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Abstract- The purpose of this research is to know succession planning from the second generation to the third generation in PT. X.  This research is descriptive quantitative, which is research that produces descriptive data in the form of written or spoken words from informants and understands the behavior of individuals and groups that can be observed.  The data obtained were collected and analyzed by interview and observation to six informants from PT. X is three of the second generation, and three of the third generation with triangulation analysis techniques.  The result of this research the role of succession in the third generation of PT. X which includes pre-succession, succession planning, and succession management is already at the pre-succession stage that can support the sustainability of PT. X so that the company's condition can run well.
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1. Introduction
Family companies are influential for the Indonesian economy and every family company wants the company to continue to develop and survive from generation to generation so that a succession process is needed. Succession planning is crucial in a sustainable family enterprise. Succession is a planning process aimed at sustainable business between generations and covers many things.  Succession is very important in the process of transitioning the management and leadership of a company from generation to generation is needed in a sustainable family company. The process of succession is a process of transition from owner to successor or family that is influenced by several factors such as: the personal goals of the owner, the family structure, the ability and ambition of the successor, legal and financial issues (Le Breton-Miller, Miller, & Steier in Massimo Bau ' et al, 2013).
Companies in the field of laying hen farms are a type of company whose products are needed by the community to meet their daily needs. The growth of enterprises in the field of laying hen farms is characterized by an increase in the egg production of laying hens by province.  The production of chicken eggs in East Java Province in the last three years starting from 2018 to 2020 shows a positive trend from 1 320 412.84 to 1 732 437.32.  This shows that egg production every year is able to meet domestic egg needs. Increasing the amount of production and public demand for animal protein needs, companies must be able to maintain the business of breeding laying hens.  One of  the  companies that is passionate about  livestock is a laying hen farming company in Blitar, East Java which was founded by a family company since 1972. Family companies have a considerable contribution to the Indonesian economy. According to Nurwanto (2013) a family company is a company that involves two or more generations in all company activities and can influence company policies. PT. X is a family company engaged in laying hen farming. PT. X was founded by Mr. Marmin Siswojo in 1972 in Blitar, East Java. Currently, the company is held by the second generation who are the sons and daughters of the father of Marmin Siswojo. PT. X has a vision to become a leading company that prioritizes consumer satisfaction and provides benefits to society. The company's mission is to carry out a trade activity by prioritizing services to MSMEs to support the improvement of the community's economy, providing optimal benefits and benefits to parties who play a role in supporting the company, creating an independent society that is able to be competitive.
Based on the results of the interview in the family law of PT. X notary plays an active role, especially in legalizing the company's assets and shareholdings with a mutually agreed agreement that will not be a problem in the family. It is known that the company is currently professionally held and controlled by the second generation and is currently preparing for succession to the third generation. The preparation of the succession is carried out not only as a professional but also as a shareholder. in 1972, the company was founded by the first generation and developed continuously until 1993.  The succession was carried out in 1993 because, the wife of Mr. Marmin Siswojo died in 1993, and Mr. Marmin Siswojo as the only first generation in the company who carried out the growth and development of the company itself carried out the succession process at that time. The second generation began to be involved in the company in terms of communication both with customers and with employees. In these activities, customer information transfers are carried out, procedures for managing the company. The transition of succession from the first generation to the second generation is in a sudden position and there is no preparation in advance, so at this time the second generation needs to prepare the succession planning process for the third generation. On the basis of the experience already done, the second generation needs to carry out a mature succession planning process because the third generation already has enough age to be given responsibility and trust in the company. 
Every company, especially a family company wants to remain sustainable even though competition is getting tougher and family companies must be able to adjust with the times. Because of this, family companies need to carry out the succession planning process from the second generation to the third generation using aspects that refer to the level of analysis according to the framework of Le Breton-Miller, Miller, & Steier, in Massimo Bau ' et al, (2013) because there is relevance in 3 aspects used to the conditions of the PT family company. X. Individual-level aspects focus on the three phases of the succession process namely pre-succession, succession planning and succession management.  Therefore, the purpose of this study is to find out the succession planning process from the second generation to the third generation in the PT family company to maintain and develop the company.
2. Literature Review
Family Company Succession
	A company can be said to be a family company if it is run by family members who have the aim of maintaining a business for the family (Solomon, Breunlin, Panattoni & Gustafson, 2013). Family companies according to Kempa and Yonathan (2018) are a meeting between two sides of social institutions. First, it is a business institution and the second is a family institution. Both have values and goals that are opposites in relationships. In business institutions its values and goals are rational, while in the family essence the nature and purpose are emotional. So according to (Milan, 2012) Family companies have different functions and roles than non-family companies.
Family companies have a considerable contribution to the Indonesian economy. According to Nurwanto (2013) a family company is a company that involves two or more generations in all company activities and can influence company policies. The characteristics of a family company are that each member of the family has a share amount of more than 50% (Bizri, 2016). Pwc's 2019 Global NextGen Survey found that 48% of the next generation are already involved in a family company that runs a significant part of the company's internal affairs and 26% have occupied executive positions.  P family companies run by family members have an influence on the Indonesian economy so that the development and long-term sustainability of family companies are very much considered. According to Dhewanto (2018) states that the family business represents the most resilient business model in the world. The success of a sustainable family company from generation to generation depends on the motivation of the next generation. According to Susanto (2016), family businesses have two types, namely: Family-Owned Enterprises (FOE), which are companies owned by families and managed by professionals outside the family. This, the owner only plays a role to optimize in terms of supervision. Family Business Enterprise (FBE) is a company owned and managed by one's own family, so the most important position in the company is the family. 
According to Widyasmoro (2018) there are many family businesses that are difficult to get through three generations and this is a phenomenon that is happening today. Most family companies are involved in protracted conflicts to fight for power within the company. There are many problems that surround the family business in relation to preparing the next generation. Succession itself is the most important stage and determines the family business. Succession according to Aronoff (2015) is a planning process aimed at a sustainable business between generations and covers many things.  So that succession planning is one of the most important issues in running a family company in order to ensure the survival of the company.
In preparing leaders, succession planning is carried out as early as possible with the right process including family relationships based on trust and the right timing of succession implementation, Moris (2016). Family businesses that are able to survive and adapt for the sustainability of the company and founders need to prepare for regeneration or succession of Clemency (2016). Succession planning must be accompanied by strong leadership and relate to the changes that occurred during the preparation process, Aronoff and Susanto (2014).
According to Bozer et al (2017), there are four protagonists in the family business who have a direct influence on the succession process, as follows:
a. Incumbent generation, namely founders and family members who hold senior management positions in the company who will hand over positions to the next generation.	
b. Successor generation (successor) is a family member who will take over a position or leadership position from the incumbent	
c. Family, namely family members involved in the company who have the nature, culture and values in the family to determine the activities and strategic goals of the company.	
d. Non-family members, namely employees who work in the company.	
Succession Process Phase
2.1.1 Pre Success
Pre-succession is the initial stage in succession planning. In the pre-succession stage with regard to the attitudes and interests of family members carried out succession to maintain and develop the company. The pre-succession phase also discussed the importance of the successor's ability to acquire knowledge from previous generations to improve performance in the company.
Attitude according to Azwar (2012) is that each person has an element of personality to determine an action towards an object accompanied by positive and negative feelings. From the above understanding, it can be concluded that attitude is the action of each individual towards an object caused by various factors accompanied by positive and negative feelings. According to Schiffman and Kanuk (2013) component attitude consists of three main components, namely the cognitive component, the affective component, and the conative component. The cognitive component is the beliefs of a person obtained from knowledge and perception based on experience. The affective component is a person's feelings or emotions. The conative component is the tendency to act on the object.
Interest has a very important role and has an impact on behavior in human life. Broadly speaking, interest means effort and willingness to learn, and the individual's drive to achieve certain goals, Suharyat (2012). Interest according to Hurlock (2012) is a motivation that encourages individuals to choose to do what they like. In other words, interest is an individual's interest in something in the absence of coercion.
2.1.2 Succession Planning
	Succession is crucial in a sustainable family enterprise. Successful succession if planned in a well-structured manner. Succession planning includes the identification of future leaders, changes in ownership, changes in management and the development of leaders in achieving the company's vision. Effective succession planning in a family company is carried out as early as possible by involving family members. Budhiraja (2018), in its implementation succession planning is not only based on professional criteria but also on family harmony which is the main reason for the family company to be built. Succession planning is very important because of the company's contribution to the economy of a country and impact on all members in the organization. Succession takes quite a long time so that potential successors must be carefully prepared. In preparing potential successors, good management and structured succession planning are needed (Halim, 2013).  Thus, success succession is a succession that is carried out with good planning and in a structured manner, therefore succession planning is an important second phase to do.
	Succession planning time is the right time in the selection of potential successors which is carried out as early as possible so that potential successors have the strength to adjust to the company. Preparation and development of successors should be prepared such as formal and informal education which includes training within the company. The future successor cannot ignore matters related to the family. Family factors include good communication between families and family trust in potential successors.
2.1.3 Succession Management
	Succession management addresses family relationships and working relationships between predecessors and successors, which arise in the transitional stage when both exert influence on the company. In this stage, there are two things related and related to strengthening succession management, namely:
1. Family Relationships
In the first factor, namely family relationships, when there are disagreements and conflicts, it will become the biggest destroyer in a family company (Harvey & Evans, 2013). According to (Wenberg et al, 2013) in carrying out succession management has a relationship with the first succession factor, so it requires the role of the predecessor generation to explain to the successor about inheritance in the hope that the next generation has an interest in the type of family company and is also realistic about what must be faced.
2. Successor and Predecessor Employment Relationship. 
The second stage, namely the working relationship between the successor and the predecessor, means that there is cooperation or sharing of responsibilities between the next generation and the predecessor generation. So that in this case the next generation will start to learn how to manage the company accompanied by the predecessor generation.
3. Research Method
The research method used in this study is a qualitative. Researchers use descriptive qualitative methods because researchers want to describe them descriptively about individual-level aspects focusing on the four phases of the succession process, namely pre-succession, succession planning, succession management, and post-succession carried out by PT. X.  The subjects of this study are the  second generation to the  third generation of PT. X who is a prospective business holder, the object of research is succession planning carried out by the owner of the PT  family company. The X currently  still held by the  second generation.
In determining the sources for this study, the researcher used the purpose sampling technique because the researcher took a sample based on the sources that had been selected and considered so that only a few people became informants.  The resource persons of this study are Generation 2 Holders from PT. X and Generation 3 Prospective Successors from PT.X.  The data sources of this study consist of primary data sources and secondary data.  The primary data source used in the study came from interviews conducted with speakers from the research subjects.  Meanwhile, secondary data which is supporting data in this study was obtained from the documentation used in this study in the form of a company profile of PT. X and photos of interview activities conducted during the research process.
The method of data collection carried out by the researcher by conducting interviews and documentation. The data analysis technique in this study was carried out using the Miles & Huberman (2013) method, namely:
1. Reduction Data
Sorting out the interview data and presented in the form of transcripts then the data is reduced, which is summarized to focus on the main thing.
2.  Data Presentation
At this stage, pelitji presents the data by using short walks, tables, charts, and so on to show data that is easier to understand.
3.  Conclusion Drawing
Answering the formulation of the problem that has been described above, then the formulation of the right strategy for the company can be carried out.
As for the validity of the data in this study, researchers used the source triangulation technique to test the credibility of the data by checking the data obtained through several sources.
4. Results and Discussion
4.1. Results
Pre Succession
1. Attitude
From the results of interviews with speakers, becoming a successor in a family company is not an easy task, PT. X the attitude that the first generation does to the second generation by being required to involve themselves in companies where business introduction by providing practice directly provides an understanding of the business that is actually done. The attitude that the main third generation should have is a very strong willingness to join and understand this existing family company. The sooner it joins the company, then the baton will not fall because maintaining an existing company is actually more difficult than building a new company.
2. Interest
According to SG and MRR informants, the second generation should know the interests of each of the third generation given the large number and because basically each individual has different styles and points of view. By knowing these interests, the second generation will not be wrong in giving birth or giving responsibility in the company. The existence of strong business interest was shown by au and SB informants, where the interest in joining the family company PT. X is just a TS informant who has no interest in joining and is not sure of being the next generation in the PT family company. X  this is because there is still  no  place for TS  to  develop a family company and TS is building a  business that  is different from the family company.
The informant's interest in the business has been carried out, namely by providing a clear picture of the activities and commitments carried out in the company.   Commitment can also be called a benchmark of involvement in the company. Thus it can be said that a strong interest in the business being run will affect the success of the business being run. If the interest owned is low, it will make the business run not carried out optimally.
3. Sharing Knowledge
Based on the interview results, the sharing knowledge provided by the second generation to the third generation is enough, but not completely because of PT. X has so many divisions that sometimes there is a lack of time match which in the end often misses some important moments.  The knowledge sharing carried out by  the  second generation to the  third generation is done by inviting  the third generation to listen during certain meetings. Sharing that is carried out in addition to participating in meetings, usually gives a small responsibility to the third generation.
Succession Planning
At this stage, the second generation prepares succession planning for the third generation by paying attention to the right time, preparation and development of successors including formal and informal education, and discusses family factors.
1. Time 
The results of the interview showed that according to HD informants the right time in the selection of potential successors was carried out as early as possible so that the prospective successors had the strength to adjust to the company. This is in accordance with the responses of SG and MRR informants as the second generation regarding the importance of preparing for the right time, as early as possible and matured because the COVID  pandemic according to HD is the right time to mature the third generation in the company and the hope is that within the next five years it will be able to release the company to the third generation so that they are worthy of replacing the previous generation.
2. Preparation and Development
The results of the interview showed that formal education is not a benchmark in continuing the pt family company. X, but still needed to mature the perspective and way of thinking because what is important is the willingness to be involved in the company and the strong family ties. Informal education is carried out in companies with the involvement of the third generation starting from only participating in meetings until now it has been given the responsibility to manage a division and  its implementation, the provision of these responsibilities is also accompanied by decision making which of course is still under the supervision and guidance of the second generation.
3. Family Factor
The future successor cannot ignore matters related to the family. Family factors include good communication between families and the trust of the previous generation to the next generation. The importance of creating a good relationship because communication is the main thing and is needed in managing the company. the second generation continues to build relationships and communication. Communication is well established, but sometimes it is felt that it is still lacking because it takes time and a special place to talk about business matters. It could be that the second generation is so busy with their work that the children feel excluded. On PT. The third generation X began to intensely join the company during this covid pandemic, some members have participated and have the responsibility where the second generation began to give confidence to the third generation even though they are still in their mentoring in the company.
Succession Management
In the last stage, namely the succession management stage, where at this stage the founder comes out to marginalize his position and give his position to a new leader who has been elected and trained. There are two related and related things to strengthen the management of succession. About the relationship between the predecessor generation and the next generation who are in the transition stage both have influence in the company and manage the relationship when there is a conflict.
Related to the management of succession according to the second generation about the working relationship of successors and predecessors, openness in communicating between generations. there is, but it just needs to be improved because of the age gap that causes differences in ways of communicating and perspectives. It was given responsibility so that the third generation began to learn how to manage the company which of course was accompanied by the second generation. The hope is that another five years can be released to the third generation.  The management of succession is essentially to prepare for the future of the company so that it can be sustainable. Maintaining the pt. X and proceed according to the roadmap that has been made.
In PT. X is held by three directors, of course, there are often conflicts, in its management, carried out by deliberation and in a professional manner, that is, separating affairs within the company and affairs in the house. Conflict resolution is also often done using a third party if it is really needed but if the problem does not need a third party, usually a vote will be carried out.
4.2 Discussion
Pre Succession
The   attitude taken by the first generation to the second generation by involving themselves in the company and practice directly provides an understanding of the business that is actually carried out by PT. X.  The attitude that the   main third generation should have is a very strong willingness to join and understand the family company. 
Attitude according to Azwar (2012) is that each person has an element of personality to determine an action towards an object accompanied by positive and negative feelings.   The importance of considering the attitudes and willingness of the individual to take over or let go (Dumas et al., 1995) must be balanced with the expectations of the family and the abilities of the next generation of family members. The important thing that affects the succession plan is that the family attitude is the value of a family, the next generation must get support, trust and a positive attitude from family (Brockhaus, 2004).
A good generation is a generation that has an interest and confidence or commitment to decide to join a company (Susanto, 2014). In the pre-succession stage, there is a difference from the first generation to the second generation, namely the absence of interest digging, in continuing a family company, the interests of family members do not have to be known by the previous generation, because in the precepts of the first generation in PT. X only plunges the second generation because the most important thing is only the habits carried out within the company. 
Commitment can also be called a benchmark of involvement in the company.  As the next generation, there are several things that must be prepared, namely the next generation must have a commitment to  the company to continue to be  developed,  the  next generation must be firm regarding the readiness to join the company or not (Susanto, 2013).  Regarding the belief that it does not stop at the first generation, HD is confident because it will really accompany the third generation in the company with the hope that the next five years will be able to release baton to the third generation.
In the family company PT.X The next generation must have the support, trust and positive attitude of the family, as happened with PT. The second generation X fully supports it, the hope is to   continue to carry out activities with the   value of good values that have been done and within the next five years the second generation can already release the company to the third generation. Most family businesses prepare for and carry out the transfer of power within a period of 5 to 15 years or less than 25 years for each generation (Francisca and Maria, 2014). 
Bau, M et al (2013) stated that the key to maintaining and developing a company is the importance of the ability of the next generation in gaining knowledge and skills. The results of the study that what the second generation gave to the third generation were enough, but not completely because of PT. X has so many divisions that sometimes there is a lack of time match which in the end often misses some important moments. 
Succession Planning
Bau M. et al (2013) define successful succession as having a well-structured succession plan. The ability of potential successors is very important, to be prepared because not a few family businesses have failed in distributing management, this is the background to the importance of preparing the next generation from an early age, (Wawan, Arfiyah, and Arien, 2012). According to Susanto (2013) About an effective succession plan in a family company, among others, planning as early as possible by involving family members.  Edy and Praptiningsih (2014) stated that the time needed as early as possible for the prospective successor to be adapted is in line with the provisions that have been given so that the prospective successor is really ready to continue the family company.

The very important thing is that before joining the company, the leader (the first generation) must be able to identify the motivation of the next generation to develop personal reasons to stay in the business because the successor in the family business has a difficult role.  According to Hadinugroho and Mustamu (2013) the next generation has had a strong motivation to continue the company. It can be seen from the efforts of the next generation to learn and commit to the company of PT. X. Commitment can also be called a benchmark of involvement in the company. Thus it can be said that a strong interest in the business being run will affect the success of the business being run. If the interest owned is low, it will make the business run not carried out optimally. Commitment in business is a very important thing and needs to be considered in running a business and to achieve company goals that have been mutually agreed upon.
Lily and Praptiningsih (2014) The preparation and development of successors such as formal and informal education which includes training within the company. The results of the study that formal education for the next generation is not a benchmark, but formal education is still considered important as a basis of knowledge because each of these students has a different point of view. The second generation only attaches great importance to the strong interest in joining the company. The third generation stated that they have a strong desire and willingness to join the company and undergo informal training or education by participating in activities such as seminars, workshops, visiting relations, and so on in the hope that the third generation will get knowledge and knowledge that can be applied in the company.
Edy and Praptiningsih (2014) successors cannot be separated from their relationship with the family because the successor is chosen from the family sphere or can be called a family factor which includes such as communication, family trust in the successor, family commitment, family loyalty, family conflicts and competition between families must be discussed all first to avoid unwanted things. On PT. X communication is well established, but sometimes it feels that it is still lacking because it takes time and a special place to talk about business matters. It could be that the second generation is so busy with their work that the children feel excluded. The third generation began to join the company intensely during this COVID pandemic, several members have participated and have responsibilities.



Succession Management
The succession management phase generally involves old shareholders or predecessor generations and sharing control within the company, Bau M. et al (2013). About the relationship between the predecessor generation and the next generation who are in the transition stage both have influence in the company and manage the relationship when there is a conflict. Relationships and communication between family members are well established. Family relationships are well established by providing support to the next generation in leading the company (Indriyani & Simanjutak, 2014). On PT. X openness in communicating between generations. there is, but it just needs to be improved because of the age gap that causes differences in ways of communicating and perspectives.
The trust of family members is given to the next generation even though they are still in mentoring in line with Indriyani & Simanjutak (2014) that family members always provide support. It was given responsibility so that the third generation began to learn how to manage the company which of course was accompanied by the second generation. The hope is that in the next five years, the company can be released to the third generation.
5. Conclusion
In an effort to achieve research objectives in the pt. X, it can be concluded that the succession planning process from the second generation to the third generation in the family company is in accordance with the conditions of PT. X is in the pre-succession phase to maintain and develop the company. Getting the best management for the company from the family side by planning succession to the third generation through the selection of candidate determination to the stage of succession management with criteria that have been formed and mutually agreed upon.
In the pre-succession phase, the selection of candidate determination reaches the stage of succession management with criteria that have been formed and mutually agreed upon. The attitude that the main third generation should have is strong willpower. The interest shown by the third generation and has been carried out is by providing a clear picture of the activities and commitments carried out in the company. The belief that it does not stop at the first generation alone because the second generation will continue to accompany the third generation in the hope that the next five years can be released so that they are worthy of replacing the previous generation.
In the planning phase, the time is carried out as early as possible. The covid pandemic is the perfect time to mature the third generation in the company. Education is not a benchmark in continuing the company, but it is still needed because the important thing is the willingness to be involved in the company. Informal education is already carried out in enterprises with the involvement of the third generation.
In the management phase of succession openness in communicating between generations. there is, but it just needs to be improved because of the age gap that causes differences in ways of communicating and perspectives. Resolution of conflicts that occur in PT. X is done in a deliberative way to solve the problem, but conflict resolution is also often done using third parties if it is really needed.
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