved out and then moved back home, etc. On the 
other hand, the consultancy had grown significantly and, in 
addition to the aforementioned Bilbao office in the Albia 
building, it had two other offices, one in Portugalete and the 
other in Madrid. In Bilbao there were 4 economists, in 
addition to José Luis, Karmele (management secretary), 
Natalio (in charge of accounting), Ana (JR's sister-in-law 
and in charge of consulting and client payroll), Garazi 
(administrative assistant who was about to finish her 
business degree at Sarriko) and Edorta (the boy who ran 
errands to the tax office, social security, taking things to 
clients ...). There were two consultant economists and two 
administrative assistants in the Portugalete office, and the 
same in Madrid. The situation had completely changed from 
when the company started out. However, the organisational 
structure was the same and José Luis thought it was time to 
change. His proposal was to establish a limited company in 
which all the consultants would have a stake. He would put 
up all the capital and keep 60% of the shares. Everyone 

would thus be included in the risk and decision making. 
40% would be distributed among the consultants as they 
saw fit and they would be required to return the shares if 
they left the company. The Bilbao and Madrid consultants 
agreed, but those in Portugalete did not, and they therefore 
paid the Goodwill and set up their own independent 
company. However, they continued to maintain a good 
relationship with José Luis and their other colleagues. 
Consequently, in 1984 ASESORÍA SABI, S.L. and its partners 
were: SASORDARE, S.L. (a company established by José Luis 
in which he, his wife and all their children were partners 
and in which all the family assets were invested) with 60%; 
Mario Solaguren 10% (the oldest consultant, from Bilbao, 
and who had the largest client share); JR SABI 5% (the son 
of José Luis); Agustin Vitoria 5% (son of a client of the 
consultancy firm and consultant in Bilbao); Manuel Heremu 
5% (consultant in Bilbao and selected by personal 
interview); Jerónimo Maspaderne 5% (son of a friend and 
consultant in Madrid) and Carlos Riguez 5% (consultant in 
Madrid and who had studied with Jerónimo). That structure 
continued despite subsequent significant changes. 

There was no Board of Directors and José Luis was the 
sole director as well as the executive director and leader, 
and that would continue to be the case until he retired. He 
made all the decisions (salaries, dividends, work 
organization, etc.) and then informed the others (partners 
and workers) of the decisions he had made regarding any of 
the areas of the organization. That was not always to 
everyone’s liking, particularly the partners, but since José 
Luis held 60%, he always had the last say. In addition, the 
ordinary general meeting was not duly convened, but 
rather José Luis would call his partners when it suited him 
and showed them the financial statements and the 
decisions he had made. Consequently, numerous awkward 
and unpleasant situations would often arise. On the other 
hand, José Luis had a very strong character and great 
leadership skills. The activities and attitudes he showed in 
his leadership were: 
 
1. In his opinion, the only incentive for any worker was 
money. That belief underpinned all his decisions, whether it 
was to encourage people to work harder, to implement new 
activities or to work on bank holidays. In addition, the 
salaries, not including incentives, were very high at least 
twice the market average. 
2. Training was not very important. He believed that basic 
studies were enough and he would be in charge of teaching 
the workers what they had to do. Obviously, the consultants 
had to be economists, but their past performances were not 
taken into account when hiring them, only their desire to 
work and the ability to defer to José Luis. 
3. Innovation and above all technological innovation were 
very important and necessary. He was always looking for 
tools to improve the quality of work and shorten lead times. 
His  was  first  consultancy  firm  in  Bilbao  to have personal  
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computers and that was also the case with nearly all other 
similar tools. 
4. He always required excellence in work. 
 
If a worker was good and intelligent, they would be 
incentivized with money, but no help with training was 
offered. For example, Garazi, the office clerk, was about to 
finish a Business Degree and the only facility provided was 
that she could leave work half an hour early to go to Sarriko 
and so only miss two hours of class instead of three. None 
of her tuition fees were paid or was she given time off to 
prepare for the exams. She began her degree in 1980 and 
worked every Saturday in May and June so she could leave 
work on time and complete it as scheduled: 
 
1. When he did not like a worker, he would be on their case 
and highlight their mistakes. His attitudes towards them 
became totally negative and he began to make their life 
impossible until the employee decided to leave the 
company. 
2. He took his personal problems to work and it was best to 
keep out of his way otherwise he would be sure to pick a 
row. 
3. On the other hand, when he was happy, he was always 
willing and eager to treat his workers. 
4. If any of the people needed a day off for anything they 
could take it without having to use a day’s holiday or lose a 
day’s wages, as long as the work was properly completed. 
5. If workers had to go in on Saturdays and/or a bank 
holiday, he would be the first there and would help. 
 
In general, the workers were happy because the working 
conditions were similar to those of other consultancy firms, 
but the salaries were much better. Karmele and Natalio's 
degree of satisfaction was greatly conditioned by their 
relationship with Jose Luis, as they had started working 
with him at such a young age, and was high as they had 
experienced the whole development and expansion process 
of the firm. Ana's was low as she was not happy with José 
Luis’s arrogance, particularly when talking to someone who 
was not an economist; even so, she needed to work and 
always strived for excellence. Garazi was satisfied but not 
excessively so, as even though José Luis was generous with 
her salary, he did not seem to recognise her work. What 
Garazi wanted was more responsibility and for it to be 
easier to finish her degree and even though she asked José 
Luis for that every year, the only thing she got was a salary 
rise. Edorta was very satisfied because he had a very good 
salary and he was very young and did not have any study 
aspirations (he had not even finished school). 

The level of satisfaction among the consultants was not 
very high as there were many unfounded differences. Thus, 
Agustín was very dissatisfied, as even though he had the 
same seniority as JP and worked better, his salary and level 
of recognition were much lower. Despite everything, as the 

salaries were very good, they all had enough to pay their 
loans and live comfortably. They also loved their work and 
therefore continued strive to do an excellent job. No 
training was provided and when a new regulation came out, 
it was discussed among all the consultants and they drew 
their conclusions. The only person to attend training 
courses was José Luis, who then gathered the consultants 
and passed on what had been discussed. A chain of 
transmission and generation of knowledge were thus 
created. There was no specific training for the workers, just 
what was the necessary and was provided by technicians to 
learn to use new technological tools (typewriter, computer, 
photocopier, computer applications etc). However, things 
began to change after 1985. To begin with, Garazi was an 
economist and wanted to be a consultant; José Luis gave 
her a series of small clients so that she could gain 
experience, but she had neither an office nor a computer 
and she had to work in the library, which was less than 
ideal. In June, Agustín met with José Luis to discuss his 
working conditions, as he was very angry about the totally 
unjustified differences between him and JR. José Luis 
refused to take them into account and Agustín left the 
consultancy on 31 July and opened his own office, taking his 
own clients with him. Thus, as of September, Garazi took 
charge of the clients that Agustín had left, in addition to 
those that José Luis had already allocated to her. She took 
over the office that Agustín had vacated, meaning she had 
her own office and ICTs. Garazi was very good at organizing 
anything and also at her consultancy work and her number 
of clients steadily grew and they were very satisfied. Some 
clients wanted to change consultants (especially from JR) 
and asked to work with Garazi. JR became jealous and the 
atmosphere unpleasant as José Luis used Garazi as an 
example which JR found unbearable and he refused to 
accept he could do better. 

In addition, Garazi was friends with Ana (JR's sister-in-
law) and JR took against her as he thought she was turning 
his wife (Ana's sister) against him. Thus, an administrative 
assistant was needed in the consultancy firm to fill the 
position that Garazi had vacated, and in 1986 Inés 
(Natalio's wife) took up that post. In 1988, JR's wife (Ana's 
sister) filed for divorce and went to live with her new 
partner. José Luis was angry and began to pick on Ana, but 
she knew him very well and put up with his behaviour and 
continued to work with the same quality until July. One day 
in July, José Luis threw Ana out after a huge row as he could 
no longer bear her presence. However, someone was 
needed to do Ana's work, as it was very specific (payroll). 
There was nobody with the necessary skills as there was no 
custom of transmitting knowledge among the clerks and so 
there was nobody to pass on that expertise in the 
organisation. In September, a nephew of José Luis took up 
that post, but he was not trained and he left the job in 
January 1989. An acquaintance of Garazi was hired, but it 
had not been with the approval of Manu Heremua and the  



 

 

Academia Journal of Scientific Research; Luengo-Valderrey and Izaguirre.         155 
 
 
 
new employee left after two months. The same happened 
with two other people hired by placement agencies. In 
other words, three people were hired for Ana's position and 
left in 1989 and the fundamental reason was the teaching-
learning relationship with Manuel Heremua, head of the 
Labour Department. José Luis was angry with Manuel, but 
he had to make a decision and what occurred to him was to 
promote Edorta to fill the position and hire a new errand 
boy. However, his condition was that Edorta had to 
graduate from school. Edorta accepted despite not finding 
studying easy, but he managed to work and study with the 
help of Garazi. Consequently, Félix Abetxuko entered the 
consultancy as an errand boy in January 1990. In 1990, the 
commercial legislation changed to bring it into line with 
European guidelines and companies found they had new 
obligations to meet. José Luis saw a new business 
opportunity to offer small and medium-sized companies the 
option of the consultancy firm also doing their accounting. 
New investments were not necessary because the 
accounting program used by the consultancy firm was 
multi-user and multi-company. Initially, it could be used by 
administrative interns until it was seen if the idea had 
taken hold. In addition, it was a very good opportunity for 
the trainees because they could carry out and experience 
the accounting of a real company first-hand. However, 
many meetings had to be held between the consultants in 
order to fully understand the new legislation and the 
arguments and quarrels between José Luis and JR became 
more and more frequent. All the issues became personal 
between the two. This was not only costly in terms of 
wasted time, but also very unpleasant for the others, as 
they then had to meet to study the issues which should 
have been dealt with in the meeting. The rows could be 
heard throughout the office and the atmosphere was 
getting increasingly tense, particularly as the employees 
were not at all comfortable with JR and with his attitude 
towards his father. However, yet again, the salary was still 
very, very good and everyone had also always worked in 
consultancy. So, they continued to work there, even though 
they became less and less motivated. 

José Luis had begun to pick on Manuel Hermua. In 
December 1991, Hermua left without saying anything and 
two months later they learned that he had opened his own 
office. Manuel did not have many clients and their level of 
satisfaction was not very high as Manuel was rather laid 
back and the clients did not consider he paid them the 
attention they deserved. Thus, most clients were 
transferred to Garazi’s portfolio and she was also put in 
charge of the Labour Department as she was the only one 
trained to do so. In turn, the rows between father and son 
were more frequent as the level of satisfaction of JR's 
clients had been falling for a long time. The truth was that 
JR did not like his job at all, he was quite lazy and he wanted 
to work in a bank, but his father forced him to work in the 
consultancy firm to ensure its continuity in the future. 

Garazi was steadily burning out as she did many different 
jobs without receiving any kind of recognition, because her 
work was becoming more mechanical and she had no 
opportunities to make suggestions or apply her creativity. 
She had always liked teaching and decided to work towards 
that. In September 1992 she started to study doctorate 
courses in order to be able to start her PhD thesis and 
decided to start working at the UPV / EHU. José Luis was 
not very happy with Garazi's decision, but she continued to 
do her work with the same quality and her clients were the 
most satisfied. Garazi was also highly regarded among the 
other employees because she was always willing to help 
them and she always did her training outside of working 
hours. Meanwhile, the accounting service had been very 
successful and Inma Seco (an acquaintance of Garazi) was 
hired in February 1992, even though she had no accounting 
training, as José Luis had not changed his approach (if 
someone wants to work and needs the money, I will show 
them what they need to know). In November of that year, 
Garazi was taken on for a part-time substitute post at the 
UPV/EHU, where she combined her consultancy work with 
her job at the university. J.R. was increasingly envious and 
jealous of Garazi's success, but there was nothing he could 
do as José Luis was delighted with Garazi's attitude and 
good results. 

In 1993, Xabier (José Luis' eldest son) wanted to buy a 
tower house in Balmaseda to turn it into an agrotourism 
hotel. Of course, he had no money and he turned to his 
father for help. His father again agreed and SARDORE, S.L. 
(the company which held all the family assets) bought the 
tower house and began to refurbish it and convert it into a 
hotel. JR was very angry because his inheritance was at risk 
and his brother, without doing anything, was achieving 
more than him. Rows between the father and son were by 
then nearly a daily occurrence in the office; JR's attitude 
towards the workers was getting worse and, logically, the 
level of satisfaction of the employees was low. There were 
no longer invitations or activities for everyone, only among 
the workers who Mario and Garazi would sometimes join. 
All the money for the work on the tower house came from 
the consultancy firm and the costs continue to steadily rise 
as new problems or new ideas appeared every day. José 
Luis could not really refuse or he would have lost all the 
money he had put in so far. The consultancy firm was 
performing well, but money had to legally be paid out of 
dividends and there were less funds available. Then José 
Luis embarked on strict cost control and harshly 
reprimanded everyone for the smallest thing. Thus, as of 
1994, his usual people were going to work because it was 
their obligation and not because it was something they 
enjoyed and their motivation had completely disappeared. 
That same year José Luis retired, but only to collect his 
retirement, as he continued to go to work every day and 
continued to oversee everything. José Luis had become a 
totally authoritarian and controlling person, which could be  
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explained by his age, but was mainly down to money (the 
tower house was not finished and costs were skyrocketing), 
while JR's attitude towards his father was threatening and 
totally disrespectful. José Luis continued to pressurise both 
consultants and workers. In September, the Madrid office, 
said that they would either buy the business and became 
independent or leave the consultancy firm. José Luis could 
not get over it as he had never imagined such things would 
ever happen to him and as he seem to be unaware of his 
recent changes in attitude. In the end, he collected the 
Goodwill from the Madrid office and they set up their own 
company and continued on their way. 

At the same time, in June 1994, Mario's son (Marito) 
finished his career as an economist and Mario asked José 
Luis to give Marito the opportunity to start an internship in 
consulting starting in September. José Luis agreed and from 
September onwards Marito helped his father with the 
accounting and preparing the tax returns. He did not 
receive a salary or was registered with the social security 
system. In December, José Luis gave him some money, but 
no one knew how much or on what criteria the payment 
was based. From January onwards, he was paid as half-day 
assistant clerk, but not registered with the social security 
system, despite the fact that he was getting better at his job 
and he was doing a master's degree in finance and human 
resources at Sarriko. It was by now 1995, a new turning 
point when the downturn in consultancy work 
doubled/tripled. The rows and attitudes between José Luis 
and JR were getting worse and several clients had moved to 
other consultancy firms as they were unhappy with JR. That 
led to a drop in income and José Luis was exerting even 
greater control every month. His best option was Garazi, 
but she wanted to continue with her thesis and at 
university and not to only be working 12 hours a day at the 
consultancy firm.  José Luis then decided to give her an 
“ultimatum” at the end of July, either the university and the 
thesis or her consultancy work, and gave her the month of 
August to think about it. Garazi was very clear about what 
her answer would be and spent August searching for and 
found an office and set up the ICTs. She then notified clients 
of what had happened and that she would be opening her 
own office with her cousin, who was in the 4th year of a 
business degree, in October.  At the beginning of September, 
José Luis asked Garazi what her decision was and when she 
told him, he could not believe it and spent five hours trying 
to convince her to change her mind. In the end, he had to 
admit that he had been wrong about Garazi. He 
remembered that Garazi had always told him that she did 
not work for money but because she liked her job and that 
when it no longer satisfied her, she would try to find a more 
motivating one. However, José Luis never took that onboard 
and thought that, just like the others, Garazi's only incentive 
was money. However, Garazi was true to herself and her 
real passion was to do what she really liked and not to get 
rich. Finally, she left the consultancy on 30 September. 

The following year, Mario requested that his son be made 
a consultant as he was already doing the work and 
furthermore, because his clients was very satisfied and of 
course much more so than JR's but José Luis refused the 
request as he needed money to finish the work on the 
tower house and because, perhaps due to his age, he had 
become a very selfish and stingy person. Mario was very 
angry and in July he decided that he would leave the firm 
and start on his own. He took the three best consultancy 
workers and all his clients (approximately 75% of the total 
turnover of SABI, SL). José Luis did not give credit to 
everything that was happening and that his empire was 
collapsing around him He had never imagined it would 
happen to him and it was all about his children and his 
relationship with them. In September 1996, there were José 
Luis, JR, Karmele, Inma and Félix at SABI. The problems and 
rows between father and son were unbearable and one day 
JR threw his father out of the firm and forbade him to set 
foot in the office. Karmele then asked to be laid off but 
making sure she would be entitled to unemployment so as 
to be able to retire later. Most of the remaining clients went 
to other consultancy firms and, within a year, Inma and 
Félix also went to work at other firms. Thus, JR was 
carrying out all the work alone, just as his father had 
started out, but with the difference that the company 
performed very badly between 1995 and 1999, and was 
barely covering expenses by 1999. In 2002, he found 
himself facing bankruptcy and closed the firm. 
 
 
RESULTS 
 
The number of students taking part in the survey was 125 - 
25 students per academic year, the maximum allowed and 
their average age was 21. The gender distribution was 
fairly even, with a slightly higher number of women, so the 
results define any student, male or female. The interviews 
were conducted with all students, given the number of 
students per year, and were carried out during classroom 
hours, while their group was engaged in a group self-study 
activity. With regard to work experience, all of them stated 
that they had some work experience, either as employees 
or on the compulsory work experience for the degree. The 
results of the application of the case study were therefore 
more significant when analysing the development of their 
professional skills and how close they had come to the 
reality of what they had studied. Likewise, the grades 
followed a normal distribution with more than 45% of 
students with grade of "B" or "C", nearly 51% with a pass 
grade and the rest no-shows. The Pearson correlation 
showed that learning through case study has a significant 
positive correlation (r = 0.56, p < .01), while the use of 
other active methodologies for the acquisition of 
knowledge has a slightly lower significant positive 
correlation (r = 0.47, p < .01), with the lowest result (r =  
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Table 1: Stepwise multiple regression analysis on learning outcomes 
 

Variables Model A Model B 

 B SE B β t B SE B β t 

Aprendizaje con estudio de caso 0.13 0.44 0.56 4.3 0.12 0.03 0.52 4.13 

Other active methodologies     0.15 0.07 0.47 4.01 

Mastery     0.19 0.44 0.31 3.55 

 
 

 
 

Figure 1: Student satisfaction with case study 

 
 
0.31, p < .01) for lectures that lay the foundations of 
knowledge. In view of the results, a stepwise multiple 
regression analysis was performed to determine whether 
learning with the case study is a better predictor of learning 
in terms of achievement of learning outcomes than learning 
through other active methodologies on the one hand and 
lecturing and solving non-interdependent practical 
exercises, on the other. The results (see Table 1) show that 
the case study is the best predictor of the achievement of 
learning outcomes (β = 0.48, p < .01). 

Regarding the students' perception of the usefulness of 
the case study method (see Figure 1), the students stated 
that: it developed the skills necessary for their professional 
practice, management of family SMEs in a very satisfactory 
manner; they faithfully involved in their teaching-learning 
process; they found it very satisfactory to make decisions 
about a real situation, as well as to examine real situations 
of professional practice; their interest and motivation for 
the subject significantly increased and their overall 
perception was that that they had been able to relate theory 
and practice from a totally integrated point of view. The 
semi-structured interviews show that the methodology had 

been an attractive way for them to learn to work in a team 
and acquire knowledge in a more autonomous and dynamic 
way; that they are better prepared professionally; that they 
have learned to appreciate the need and usefulness of 
knowledge for professional practice; and that they would 
have liked the rest of the subjects to have also followed this 
methodology. In short, it can be said that the students 
perceived that the case study helped them to improve their 
capacity for analysis and reflection, as well as to make their 
learning meaningful rather than rote learning, which has 
led to an improvement in their ability to make reasoned 
decisions. The awareness of their acquisition of skills and of 
working with reality increases their motivation and interest 
not only in the subject but also in the management tasks 
and their control in a family SME, where they will most 
probably develop their professional career. Finally, around 
one third of the students were reported to have acquired or 
improved their leadership skills and generated a higher 
level of confidence in themselves and in their effectiveness 
and efficiency. In terms of soft skills, students perceived 
significant improvements in their ability to work in teams, 
oral  and  written  communication,  active  listening, reading  
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comprehension, conflict resolution, critical thinking, 
decision making and improved employability prospects. 
 
 
DISCUSSION AND CONCLUSIONS 
 
The results obtained are in line with the case study 
literature, which proves that it is an effective method to 
achieve learning outcomes and meaningful learning 
(Burgoyne and Mumford, 2001), as well as increasing 
student motivation in the subject, as it brings them closer to 
reality in an area as imprecise as business management 
(Knowles et al., 2014). This is corroborated by the 
quantification of the effect of different methodologies on 
learning outcomes which show that the case study is the 
best predictor of the achievement of learning outcomes, as 
also demonstrated by the study conducted by Loon et al. 
(2015). Examining real-life situations of professional 
practice is perceived by students as a tool that helps them 
to develop their ability to manage a family SME very 
successfully (Corriveau, 2020; Yeo and Marquardt, 2015). 
This leads to better acquisition of management and 
leadership skills (Awaysheh and Bonfiglio, 2017), which is 
pointed out by 1/3 of the students, as both are closely 
linked to the management of this type of enterprises. 
Furthermore, working holistically with the subject matter 
in a real-life situation, helps them to relate theory to 
practice and to work on improving the skills of self-
discipline, independence, intellectual curiosity and 
creativity (Tippin et al., 2012). Furthermore, having to 
analyse and reflect on reality, based on the knowledge base, 
has improved their capacity for analysis and reflection 
(Ellet, 2007), leading to more meaningful learning (Kolb 
and Kolb, 2017; Whetten, 2007). In fact, they appreciate the 
need and usefulness of prior knowledge for the 
development of professional practice and intuitively 
recognise that knowledge has emerged that is not explicit in 
the teaching material (Corriveau, 2020) through their 
individual and group questioning and reflection (Burgoyne 
and Mumford, 2001). 

Finally, students have seen significant improvements in 
soft skills such as their ability to work in teams, their oral 
and written communication (Noblitt et al., 2010), active 
listening and reading comprehension (Weil et al., 2004), 
conflict resolution (Böcker, 1987), critical thinking 
(Bergland et al., 2006) and decision-making (Burgoyne and 
Mumford, 2001). In short, they feel a significant 
improvement to their employability prospects. In 
conclusion, this study demonstrates that the application of 
the Case Study, in the training of managers of SME family 
businesses, achieves the positive effects in the teaching-
learning process of the students that the literature points 
out (Bergland et al., 2006; Böcker, 1987; Boyce et al., 2001; 
Burgoyne and Mumford, 2001; Noblitt et al., 2010; Weil et 
al., 2004). These results are confirmed both by the learning 

outcomes obtained in the teacher evaluation process and by 
the statements made by students in the surveys and semi-
structured interviews conducted. In addition, a quantitative 
analysis is carried out comparing the application of 
different teaching methodologies with the same students, 
which concludes that the Case Study is the method with the 
greatest predictive capacity for the achievement of the 
learning outcomes. Results are in line with previous studies 
referenced. The transversality of the study stands out as the 
most important contribution. The measurements were 
carried out over 5 academic years, with homogeneous 
results during each one. This indicates that the students' 
perception is maintained over time, which corroborates the 
effectiveness of this methodology in business management 
studies. The repeated declarations by students that they 
would like this methodology to be used in the rest of the 
subjects in order to be better prepared professionally and 
as they have assimilated the importance of theoretical 
knowledge for professional practice leads to the 
assumption that the Case Study can be successfully applied 
from earlier years in business management studies. The 
main limitation of this study is that the results correspond 
to five years of teaching by the same teacher. As a line of 
future research, it is proposed to carry out a similar study 
for subjects in earlier years in which the Case Study has 
been implemented and which are taught by different 
teachers, since the level of effectiveness also depends on 
the personality of the teacher. 
 
 
REFERENCES 
 
Awaysheh  A, Bonfiglio D (2017). Leveraging experiential learning to 

incorporate social entrepreneurship in MBA programs: A case study. Int. 
J. Manag. Educ. 15(2 B): 332-349. doi:10.1016/j.ijme.2017.04.001 

Bayona J, Castañeda D (2017). Influence of personality and motivation on 
case method.  Int. J. Manag. Educ. 15: 209-428. 
doi:10.1016/j.ijme.2017.07.002 

Bergland M, Lundeberg M, Klyczek K (2006). Exploring biotechnology 
using case-based multimedia. The American Biology Teacher. 68(2): 77-
82. 

Böcker F (1987). Is Case Teaching More Effective than Lecture Teaching in 
Business Administration? An Exploratory Analysis. Interfaces. 17(5): 
64-71. doi:10.1287/inte.17.5.64 

Borah D, Malik K, Massini S (2021). Teaching-focused university–industry 
collaborations: Determinants and impact on graduates’ employability 
competencies. Research Policy. 50: 104172. 
doi:10.1016/j.respol.2020.104172 

Boyce G, Williams S, Kelly A, Yee H (2001). Fostering deep and elaborative 
learning and generic (soft) skill development: The strategic use of case 
studies in accounting education. Accounting Education. 10(1): 37-60. 
doi:10.1080/0963928011004097 

Burgoyne J, Mumford A (2001). Learning from the case method: A report 
to the European case clearing House (Vol. 44). Lancaster, UK: European 
Case Clearing House. Obtenido de Retrieved from 
http://www.thecasecentre.org/files/downloads/research/RP0301M.pd
f. 

Byrne A, Crossan M, Seijts G (2018). The Development of Leader Character 
Through Crucible Moments. J. Manag. Edu. 42(2). 
doi:10.1177/1052562917717292 

Corriveau A (2020). Developing authentic leadership as a starting point to 



 

 

Academia Journal of Scientific Research; Luengo-Valderrey and Izaguirre.         159 
 
 
 

responsible. Int. J. Manag. Edu. 18: 100364. 
doi:10.1016/j.ijme.2020.100364 

Council-European (2000). Presidency conclusions of the Extraordinary 
Lisbon European Council of 23-24 March. Brussels: SN 100/1/00. 
Brussels: SN 100/1/00. 

Deloitte Development LLC (2019). Encuesta Global de Empresas 
Familiares 2019: a medio camino entre los objetivos a largo plazo y un 
impulso a corto plazo. Madrid: Centro de Empresas Familiares de 
Deloitte-Deloitte Insights. 

Eisenhardt K (1989). Building Theories from Case Study Research. The 
Academy of Management Review. 14(4): 532-550. 

Ellet W (2007). The case study Handbook: How to read, discuss, and write 
persuasively about cases. Boston, MA: Harvard Business Review Press. 

Gummesson E (1999). Qualitative Methods in Management Research (2 
ed.). SAGE Publications. 

Gustafsson J (2017). Single case studies vs. multiple case studies: A 
comparative study. Literature review. Obtenido de https://www.diva-
portal.org/smash/get/diva2:1064378/FULLTEXT01.pdf%20(10 

Heyden M, Fourné S, Koene B, Werkman R, Ansari S (2017). Rethinking 
‘Top‐Down’ and ‘Bottom‐Up’ Roles of Top and Middle Managers in 
Organizational Change: Implications for Employee Support. J. Manag. 
Stud. 54(7): 961-985. doi:10.1111/joms.12258 

Hoorani BH, Nair LB, Gibbert M (2019). Designing for impact: The effect of 
rigor and case study design on citations of qualitative case studies in 
management. Scientometrics. 121(1): 285–306. 

Hoy F, Sharma P (2010). Entrepreneurial Family Firms. Upper Saddle 
River, NJ: Prentice Hall. 

Jaskiewicz P, Combs JG,  Rau SB (2015). Entrepreneurial legacy: Toward a 
theory of how some family firms nurture transgenerational 
entrepreneurship. J. Bus. Venturing. 30: 29–49. 

Kember D (1997). A reconceptualisation of the research into university 
academics' conceptions of teaching. Learning and Instruction. 7(3): 255-
275. doi:10.1016/S0959-4752(96)00028-X 

Khare M (2014). Employment, Employability and Higher Education in 
India: The Missing Links. Higher Education for the Future, 1(1): 39-62. 
doi:10.1177/2347631113518396 

Knowles M, Holton E, Swanson R (2014). The Adult Learner: The definitive 
classic in adult education and human resource development. London, 
UK: Routdlege. 

Kolb A, Kolb D (2017). Learning Styles and Learning Spaces: Enhancing 
Experiential Learning in Higher Education. Academy of Management 
Learning & Education. 4(2): 193-212. 
doi:10.5465/amle.2005.17268566 

Loon M, Evans J, Kerridge C (2015). Learning with a strategic management 
simulation game: A case Study.  Int. J. Manag. Edu. 13: 227-236. 
doi:http://dx.doi.org/10.1016/j.ijme.2015.06.002 

Miles B, Huberman AM (1994). Qualitative data analysis: An expanded 
sourcebook (2nd ed. ed.). London, UK: SAGE. 

Noblitt L, Vance DE, DePoy Smith ML (2010). A comparison of case study 
and traditional teaching methods for improvement of oral 
communication and critical-thinking skills. J. College Sci. Teach. 5/6(5): 
26-32. 

Parada MJ, Nordqvist M, Gimeno A (2010). Institutionalizing the family 
business: The role of professional associations in fostering a change of 
values. Family Business Review. 23: 355-372. 

Plewa C, Davey T, Galán-Muros V (2015). Engaging Business in Curriculum 
Design and Delivery - A Higher Education Institution perspective. 
Higher Education. 50(1): 35-53. doi:10.1007/s10734-014-9822-1 

Raisch S, Hargrave T, Van de Ven A (2018). The Learning Spiral: A Process 
Perspective on Paradox. J. Manag. Stud. 55(8): 1507-1526. 
doi:10.1111/joms.12397 

Raitis J, Sasaki I, Kotlar J (2020). System‐Spanning Values Work and 
Entrepreneurial Growth in Family Firms. J. Manag. Stud. 58(1): 104-134. 
doi:10.1111/joms.12653Citations: 1 

Reay T, Jaskiewicz P, Hinings CR (2015). How family, business, and 
community logics shape family firm behavior and “rules of the game” in 
an organizational field. Family Business Review. 28: 292–311. 

Senge P (2017). The Leaders New Work: Building Learning Organizations 
(5th edition ed.). London, UK: Taylor & Francis Group. 

Tamayo-Orbegozo U, Vicente-Molina MA, Villarreal-Larrinaga O (2017). 
Eco-innovation strategic model. A multiple-case study from a highly 
eco-innovative European region. J. Cleaner Prod. 142: 1347-1367. 
doi:10.1016/j.jclepro.2016.11.174 

Teece D (2012). Dynamic capabilities: Routines versus entrepreneurial 
action. J. Manag. Stud. 49: 1395-1401. 

Tippin G, Lafreniere K, Page S (2012). Student perception of academic 
grading: Personality, academic orientation, and effort. Active Learning 
in Higher Education, 13(1). doi:10.1177/1469787411429187 

Villarreal O (2011). Thematic case studies: integration within teaching and 
research, building bridges between the academic world, companies and 
public institutions. Int. J. Case Method Res. Appl. 23: 86-100. 

Weil S, Oyelere P, Rainsbury E (2004). The usefulness of case studies in 
developing core competencies in a professional accounting programme: 
A New Zealand study. Accounting Education. 13(2): 139-169. 
doi:10.1080/09639280410001676602 

Whetten D (2007). Principles of Effective Course Design: What I Wish I 
Had Known About Learning-Centered Teaching 30 Years Ago. J. Manag. 
Edu. 31(3). doi:10.1177/1052562906298445 

Yadav A, Shaver GM, Meckl P (2010). Lessons Learned: Implementing the 
case teaching method in a mechanical engineering course. J. Eng. Edu. 
99(1): 55-69. doi:10.1002/j.2168-9830.2010.tb01042.x 

Yeo RK, Marquardt MJ (2015). (Re) interpreting action, learning, and 
experience: Integrating action learning and experiential learning for 
HRD. Human Resource Development Quartely. 26(1): 81-107. 
doi:10.1002/hrdq.21199 

Yin RK (2014). Case study research, design & methods (5 ed.). SAGE 
Publishing. 

Yin RK (2014). Case study research, design & methods (5th ed. ed.). New 
York, New York, USA: SAGE. 

Zahra SA (2018). Entrepreneurial risk taking in family firms: The 
wellspring of the regenerative capability. Family Business Review. 31: 
216-226. 

 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 

 

Cite this article as: 
 

Luengo-Valderrey MJ, Izaguirre NE (2021). Diagnosis for the 
improvement of the management of a small family business 
through a case study. Acad. J. Sci. Res. 9(8): 150-159. 

 
Submit your manuscript at 
http://www.academiapublishing.org/ajsr 

 


