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Abstract: The majority of research has focused on how families can best prepare to hand the family
business to the next generation and concentrated mainly on factors that facilitate succession. However,
very few studies attempted to discover a set of factors that may inhibit and prevent intra-family
succession. In this study we develop research propositions regarding the impact of the antecedent
issues inhibiting the critical success factors for effectiveness and satisfaction with an intra-family
successful succession. It is hoped that the conceptual framework advanced in this study and further
empirical work will give us a much better understanding of the various issues that inhibit and
possibly prevent intra-family succession such as, the process issue of identity confirmation; the
individual issue of the owner’s age; the relation issue of the family firm’s degree of formalization;
the context issue of outside options for potential successors and; the financial issues of low capital
stock and variability of earnings.
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endeavors (Holland and Boulton, 1984), the vast majority
of the literature asserts that family businesses constantly
achieve a better performance than non-family businesses
(McConaughy et al., 2001; Vickers, 1997), by maintaining
a competitive advantage through the preservation of the
“idiosyncratic knowledge of family character” (Bjuggren
and Sudd, 2001).
Although, the family business field has received
extensive attention from scholars (Zahra and Sharma,
2004), the research still remains fragmented in its focus
and findings (Bird et al., 2002; Chrisman et al., 2003).
The most intriguing area in the family business
literature that greatly affects the fate of the family
firm’s entrepreneurial continued positive outcomes is
the succession process, as the effective succession rate
among family firms is wrought with many difficulties.

INTRODUCTION
Family firms are considered as one of the engines
of the post-industrial growth process since they are so
important for intergeneration development and transfer
of entrepreneurial talent, business success, long-term
strategic commitment and entrepreneurial independence
(Poutziouris, 2001), as well as, economic development
in local communities (Astrachan et al., 2003; McCann
and Bowman-Upton, 2001).
In the US alone, family firms represent 90% of all
businesses (Dyer, 1986), while the global percentage is
also high and stands around 70%. Family firms are
viewed as entrepreneurial firms, the ownership and
management of which, more often than not, belongs to
a family (Burch, 1972; Barnes and Hershon, 1976).
Others contend that the classification is valid only when
there has been at least one generation transfer (Ward,
2010), while most recent definitions concentrate on
family culture as a dominant attribute (Litz, 1995; Dreux
and Brown, 1994). Although some researchers view the
family dimension as a constraint to true entrepreneurial

MATERIALS AND METHODS
Succession in the family business: One of the
fundamental missions of a family business is to pass the
business to subsequent generations (Davis, 1968) and a
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successful succession is the keystone to survival in the
family business (Cabrera-Suarez et al., 2001; Shepherd
and Zacharakis, 2000; Davis and Harveston, 1998;
Barnes, 1988). The family business literature considers
succession passage as the most important topic with
which a family firm has to deal with (Handler, 1994)
and consequently it is one of the most deeply analyzed
topics (Poutziouris et al., 2006).
Succession is described as the transfer of
leadership from one family member to another (AFBS,
1997). According to the literature, only about 30% of
family firms survive to the second generation and only
around 15% make it through to the third generation
(Sonnenfeld, 1991; Morris et al., 1997; Beckhard and
Dyer, 1983a; 1983b). In order to most appropriately
map an ongoing succession process and identify its
critical elements, Handler (1990) identified two
interactive succession dimensions, namely, the
satisfaction with the succession process and the
effectiveness of the succession per se. The majority of
research has focused on how families can best prepare
to hand the business over to the next generation while
very little research has been given to studies that try to
discover a set of factors that may prevent intra-family
succession. In this study we will try and develop a set
of factors that can arise to hinder intra-family
succession especially as it pertains to the family farm.
According to (Pyromalis and Vozikis, 2009), the
successful succession process whether intra-family or
extra-family, i.e., outside the family, entails succession

effectiveness and satisfaction with succession by the
rest of the family and nonfamily members. Their model
focuses on five critical success factors that can
influence and assist to a great extent the outcome of the
succession process in a family firm: (1) The
incumbent’s propensity to step aside, (2) the
successor’s willingness to take over, (3) positive family
relations and communication, (4) succession planning
and (5) the successor’s appropriateness and preparation
(Fig. 1).
Factors inhibiting intra-family succession: Previous
literature has identified a long list of characteristics and
factors that affect the process of succession and
specifically the five critical success factors above
identified by Pyromalis and Vozikis (2009). In the only
research piece we found focusing specifically on the
hindering forces of succession (Massis et al., 2008) it was
asserted that there are three direct explanations and
conditions inhibiting a successful intra-family succession
in terms of effectiveness and family satisfaction with
succession. Inhibiting a successful intra-family succession
in terms of effectiveness and family satisfaction with
succession means that succession does not take place,
because: (1) all potential family successors decline the
managerial leadership of the business, (2) the dominant
coalition rejects all potential family successors and (3)
the dominant coalition decides against family succession
although acceptable and willing potential family
successors exist (Fig. 2).

Fig. 1: Conceptual framework of the direct and indirect influences of the critical success factors in the succession
process
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Fig. 2: Factors inhibiting intra-family succession in family firms
Process issues: These are issues that arise during intrafamily succession planning that may prevent intra-family
succession from occurring. Process issues can take
different forms: (1) not clearly defining the roles of the
incumbent and the potential successor, (2) incorrectly
evaluating the gaps between the potential successor’s
needs and abilities, (3) failing to train the potential
successor, (4) late or insufficiently exposing potential
successors to the business, (5) not giving the potential
successors sufficient feedback about the succession
process, (6) not formalizing rational and objective criteria
for selection and (7) not defining the composition of the
team in charge of the assessment of potential successors.
Problems within the antecedent process issues may inhibit
the critical success succession factors affecting satisfaction
and/or effectiveness with intra-family succession three,
four and five, namely, the positive relations and
communication within the family, the succession planning
and the successor’s appropriateness and preparation.

If any of these three situations and conditions
arises there will be no chance of intra-family
succession. These three direct conditions are directly or
indirectly included into the (Pyromalis and Vozikis,
2009) conceptual model which pertains to any
successful succession whether it is an intra- or extrafamily succession process, therefore it was decided that
for this study purposes the broader (Pyromalis and
Vozikis, 2009) conceptual framework will be employed
rather than the narrower (Massis et al., 2008) model.
This research will blend both theoretically and
empirically the two conceptual models of (Pyromalis
and Vozikis, 2009) assisting critical success factors and
Massis et al. (2008) inhibiting conditions as antecedents
which impact the effectiveness and satisfaction with the
succession process and in turn ultimately thwart or
create a successful intra-family succession in a family
farm. Our rationale lies in the study by psychologist
Kurt Lewin who proposed in his seminal work on force
field analysis (1937) that our chances of accomplishing
something can be increased if we focus on reducing the
factors that prevent the event from occurring rather than
increasing the strength of the factors that assist this
event (Fig. 3).
The five antecedent issues that inhibit the
effectiveness and satisfaction with intra-family
succession are according to (Massis et al., 2008): process
issues; individual issues, relation issues, context issues
and financial issues.

Individual issues: Individual issues include both
incumbent and successor related factors. Incumbent
related issues include a personal sense of attachment of
the incumbent with the business. This strong sense of
attachment may prevent them from relinquishing their
position and is one of the most frequently cited barriers
to effective succession. Another issue that disrupts a lot
of intra-family business successions is the unexpected
and unplanned for loss of the incumbent.
96
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Fig. 3: Lewin’s force field analysis as it pertains to intra-family succession of family firms
Successor related factors include the low ability of
potential successors, dissatisfaction or lack of
motivation of potential successors and the unexpected
loss of potential successors. Problems within the
antecedent individual issues may inhibit the critical
success succession factors affecting satisfaction and/or
effectiveness with intra-family succession one and two,
namely, the incumbent’s propensity to leave and the
successor’s willingness to take over.

family succession two and three, namely, the
successor’s willingness to take over and the positive
relations and communication within the family.
Context issues: These issues involve concerns with a
changing economic and/or competitive environment.
These issues include: changes in business performance
that may alter the family’s assessment of the future
prospects of the family business and cause changes in
the succession process, decreased business scale that
could lead the potential successor to leave the business
due to decreased perceived monetary rewards and the
loss of key customers or suppliers or deterioration in
the relationship between potential successors and
customers or suppliers. The dominant coalition within
the family may decide to shut down the business in the
case of weakening future business prospects, or they
may seek a more qualified candidate if the business is
projecting rapid growth and expansion. Problems
within the antecedent context issues may inhibit the
critical success succession factors affecting satisfaction
and/or effectiveness with intra-family succession one
and two namely, the incumbent’s propensity to leave
and the successor’s willingness to take over.

Relation issues: These issues pertain to the
relationships between the different interest groups that
can cause potential conflicts and prevent succession.
These issues include: conflicts/rivalries/competition in
parent-child
relationships,
conflicts/rivalries/competition among family members,
perils related to high consensus sensitiveness of the
family business such as a requirement for a unanimous
vote to make decisions. Lack of trust in the potential
successor by family members, a lack of commitment to
the potential successor by the family members, conflict
between the incumbent/potential successor and nonfamily managers, a lack of trust in the potential
successor by non-family managers and a lack of
commitment to the potential successors by non-family
managers. Problems within the antecedent relation
issues may inhibit the critical success succession factors
affecting satisfaction and/or effectiveness with intra-

Financial issues: Financial issues are related to
limitations in the internal financial resources and the
opportunity costs of obtaining external financing.
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Fig. 4: Conceptual framework of the inhibiting issues within a family owned firm as antecedents on the critical
success factors of a successful intra-family succession process
identity conformation; the individual issue of the owner’s
age; the related issue of the family firm’s degree of
formalization; the context issue of outside options for
potential successors and; the financial issues of low
capital stock and variability of earnings.

Financial issues include: The ability or inability to
sustain the tax burden related to succession, the
inability to find the financial resources to liquidate the
possible exit of heirs and inadequate financial resources
to absorb the costs of hiring professional managers.
Problems within the antecedent financial issues may
inhibit the critical succession factors affecting
satisfaction and/or effectiveness with intra-family
succession one, two and five, namely, the incumbent’s
propensity to leave, the successor’s willingness to take
over and the successor’s appropriateness and
preparation, especially when the family firm’s
dominant coalition does not believe there is a viable
reason to keep the business in operation.
Figure 4 depicts the conceptual framework of the
direct and indirect influences of the distinct inhibiting
issues within family owned firms as outlined above and
as antecedents on the critical success factors affecting
the effectiveness and the satisfaction of a successful
succession process.
It is hoped that the ensuing discussion and research
propositions on the antecedent issues inhibiting the
critical success factors for effectiveness and satisfaction
with an intra-family successful succession and the related
research propositions advanced in the rest of the study
will give us a much better understanding of the various
issues that can arise to inhibit and possibly prevent intrafamily succession. It is the contention of the authors that
the forces with the strongest inhibiting force among the
various inhibiting issues are: The process issue of

RESULTS
The expected results confirming the impact of
these inhibiting factors on the successful succession in a
family firm in terms of succession overall effectiveness
and satisfaction with succession, will emerge from the
empirical testing of the following propositions.
Research proposition 1: Identity confirmation as a
process issue within a family firm will have a stronger
inhibiting impact relative to other process issues on the
critical success factors of the positive relations and
communication within the family, the succession
planning and the successor’s appropriateness and
preparation affecting the effectiveness and satisfaction
with intra-family succession.
Some family businesses are in their third or fourth
generation and when children are born into these
families they are raised with the understanding that they
will one day run the family firm. Children born with the
last name of Ford, Walton, or Pritzker of the Hyatt
Hotels fame, are raised with an understanding of what
their future roles in the business will be. They
understand what responsibilities they will have and they
98
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the critical success factors of the incumbent’s propensity
to leave and the successor’s willingness to take over
affecting the effectiveness and satisfaction with intrafamily succession.
Building on the discussion on identity
conformation above, it is apparent that the longer an
incumbent remains in their current position, the more
the person associates their identity with that position.
The longer the incumbent remains in their position the
more they will identify with their position and the more
likely they will be to assume a confrontational attitude
when it comes time to allow the potential successor to
take over and the more likely intra-family conflict
would become a major factor in preventing intra-family
succession. Additionally, the longer the incumbent
remains in his/her position the older the average age of
the potential successor will be and therefore the
potential successors will be more likely to have sought
their own prospects and fortune outside the family
business and thus they may be more likely to refuse
when approached about taking over the family firm.
Research has shown that in fact, the older the
incumbent is when he or she relinquishes their position
as the head of the firm, the less cooperative and more
confrontational he or she becomes to the incoming
intra-family successor (Marshall et al., 2006). When
this occurs the incumbent is less likely to introduce the
successor to key stakeholders and to disclose key
information that may not be known to others in the
firm. This attitude tends to alienate members of the
family coalition who view a smooth, effective and
satisfying for all intra-family succession as imperative
to their future financial well being. Another surprising
finding of the (Marshall et al., 2006) study was that as
incumbents advances in age they are more likely to
have succession plans in place than younger
incumbents. It is odd therefore that they take this
confrontational stance when they have already planned
for their retirement and this is probably because the
incumbents feel a strong desire to prove to themselves
one last time that they still have the capability to be in
charge as they have been all along, even though they
realize they must soon relinquish control.

understand what their lives will be like after their time
running the business has run its course. Most family
businesses though remain in the first or second
generation stage and therefore are still working out the
details about how incumbents leave and potential
successors take over.
In the vast majority of family businesses the
current incumbent is the founder as well as its current
leader. Generally, as the founder of the business, the
incumbent had no other role in his or her adult life other
than their role as the head of the family business. This is
a role they were not trained for during their youth and is
one in which they have a strong attachment to. Since
these incumbents were not prepared for this role during
their youth, many of them are unprepared for what will
happen to them when they relinquish this role to their
eventual successor. The phenomenon of incumbents
reluctant to retire finds a lot in the profession of
professional sports. Most elite athletes have known
nothing other than participation in athletics and when it
comes time for them to retire they tend to hang on for
too long and find themselves being a detriment to their
teams. Business incumbents who try to hang on too
long can have the same detrimental effect on their
firms. The most cited reason for hanging on to a
position for too long is known as an identity
conformation (Milton, 2008), which denotes and is
derived from the strong ties between incumbents and
their role as the leader. The potential handover of power
to a successor may cause the incumbent to feel as
though they are not only losing their position but they
are also losing their identity as a person as well.
Issues arising with identity confirmation are not
restricted to those in the position of the incumbent but
also arise with potential successors. Family businesses
in their third or fourth generation raise their children
differently than newly created enterprises. Children of
first generation business owners may have never
spoken about their potential succession as the leader of
the business. These children, never being fully primed
to take over the business, usually find their own
identities outside of the confines of the business. When
they are finally approaching to take over their family
business they may face issues that they may have never
thought about. They may be uncomfortable being
responsible for the financial well-being of various
family members and may not welcome the newfound
attention being lavished on them by employees and
family members alike.

Research proposition 3: The degree of formalization
within the family as a related issue within a family
firm will have a stronger inhibiting impact relative to
other related issues on the critical success factors of
the successor’s willingness to take over and the
positive relations and communication within the
family affecting the effectiveness and satisfaction with
intra-family succession.

Research proposition 2: The owner’s age as an
individual issue within a family firm will have a stronger
inhibiting impact relative to other individual issues on
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succession in family businesses, because it signals to
the incoming generation of family leaders that the
business is in a strong financial position, has no
immediate difficulties raising financial capital and the
owners view future prospects to be good enough to pass
on extra capital to the next generation. Also, by
providing the future generation with a robust
inheritance, the successors perceive that they enter the
family business on a much stronger individual financial
footing than they already do outside the family firm or
they could have possibly with other external options,
had they not been provided by inheritance. Besides the
obvious material benefits of an inheritance, perhaps its
strongest impact for a successful intra-family
succession is that it removes any economic doubts the
potential successors may have. Without an inheritance
the successors may feel they are taking on excessive
risk by replacing the incumbent at the helm of the
family firm and may not be completely confident about
the firm’s future business prospects.
It is obvious therefore, that a lot of the perceptual
beliefs of the incoming generation rise from the signals
they see put out by the current leadership. An
inheritance, continuing government subsidies and large
capital stocks send a strong signal to the incoming
generation that the business is on strong financial
footing. Conversely, the lack of these factors signals to
the incoming generation that the business may not be on
strong financial footing and that they may do better by
pursuing economic interests outside the firm. A simple
way to overcome these signals is to include the future
generation of leadership in the economic dealings of the
firm so that they do not make any incorrect assumptions
about the firm’s health, thus, inhibiting the prospects of a
successful intra-family succession.

Poor relationships among key stakeholders may be
the most difficult factor to overcome, but there are ways
to reduce its chances of hindering succession. The
importance of the family firm’s formalization in raising
the quality level of intra-family succession planning
was supported by (Vries, 1977; Fredrickson, 1986),
who showed that one of the key factors that most
negatively affect succession and overall success among
family businesses is the owner’s unwillingness to
formalize the organization. Although there is no concrete
evidence linking the degree of formalization to
succession planning, prior studies suggest that increased
formalization would have a positive effect on the
comprehensiveness of the succession planning process in
family owned businesses (Harveston et al., 1997) and
that a high degree of organizational formalization
contributes to better communication within the business
and the family and consequently provides more positive
relations and organizational climate.
Research proposition 4: Outside options for potential
successors as a context issue within a family firm will
have a stronger inhibiting impact relative to other
contextual issues on the critical success factors of the
incumbent’s propensity to leave and the successor’s
willingness to take over affecting the effectiveness and
satisfaction with intra-family succession.
Potential successors can inhibit an intra-family
succession by declining the opportunity to take over the
family business because of more advantageous outside
offers. It was mentioned earlier that as incumbents
remained in their positions for longer periods of time,
potential successors may have created identities outside
of the family business and better economic prospects in
their current positions that they may not be readily
willing to relinquish easily, even for the sake of their
family’s overall welfare. Additionally, in first or second
generation family businesses positions are raised
without having a strong understanding of the family
firm’s finances. This occurs because many first and
second generation businesses usually tend to not place a
strong emphasis on their succession plans. Without a
strong understanding of the family’s and the family
firm’s finances, potential family successors are forced
to take their cues on the health of the business from the
outside activities of their parents. Financial cues include
what type of home the family resides in, what type of
cars they drive and how freely cash is spent on luxuries.
One of the best cues on the inherent strength of the
family business is the “appearance” of a large
inheritance (Schafer and Talavera, 2009). It has been
found that the appearance of an inheritance has a strong
effect on improving the chances of intra-family

Research proposition 5: Low capital stock and a high
variability of earnings in a family firm as a financial issue
will have a stronger inhibiting impact relative to other
financial issues on the critical success factors of the
incumbent’s propensity to leave, the successor’s
willingness to take over and the successor’s
appropriateness and preparation affecting the effectiveness
and satisfaction with intra-family succession.
In what is a very relevant topic for any family
business but especially to the family-owned farm the
issue of low capital stock is a very serious issue that
inhibits a successful succession. One reason familyowned farms are an interesting case study in succession
is that they are five times more likely to have an intrafamily succession than any other family-owned
business (Laband and Lents, 1983). Interestingly
enough, as the educational level of the current
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and financial issues. It is important that these issues that
prevent, inhibit, or hinder intra-family succession are
seriously addressed within the family firm and
especially the family farm, which as mentioned earlier
is five times more likely to have an intra-family
succession than any other family-owned business, so
that family firms can increase the chances of an
effective and satisfactory intra-family succession for all
stakeholders.
We identified and stated in the form of research
propositions based on the literature review, what we
believe to be the strongest inhibiting issues that affect
the critical success factors for a successful intra-family
succession, namely: individual confirmation as a
process issue; the owners’ age as an individual issue;
the degree of formalization of the family firm as a
relation issue; the outside options for potential
successors as a context issue and; the low capital stock
and the high variability of earnings as a financial issue.
All these inhibiting issues are of course interrelated and
do not stand totally independent from each other, but
rather they need to be viewed as a whole perspective in
the quest of a successful intra-family succession. The
degree of their inhibiting influence on the critical
success factors of an effective and satisfactory
succession will vary and depend on the circumstances
of both incumbent and intra-family successor, as well
as environmental factors specific in time and place and
family firm type, as we acknowledged the case to be for
family farms.
Additionally, as part of future research
undertakings on the subject of a successful intra-family
succession we have identified some other issues and
factors that need also to be examined and brought to the
table.
The first inhibiting factor we identified is that of
unclear roles in a family firm. Clearly defining the roles
of the potential successor, the incumbent and the family
council reduces ambiguity and allows each stakeholder
to have an understanding of the decisions that are made
in the succession process. Clearly defining roles also
allows for the key stakeholders to provide support and
consensus to the incumbent and the potential successor.
Another inhibiting factor we can pinpoint is a lack
of or a high degree of ambiguity in the succession plan.
This factor is an extension of the unclear role factor
above and gives the incumbent and successor time to
adjust to their future roles in the family and the
business. By acknowledging the succession process
early on in the life of the incumbent and the potential
successor gives them time to prepare for their changing
roles and can avert the identity conformation problem
by preventing key stakeholders from becoming too
attached to their current roles.

owner/operator increases there is a higher likelihood
that they will have a written succession plan in place.
This is countered by the finding that as the educational
level of the incoming generation increases, the lower
the chances they will accept the opportunity to take
over the family farm from the current leadership.
Compared to other types of businesses, family
farms have completely different issues inhibiting or
improving the chances of intra-family succession.
Owners of family farms seem to be more dependent on
the future income streams of the business than are
owners of other family-owned enterprises. This is
evidenced by the finding that there is a higher
occurrence of intra-family and overall succession plans
at farms where the owners expect to receive retirement
income from sources outside of the family business
such as pensions or social security (Mishra and El-Osta,
2008). This may be because farms require large capital
investments and face a high variability of earnings,
which necessitates for farmers to invest a higher
percentage of their profits back into the business than
other firms, leaving them with less to put away as a
security net. Higher capital requirements also lead to
another interesting factor for family farms, whereby
farmers are more likely to create intra-family
succession plans if they plan on continuing to receive
government subsidies than if they expect to stop
receiving those subsidies sometime in the foreseeable
future. We may assume that government subsidies act
as a sort of inheritance like we saw above and may
signal to the future generation that they will earn a
significant enough income to convince them to continue
the family farm rather than pursue other opportunities.
Also, the larger the capital stocks of the farm the higher
the chances of intra-family succession, since the level
of capital stocks could also be taken as a signal to the
incoming generation about the prospects for success of
the farm as a whole.
DISCUSSION
This study investigated five categories of inhibiting
issues for a successful intra-family succession which
are important because as Lewin (1935) force field
analysis proposed the chances of accomplishing
something can be increased if we focus on reducing the
issues that prevent the event from occurring rather than
increasing the strength of the factors that assist this
event. The five antecedent issues that inhibit the
effectiveness and satisfaction with intra-family
succession and may prevent it from happening all
together are according to (Massis et al., 2008): process
issues; individual issues, relation issues, context issues
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a set of factors that may prevent intra-family
succession. In this study we developed a conceptual
framework and research propositions on the antecedent
issues both inhibiting and promoting the critical success
factors for effectiveness and satisfaction with an intrafamily successful succession and the related research.
The propositions advanced here when empirically
tested, will hopefully give us a much better
understanding of the various issues that can arise and
inhibit and possibly prevent intra-family succession. It
is the contention of the authors that the forces with the
strongest inhibiting force among the various inhibiting
issues are: The process issue of identity confirmation;
the individual issue of the owner’s age; the related issue
of the family firm’s degree of formalization; the context
issue of outside options for potential successors and; the
financial issues of low capital stock and variability of
earnings. As mentioned earlier there are additional
inhibiting factors that could also be investigated further
and can be incorporated in the conceptual framework to
shed additional light into the always murky picture of
family business succession.

The third factor deals with a lack of reverence
accorded to the potential successor from clients and
suppliers. While some issues with this factor may be
remedied by training the potential family successor and
by increasing his or her exposure in the family firm’s
dealings in order to enhance their credibility and
visibility, this is still a quite serious problem. One of the
reasons that clients and customers may not trust the
incoming successor is because they have not enough
time to get to know the individual. By introducing the
potential successor to these key stakeholders early and
often, clients and suppliers will have time to develop a
relationship with the incoming successor and therefore
allow for a smooth transition when the current
incumbent leaves his or her position.
Another inhibiting factor impacting the critical
success factors of a successful intra-family succession is
the inability to sustain the tax burden of handing the
business over to a new generation. This is probably the
most easily overcome factor because of the ability to
purchase a life insurance policy that will cover the estate
taxes when the owner of the business passes away.
A final critical inhibiting factor is the lack of
education or the poor skills among potential successors.
When potential successors have poor education or poor
skill levels they may lack self-efficacy, self-esteem and
overall confidence and thus may not wish to take on the
challenge of running the family business and/or the
family council may not want to allow the potential
successor take over the business. Poor skills can be
overcome by evaluating the skill gaps in the potential
successor early and repeating this analysis often.
Providing early training and exposing the potential
successor to the business early on in their lifetime will
allow potential successors to better prepare and gain the
experience and knowledge necessary to take over the
business when it is time for the incumbent to retire. In
contrast, farming is an occupation where the
educational level plays a much smaller role in the
success of the owners than other family firms in other
industries.
By identifying and measuring the impact of these
factors and issues that act as barriers inhibiting a
successful intra-family succession as part of future
research undertakings we can increase the chances of an
effective and satisfactory intra-family succession.
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