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Executive Summary 

Five Countries, One Quiet Crisis 

Family businesses are the economic backbone of every country in the BS4INNO consortium. They represent 

roughly 80% of enterprises in Greece, around 90% in Cyprus, an estimated three-quarters of SMEs in 

Belgium, some 66% of firms under exclusively family management in Italy (compared with 26% in France 

and 10% in the United Kingdom), and the overwhelming majority of the post-1989 entrepreneurial 

generation in Slovakia. Collectively they employ tens of millions of Europeans and anchor local economies, 

from Athens to Antwerp, Nicosia to Bratislava. Yet across all five countries, this vital layer of the economy 

is approaching the same demographic cliff edge at almost the same time: a generation of founders who 

built their companies from scratch, often during a specific historical window (post-war reconstruction in 

Belgium and Italy, post-EU accession growth in Greece and Cyprus, or the post-communist transition in 

Slovakia), is now reaching retirement, and very few of them have a written plan for what happens next. 

The scale of the risk is well documented at EU level: approximately 450,000 firms and 2 million jobs change 

hands every year in Europe, and of these, roughly 150,000 businesses and 600,000 jobs are lost annually 

simply because the handover was not properly managed. Historical survival data collected across the 

BS4INNO partner countries confirms this pattern locally: only around 30% of family firms survive the 

transition to the second generation (Greece, Slovakia, Italy), and the figure falls to 13–15% by the third 

generation. This report synthesises the five national reports produced under Work Package 2 of the 

BS4INNO project, covering Belgium, Cyprus, Greece, Italy and Slovakia, to benchmark the state of 

succession practice across the consortium and to define the competencies required for a new, 

professionalised occupation: the Business Succession Planner (BSP). 

 

The Inertia Paradox and the Perception Gap 

Two connected phenomena emerge with striking consistency from the harmonised BS4INNO surveys and 

interviews. The first, most sharply named in the Slovak report as the “Inertia Paradox”, describes owners 

who report high personal clarity about who should lead the business next (64.5% in Slovakia, 59.5% rating 

their vision 4 or 5 out of 5 in Greece) and who are often demonstrably active, nearly half already have a 

successor working in the business (45.2% in Slovakia, 44.7% in Greece, 63% in Cyprus), and yet who have 

never converted that clarity into a formal, documented, professionally supported plan. The proportion of 

firms with no formal plan and no external consultation is dramatic everywhere: 85.1% in Greece, 63.3% in 

Cyprus, 54.8% in Slovakia, and a “high informal/avoidance” pattern reported contextually in Italy and 

Belgium. Confidence about the future, in other words, has not yet translated into governance. 
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The second phenomenon is a “Perception Gap” between what SME owners believe threatens their business 

and what the professionals who advise them actually observe. Owners overwhelmingly point outward to 

market volatility (68.1% in Greece), financing and legal complexity, or global competitiveness, while 

advisors overwhelmingly point inward, to the lack of communication between generations (66.7% in 

Greece), emotional and family conflict (53.3% in Greece; cited by 100% of Cypriot advisors as the single 

greatest obstacle), and the founder's fear of losing control or identity. This mismatch is not a matter of 

degree; it is a difference in kind. Owners are managing a business problem. Advisors are managing a human 

one. The Business Succession Planner is the professional figure this report proposes to close that gap. 

 

Key Comparative Findings 

Country 
Firms with NO formal 
plan / no consultation 

Primary barrier (advisor view) 
Most trusted advisor (SME 
view) 

Greece 85.1% 
Lack of communication between 
generations (66.7%); emotional/family 
conflict (53.3%) 

Accountant (51.1%) 

Cyprus 63.3% 
Emotional and family conflict — cited 
by 100% of advisors 

Lawyers / Accountants 

Slovakia 54.8% 
The “Inertia Paradox”: clarity without 
formal action; founder trust deficit 

Family member (51.6%) / 
Lawyer (48.4%) 

Italy 
High informal/avoidance 
(only 9% actively engaged 
in planning) 

Founder centrality (“working 
entrepreneur”); over-reliance on a 
single leader 

Lawyer / Family member 

Belgium 
High informal rates (only 
19 of the SME sample 
hold a written plan) 

Complexity of emotional dynamics; 
loss-of-control anxiety 

Multi-disciplinary advisory 
network / accountant 

Table 1: Key comparative findings 

This comparison confirms that emotional and relational barriers consistently outweigh perceived 

external (legal, tax, financial) barriers as the true cause of succession failure, a “Perception Gap” 

documented with particular clarity in Greece but visible, in different local forms, in every partner 

country. The current advisory landscape is fragmented and reactive: 0% of surveyed Greek 

professionals report using a licensed, structured methodology; two-thirds of Cypriot advisors rely on 

bespoke, experience-based approaches; and Belgian, Italian and Slovak advisors alike describe 

succession support as something professionals “grow into” from an adjacent discipline (law, 

accountancy, coaching) rather than something taught as a standalone occupation. 

 

The Business Succession Planner: An Integrator and Emotional Mediator 
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Across all five countries, the research converges on the same conclusion: existing professionals (lawyers, 

accountants, tax advisors) are necessary but not sufficient. They are trusted for technical accuracy but are 

rarely equipped, trained, or mandated to manage the relational and governance dimensions of succession 

- mediating conflict, designing family governance instruments (family charters, family councils, advisory 

boards), coaching successors, and holding the process together end-to-end. The proposed BSP occupation 

is designed to be that Integrator: a facilitator who bridges legal, fiscal, financial, governance and human 

dimensions, and who treats succession not as a single legal transaction but as a multi-year process of 

business transformation and intergenerational trust-building. 

Interest in formal training and certification is high in every partner country. Belgian BSPs unanimously 

expressed interest in ongoing training and updates; Slovak, Greek, Cypriot and Italian professionals alike 

requested standardised diagnostic tools, certification pathways, and peer networks. The market is, in the 

words of one Greek interviewee, ready to “formalize this role, building trust and ensuring quality support 

for families in transition.” 

 

Moving Forward: A Three-Tier European Roadmap 

● Immediate (0–1 year): Equip SMEs with simple, low-cost tools i.e. checklists, role-mapping 

templates, structured-conversation guides, to break the initial paralysis, alongside awareness 

campaigns using the 150,000-firms/30% survival statistics to create urgency. 

● Medium-term (1–3 years): Build and pilot the BSP curriculum around four pillars: Process 

Architecture, Relational Mediation, Governance Facilitation and Strategic/Digital Integration and 

establish accredited training pathways and certified professional registries. 

● Structural (3+ years): Secure formal EQF/ISCO recognition of the BSP occupational profile, 

introduce tax incentives and inheritance-duty relief for early, certified succession planning, and 

fund state-backed advisory vouchers so that cost is not a barrier for the micro- and small 

enterprises that dominate every partner economy. 

Ultimately, the BS4INNO consortium's combined evidence base, drawn from over 150 SME respondents, 

more than 60 BSP/consultant respondents, and over 30 in-depth interviews and focus groups across five 

countries, confirms that the greatest threat to the European family business is not external competition 

but internal, emotional inertia compounded by a structural absence of professional, human-centred 

succession support. This report sets out the comparative evidence (Sections 3–5), profiles the emerging 

BSP occupation in detail (Section 6), presents cross-country good practice (Section 7), and closes with 
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conclusions and strategic recommendations for curriculum development, policy and sectoral action 

(Sections 8–9). 
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1. Introduction 

1.1 The Pivotal Role of Family Businesses in Europe 

Family businesses are not a marginal category of the European economy: in every BS4INNO partner country 

they are its structural core. In Greece, 80% of all enterprises are family owned, contributing 12% directly to 

GDP within an SME sector that accounts for 67% of national output and 45% of employment (Bakos, 2024; 

European Commission, 2024). In Cyprus, independent business sources converge on a comparable estimate 

of around 90% of the 125,152 registered enterprises being family businesses, within an SME population 

that represents 99.9% of all firms and 74.7% of employment (Cyprus Statistical Service, 2023). In Italy, firms 

controlled by families are estimated to generate 68% of GDP and 70% of employment, with 66% of 

businesses managed exclusively by family members, far above the shares reported in France (26%) or the 

United Kingdom (10%). In Belgium, SMEs account for over 99% of enterprises, 64% of the workforce and 

nearly 60% of value added, with family firms representing some 77% of companies employing staff and 

around a third of GDP (GUBERNA, 2022). In Slovakia, SMEs generate roughly half of value added and 72% 

of employment in the business economy outside the financial sector, and the BS4INNO sample confirms 

that 83.9% of surveyed firms are fully or partially family owned. 

This structural weight means that business succession is not a private, family matter alone: it is a matter of 

macroeconomic stability, regional employment, and the preservation of entrepreneurial expertise built up 

over decades. When succession fails, the consequences ripple outward from the family to employees, 

suppliers, and local communities. 

 

1.2 Succession Urgency: A Shared Demographic Ticking Clock 

Each national report identifies a distinct but converging demographic trigger. In Greece, 43.97% of firms 

are first generation and 47.41% second generation businesses, meaning a large cohort of founders is 

approaching retirement simultaneously; over half of the BS4INNO Greek sample (51.0%) has been 

operating for 21 years or more. In Slovakia, the trigger is even more historically concentrated: because the 

overwhelming majority of Slovak family firms were founded after the fall of communism in 1989, the 

founding generation is now reaching retirement age within a remarkably narrow window, with 80.6% of 

the sample established between 11 and 30 years ago. In Italy, firm longevity is even greater (around 62% 

are over 30 years old), and the “working entrepreneur” model means founders often retain decision making 

power well past typical retirement age. In Cyprus, national demographic statistics show 17.7% of the 

population aged 65 or older in 2023 (up from 11.3% in 2000), the first time in the country's history that the 

elderly outnumber children under 15, directly signalling an imminent wave of ownership transfers. 
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Belgium's family enterprises, some dating to the 1800s, illustrate the long end of this same spectrum: 

multigenerational continuity is achievable, but only where governance was formalised early. 

The European Commission has estimated that up to 150,000 companies are lost annually across the EU due 

to poorly managed transfers (European Commission, 2011), and historical research (Ward, 1987) puts the 

family firm survival rate at only 30% to the second generation and 13% to the third, a “30/13/3” pattern 

independently corroborated by the Italian (20% to 25% and 13% to 15%) and Slovak (approximately 30%) 

national data. The transition to the second and third generation is therefore the single greatest structural 

risk to economic continuity in every partner country. 

 

1.3 Purpose of the Multinational Report 

This report synthesises the five national reports produced under BS4INNO Work Package 2, Activity 2.2, 

covering Belgium, Cyprus, Greece, Italy and Slovakia, into a single comparative evidence base. It has two 

purposes: 

● Contribution to the EU wide comparative picture: to identify the commonalities and the culturally 

or legally specific variations in succession practice across the consortium, providing a benchmark 

against which future EU policy and the BS4INNO curriculum can be calibrated. 

● BSP curriculum development: to translate the empirical findings on barriers, training needs, and 

stakeholder expectations into the competency framework, occupational profile, and training 

modules that will underpin the BSP qualification (Sections 6 and 9.1, and Annexes E and F). 

 

1.4 Link to BS4INNO Project Deliverables 

This document is the principal deliverable of WP2, and it directly feeds two subsequent project outputs: 

the Business Succession Planner Occupational Profile (Section 6, further formalised in the BSP Qualification 

Standard reproduced as Annex E), and the Strategic Recommendations for Curriculum Development 

(Section 9.1), which are operationalised in the BSP training programme structure and assessment 

framework reproduced as Annex F. Together, these deliverables carry the evidence gathered in this report 

into the design of the WP3 VET curriculum and pilot training. 

 

1.5 Methodological Harmonisation Across Countries 

To ensure comparability, all five national teams applied a common, mixed-method research design 

developed centrally for the BS4INNO consortium: a harmonised online questionnaire administered 
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separately to SME owners/successors and to BSPs/consultants (reproduced in full as Annexes B and C), 

complemented by semi-structured interviews and, in several countries, focus groups following a shared 

interview protocol (Annex D). This harmonisation is what makes the cross-country comparison in Sections 

3–5 possible, even though the five samples differ considerably in size and in the balance of quantitative and 

qualitative material collected. 
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Glossary 

Term Definition 

BS4INNO  

Business Succession for Innovation 

Succession The process of transferring the leadership, 

management, and ownership of an enterprise from 

one individual or generation to the next. 

BSP Business Succession Planner 

 

SMEs Small and Medium-sized Enterprises 

Micro-business A very small business typically defined as having 

between 1 and 9 employees. 

Small Business A business typically defined as having between 10 

and 49 employees. 

Medium Business A business typically defined as having between 50 

and 249 employees. 

ISCO-08 International Standard Classification of 

Occupations 

NACE Nomenclature of Economic Activities 

NSRF / ESP National Strategic Reference Framework / 

European Structural Funds 

GDPR General Data Protection Regulation 
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2. Methodology 

2.1 Overview of National Data Collection Processes 

Each national team combined quantitative surveys (Google Forms) with qualitative desk research, semi-

structured interviews and, where feasible, focus groups. Across the consortium, the research reached over 

150 SME respondents and more than 60 BSPs/consultants, complemented by over 30 in-depth interviews 

and focus-group sessions. Sample sizes and qualitative depth varied by country, reflecting differences in 

team resourcing, network access, and the maturity of the local advisory ecosystem for succession planning. 

 

Country SME survey respondents 
BSP / consultant 
respondents 

Qualitative interviews / focus 
groups 

Belgium 19 13 
9 (10 conducted, 1 excluded from 
analysis) 

Cyprus 30 9 
5 Interviews with successors who 
completed a transition 

Greece 47 15 11 

Italy 29 1 
6 Interviews with entrepreneurs, 
consultants and an attorney 

Slovakia 31 0 2 Interviews analysed 

Table 2: National Sample Sizes by Data Collection Method 

 

2.2 Common Instruments 

Three harmonised instruments underpinned data collection in every country: an SME questionnaire 

covering business profile, leadership structure, succession status, perceived barriers, and training needs 

(Annex B); a BSP/consultant questionnaire covering professional profile, service offering, methodology, 

engagement timing, and perceived barriers (Annex C); and a structured interview protocol with parallel 

question tracks for BSP experts and for SME owners/families, covering background, succession journey and 

readiness, process/tools/support needs, emotional and organisational dynamics, and emerging needs and 

best practices (Annex D). National teams translated and lightly adapted these instruments to local language 

and context while preserving the underlying variables, which is what allows the comparative tables in 

Section 3 to be constructed. 

2.3 Summary of Limitations and Challenges 

Common limitations recur across the five national reports. All teams reported a degree of sampling bias: 

reliance on personal and professional networks and snowball sampling tended to reach owners and 

advisors already engaged with succession-related themes, likely under-representing the least prepared, 
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most disengaged segment of the population is precisely the group the BSP occupation is intended to reach. 

Several reports flag geographic concentration (for instance, roughly two-thirds of the Greek sample 

originates from the Athens metropolitan area) and a bias toward the incumbent/founder's perspective over 

that of successors, since most respondents are still active owners rather than the next generation. The 

Belgian and Slovak reports additionally note that the sensitive, sometimes taboo nature of succession as a 

topic constrains both response rates and the depth of disclosure on family conflict. Survey fatigue, a high 

volume of competing questionnaires reaching the same small pool of engaged owners, was explicitly 

identified in Greece as a constraint on response rates. Given these constraints, findings should be read as 

strong directional evidence of Europe-wide patterns rather than as nationally representative statistics. 

 

2.4 GDPR and Ethics Compliance 

All national data collection procedures were conducted in full compliance with GDPR. Participants provided 

informed consent, data was anonymised, and confidentiality was maintained throughout, with particular 

care taken around the sensitive qualitative material on family conflict and emotional barriers gathered 

during interviews. 
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3. Comparative Analysis 

3.1 Family Businesses 

3.1.1 Size, Age and Sectoral Profile 

Every national sample confirms the same structural picture: European family businesses are 

overwhelmingly micro or small, and disproportionately mature. Micro-enterprises (1–9 employees) 

dominate in Greece (74.5%) and Italy (82.8%), and micro/small firms together dominate the Cypriot (94.8% 

of all Cypriot enterprises are micro) and Slovak samples. In terms of age, 51.0% of the Greek sample and 

roughly 62% of the Italian sample have been operating for more than 20–30 years; 80.6% of the Slovak 

sample was established 11–30 years ago; 56.67% of the Cypriot sample has been established for 21 years 

or more. This combination, small scale and long tenure,  means succession is rarely a matter of transferring 

complex institutional structure; it is a matter of transferring personal expertise, relationships, and tacit 

knowledge concentrated in a single founder. 

 

Metric Greece Italy Slovakia Cyprus Belgium 

Micro-enterprise 
share 

74.5% 82.8% 
Majority 
micro/small 

94.8% 
(national) 

~96% 
(national) 

Firms 21+ years old 51.0% ~62% over 30 yrs 80.6% (11–30 yrs) 56.67% 
Founding avg. 
1919 (family 
firms) 

Leadership model 
61.7% one main 
leader 

34.5% shared 
family / 31% 
informal 

74.2% single or 
family-shared 
leader 

High 
founder/single-
leader reliance 

Family-led, 
multi-
generational 
governance 
emerging 

Family-business 
share (national) 

80% 
66% family-
managed 

83.9% of sample 
family-owned 

~90% 
~77% of firms 
employing staff 

Table 3: National Sample Size, Age and Profile 

 

3.1.2 Leadership Structure and Ownership 

Centralised, founder led leadership is the norm everywhere. In Greece, 61.7% of firms report “one basic 

leader”, with 76.6% having at least partial family involvement in leadership. In Slovakia, 74.2% describe 

their leadership as either a single principal leader or shared leadership exclusively among family members, 

and 62% report two or more generations already working in the company simultaneously. In Italy, the 

“working entrepreneur” pattern, in which the founder retains personal, hands-on control well past typical 
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retirement age, is identified as the central structural risk, masking underlying issues such as accumulated 

debt or the absence of a professional management layer. In Cyprus, 63% of surveyed SMEs report a 

successor already active in the business, yet only 30% have a documented plan. Belgian data, drawn from 

a smaller sample, nonetheless shows the same underlying logic: succession discussions are common and 

comfortable, but written plans are rare, and family governance instruments (Family Charters, Councils, 

Advisory Boards) are the exception rather than the rule outside a handful of mature multigenerational 

firms. 

3.1.3 Succession Planning Status 

The proportion of firms with a formalised, documented succession plan is critically low across the entire 

consortium, while the proportion relying on informal, unconsulted decision-making is dangerously high: 

85.1% of Greek firms have never formalised a plan or engaged a specialist; 63.3% of Cypriot firms report 

the same; 54.8% of Slovak firms; and Italian data shows only 9% of family businesses actively engaged in 

succession planning, despite the risk being well understood by owners. This confirms the “Inertia Paradox” 

identified in Slovakia at a European scale: high conceptual clarity about the future (an owner's personal 

sense of who should lead next) does not translate into formal documentation, governance structures, or 

professional advice. 

3.1.4 Key Variations and Commonalities 

● Commonality: across Greece, Cyprus and Slovakia, owners prioritise the successor's competence 

and experience over blood ties alone when selecting a future leader. Work experience (55.3%) and 

business acumen (51.0%) rank above family seniority (31.9%) in the Greek sample, for example. 

● Variation (cultural avoidance): the Cypriot report explicitly describes succession as a culturally 

“taboo” topic that is rarely discussed openly; the Greek report finds an 80.9% rate of “no reported 

conflict” that is directly contradicted by qualitative interviews describing deep, suppressed tension, 

a pattern of cultural avoidance rather than genuine harmony. 

● Variation (legal context): Slovakia's 2023 amendment to Act No. 112/2018 creates a Registered 

Family Enterprise (RRP) status that mandates a Family Council, a legal lever with no direct 

equivalent elsewhere in the consortium. Italy lacks any dedicated succession law, relying instead 

on general instruments (donations, wills, family pacts), which the Italian report identifies as a 

source of added complexity and cost. Belgium's Code Buysse IV provides a voluntary governance 

framework that some of the most successful Belgian case study firms have adopted proactively. 
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3.2 Consultants and Mentors (Potential BSPs) 

3.2.1 Professional Profile and Services Offered 

Across the consortium, potential BSPs cluster into three overlapping groups: legal/tax advisors, 

accountants, and independent consultants or coaches. In Greece, independent Freelance Consultants 

dominate (53.3%), followed by Accounting Firms (20.0%); the core specialisation is Succession Planning and 

Strategy (66.7%), with Mediation/Conflict Resolution, Legal and Tax Consulting, and Intergenerational 

Coaching each cited by a third of respondents as secondary offerings. In Belgium, the BSP-type respondents 

span consultants, accountants, lawyers and mediators, with a notable concentration of highly experienced 

professionals (reported at nearly 70% with 11–19 years in the field). In Italy, accountants, lawyers and 

consultants are already active in succession support, but few see themselves as dedicated succession 

specialists — the occupational identity does not yet exist. In Cyprus, advisors focus on business valuation, 

tax and legal structuring, and family-communication facilitation, again on a largely reactive, case-by-case 

basis. In Slovakia, family members, lawyers and accountants remain the most trusted, informal sources of 

guidance, with no distinct professional occupation yet recognised. 

3.2.2 Frequency of Involvement by Stage of Succession 

Involvement is overwhelmingly reactive rather than proactive across every country studied. In Greece, the 

most common engagement points are “active transition in progress” (53%) and “after the succession” 

(33%), with only 27% of BSPs engaged when no successor has yet been identified. Cypriot and Italian 

advisors describe an almost identical pattern: consultants are typically brought in during active transitions 

rather than during early planning. This late engagement means the BSP inherits pre-existing, acute 

relational and structural problems rather than being able to shape the process from the outset,  a pattern 

that, notably, the Greek data shows can still be resolved successfully: BSPs there report a 100% smooth-

resolution rate once a structured, objective external intervention is finally implemented, underscoring the 

value of the profession even when called upon late. 

3.2.3 Tools Used and Most Trusted Advisory Roles 

The use of standardised, licensed methodologies is virtually absent everywhere: 0% of surveyed Greek 

professionals report using a licensed framework, and two thirds of Cypriot advisors rely on personal 

experience and bespoke, case by case approaches rather than shared tools. Belgian advisors describe the 

same reliance on self developed or adaptive methods rather than standardised diagnostics. The most 

trusted advisory roles for SME owners are the Accountant (Greece 51.1%, prominent also in Slovakia) and 
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the Lawyer (Italy, Slovakia 48.4%), with Family Members also ranking highly in Slovakia (51.6%), confirming 

that succession advice currently flows through existing, adjacent professions rather than through a 

dedicated succession specialist. 

3.2.4 BSP Readiness and Interest in Certification 

Interest in formal training, certification and professional networking is consistently high across the 

consortium. All Belgian BSP respondents expressed interest in ongoing training and updates. Greek, Cypriot, 

Italian and Slovak professionals alike want standardised diagnostic tools, process templates, and legal and 

governance document templates, a direct market signal that the current experience based, fragmented 

advisory landscape is ready to professionalise around a shared BSP framework. 

3.3 Focus Group and Qualitative Highlights 

3.3.1 Emotional Challenges 

The universal, cross-country theme is the founder's psychological struggle to “let go” and the resulting loss 

of identity. The Greek report names this the founder's “Fear of Loss of Control”, cited as the deepest barrier 

beneath the market-facing concerns owners state publicly. Belgian case interviews describe founders 

whose succession remained “frozen for over five years” despite complete legal and fiscal readiness, 

resolved only once the founder's emotional attachment to his role was directly addressed by a mediator. 

Slovak interviews describe successors facing distrust from “father figures” and skepticism from long-time 

employees who do not yet see them as “the boss”. Cypriot advisors cite emotional and family conflict as 

the leading obstacle with unanimous consensus (100% of respondents). 

3.3.2 Cultural and Legal Context 

National culture and legal frameworks visibly shape both the pace and the tools of succession planning. In 

Cyprus, a strong cultural emphasis on family harmony makes succession a sensitive, almost taboo subject: 

rather than surfacing tensions early, families tend to avoid the conversation altogether, which delays 

planning until a crisis eventually forces the issue. In Italy, the absence of any law designed specifically for 

business succession means families must rely on general purpose legal instruments, such as donations, 

wills, and family pacts, that were never built for this purpose; this adds legal complexity, cost, and 

uncertainty to what is already an emotionally difficult process. Slovakia illustrates the opposite dynamic: 

its 2023 Registered Family Enterprise (RRP) status gives the state a direct lever to improve governance, 

since firms that register under it are legally required to establish a Family Council where none previously 



 

 

 

21 

BS4INNO | Erasmus+ KA220-VET 

existed, effectively imposing structure on businesses that might otherwise never adopt one voluntarily. 

Belgium sits between these two poles: its Code Buysse IV offers a voluntary rather than mandatory 

governance framework, and it is disproportionately the more mature, multigenerational firms, those 

already several successions into their history, that choose to adopt it. Together, these four cases suggest 

that culture largely determines whether and when a family is willing to start planning, while national law 

determines what tools are available, and how much friction there is, once they do. 

3.3.3 Contrasting Expectations: SMEs versus Consultants 

SMEs across the consortium consistently frame their priorities in external, technical terms: they ask for help 

with tax planning, business valuation, market strategy, and access to financing. Consultants, however, 

drawing on direct experience with real cases, consistently point to a different set of priorities. They say the 

work that actually determines whether a succession succeeds is internal and human, namely mediation 

between generations, the design of governance structures, and clear communication within the family. This 

mismatch is the Perception Gap in its clearest form, and it is arguably the single most important finding for 

curriculum design. In practice, it means that when a client asks for a technical service such as a valuation 

or a tax opinion, that request is very often a proxy for an underlying, unstated relational problem that the 

client has not yet recognised, or is not yet ready to name directly. The BSP must therefore be trained to 

look past the stated technical request, diagnose the relational issue sitting underneath it, and address that 

issue before, or alongside, the technical work the client originally asked for. 
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4. The State of Family Business Succession in Europe 

4.1 Common Succession Patterns, Gaps and Bottlenecks 

The dominant European pattern is a prolonged, informal transfer of managerial authority in which the 

founder remains heavily involved long after a successor has nominally taken on responsibility: the “shadow 

CEO” pattern visible in Greek, Italian and Cypriot interviews alike. The main structural gaps recur 

everywhere: procrastination driven by emotional avoidance rather than by lack of awareness (all five 

countries); an absence of governance structures, with informal family agreement substituting for written 

rules (Belgium, Cyprus, Greece); and suboptimal successor development, with successors gaining 

competence through gradual, informal on the job exposure rather than structured leadership training 

(Cyprus, Greece, Italy). 

4.2 Cross-National Typology: Proactive Planners versus Reactive or Resistant Firms 

A synthesis of the five national reports reveals three broad archetypes of national succession culture: 

● The Resistant Firms (Greece, Italy): characterised by very high rates of formal avoidance (85.1% and 

effectively over 90% respectively), a tendency to attribute difficulty to external factors (market, tax, 

legal complexity), and a strong preference for informal, founder centred decision making that 

persists even when a successor is already active in the business. 

● The Inherently Reactive (Slovakia, Cyprus): high internal clarity about the future combined with 

genuine engagement (successors are often already active), but formalisation and external advisory 

engagement occur only at a late, often crisis driven stage, constrained by cultural taboo (Cyprus) 

or the Inertia Paradox (Slovakia). 

● The Structurally Aware (Belgium): a comparatively mature ecosystem, supported by a voluntary 

national governance code (Code Buysse IV) and experienced multidisciplinary advisors, but one that 

still lacks a unified BSP occupational identity to integrate the various professions already involved. 

4.3 Legal and Regulatory Challenges 

Legal complexity is a recurring friction point, but it takes different forms in different jurisdictions. In Italy, 

the absence of a dedicated succession law increases reliance on general instruments (family pacts, 

donations, wills) and raises legal costs and complexity. In Greece, complex tax law adds significant 

transactional friction to ownership transfer. In Slovakia, the new RRP status is a double-edged tool: it 

provides the first formal legal recognition of the “family enterprise” and mandates a Family Council, but it 

also introduces a formalisation hurdle that not every firm is ready to clear. In Cyprus and Belgium, no single 
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dedicated succession law exists; firms instead rely on general company, tax and inheritance law, 

supplemented in Belgium by the voluntary Code Buysse framework. 

4.4 Post-Succession Outcomes 

Outcome data collected or cited in the Italian, Slovak and Greek reports converges on the same headline 

figure: only around 30% of family firms successfully reach the second generation, falling to roughly 13% to 

15% by the third (Ward, 1987; Italian and Slovak national data). Where succession is handled proactively, 

as illustrated by the Belgian and Italian case studies profiled in Section 7, the outcomes include not just 

survival but improved performance. Italian research (Bocconi/Unioncamere/Mediobanca) finds that firms 

completing a well managed generational handover show measurable improvements in revenue, return on 

assets and equity, and employment relative to peers, providing an evidence based economic case for 

investing in structured succession support.
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5. Training and Support Needs: A European View 

5.1 For SMEs 

5.1.1 What Do SMEs Need Most Support With? 

SMEs across the consortium consistently rank strategic planning and external mentorship/coaching for 

successors among their top-rated needs, alongside conflict-resolution support and legal/tax guidance. In 

Slovakia, External Mentorship/Coaching (38.7%) and Leadership and Management skills (32.3%) top the list 

of stated needs. In Greece, respondents most frequently request Strategic Succession Planning and 

Leadership and Governance Skills. Cypriot SMEs prioritise strategic succession planning, leadership and 

governance skills, and conflict resolution. This is a clear signal that SMEs want to professionalise the firm 

alongside the handover itself, not merely complete a legal transaction. 

5.1.2 Preferred Support Formats 

While digital tools are valued for efficiency and reach, every national report notes that the sensitive, 

personal nature of succession demands a high degree of face-to-face or direct, personalised mentoring, 

particularly in the early, trust-building stages of an engagement. Belgian and Cypriot interviewees in 

particular stress that succession conversations are not well served by purely digital formats. 

5.1.3 Digital Readiness 

Digital readiness is uneven and generally secondary to relational needs. Italian firms flag concerns about 

their own digital strategy as an area requiring support. Slovak “NextGen” successors report that 64% find 

the pace of AI adoption hard to keep up with, while only 3% have any formal AI governance in place, 

suggesting the demand is less for complex digital succession planning software and more for BSPs who can 

help integrate digital transformation into the succession plan itself. 

5.2 For Consultants and BSPs 

5.2.1 Commonly Missing Skills 

Three skill gaps recur across every national BSP/consultant sample: 

● Relational facilitation and mediation — the ability to manage family conflict and founder emotion, 

cited prominently in Greece, Cyprus and Belgium as the single most valuable and currently scarcest 

skill. 
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● Governance tool design and implementation — the ability to draft and facilitate Family Charters, 

Family Councils and Advisory Boards, identified as a core gap in Belgium, Slovakia and Greece. 

● Digital and innovation literacy — the capacity to connect succession planning to digital 

transformation, business model innovation and (per the Italian report) ESG/sustainability 

considerations. 

 

5.2.2 Interest in Certification 

Interest in becoming a certified BSP is high and consistent across the consortium. Belgian, Greek, Cypriot, 

Italian and Slovak professionals alike express a desire for a recognised professional identity, a shared 

European network, and structured training materials that would enhance both credibility and consistency 

of service delivery. 

5.2.3 Requested Support Materials and Tools 

The most requested materials across all five countries are standardised diagnostic tools (readiness 

checklists), phased process maps/roadmap templates, and templates for governance and legal 

documentation: a direct expression of the desire to move away from today's bespoke, experience-only 

methodology toward a shared, teachable professional framework. 
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6. Business Succession Planner: A Role in the Making 

6.1 Summary of National Expectations and Variations 

The BSP is envisioned, across all five countries, as a neutral, multi-competent process architect who 

integrates the specialised advice of lawyers, accountants and, where needed, therapists or mediators — 

rather than replacing any of them. National variations reflect local needs: in Slovakia, the BSP must be fluent 

in the new RRP legal framework and able to use its Family Council requirement as a lever with reluctant 

founders; in Greece, the BSP must counter the heavy default reliance on accountants by introducing a more 

holistic, relationally aware approach; in Italy, the BSP must operate as a cultural mediator, sensitive to the 

emotional weight of the Italian language and the deep respect accorded to the founder; in Cyprus, the BSP 

must provide the continuous, structured guidance that is currently missing between episodic, task-specific 

advisory interventions; in Belgium, the BSP must formalise and give a shared identity to a form of multi-

disciplinary advisory work that already exists informally among experienced consultants. 

6.2 BSP versus Existing Roles 

Existing role Primary function Missing BSP competence 

Accountant / Financial 
Advisor 

Valuation, tax planning, financial 
restructuring 

Relational mediation, governance design, 
strategic/digital integration 

Lawyer / Notary 
Drafting legal documents, ownership 
transfer instruments 

Neutrality in family conflict, emotional 
coaching, holistic continuity planning 

Family member / informal 
advisor 

Trusted first point of contact, historical 
knowledge of the family 

Professional independence, structured 
methodology, technical breadth 

Business Succession Planner 
(BSP) 

Process architecture, emotional 
mediation, governance facilitation 

Acts as the Integrator of all other 
functions, ensuring alignment between 
family, ownership and business 

Table 4: Comparison of Consultants and BSP 

Across all five countries, succession advice currently flows through professions that were never designed 

to carry the full weight of the process. Accountants and lawyers are the most trusted advisors precisely 

because they are already embedded in the family's financial and legal affairs, and family members remain 

a first point of contact simply because they are close and available. Yet each of these routes covers only 

part of what a successful transition requires. The table below sets out, role by role, the primary function 

each currently performs and the competence that is consistently missing when that role is asked to carry a 

succession process on its own. Read together, the four rows point to the same conclusion reached 

throughout this report: the BSP is not intended to compete with or replace the accountant, the lawyer, or 
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the trusted family confidant, but to sit above them as the professional who integrates their contributions 

and closes the relational and strategic gap that none of them is currently trained, or mandated, to fill. 

6.3 Skills and Qualifications Alignment Across Countries 

The core alignment across all five national reports is the need for T-shaped professionals: deep expertise in 

process management and relational dynamics (the vertical bar of the T) supported by broad, integrated 

working knowledge of legal, tax, financial, governance and digital/strategic aspects (the horizontal bar): 

precisely the profile formalised in the BSP Qualification Standard reproduced as Annex E. 

6.4 Support for or Resistance to BSP Certification Mechanisms 

Support for a certification mechanism is strong and largely unopposed across the consortium, since it offers 

the third party validation and standardisation currently missing from a fragmented market. Certification is 

seen as the key to building trust, particularly in cultures such as Slovakia and Italy, where advice currently 

relies heavily on already established personal or familial relationships rather than on professional 

credentials. 

6.5 Synergy with National and European Qualification Frameworks 

The cross-disciplinary breadth and process-ownership responsibility required of the BSP places the role 

above basic vocational training and firmly within the EQF Level 6 band, combining advanced theoretical 

knowledge of the family-business and succession domain with advanced practical skills in diagnosis, 

facilitation and mediation, and genuine responsibility for managing complex, multi-stakeholder processes 

with significant autonomy. This is precisely the level at which the qualification is positioned in the BSP 

Occupational Qualification Standard developed for the consortium (Annex E) and operationalised in the 

ten-module training programme summarised in Annex F. 

6.6 Business Succession Planner Occupational Profile — Proposal 

The following profile is structured to be compatible with ESCO / EU occupational-profile practice (title, 

description, tasks, knowledge, skills/competences, work context, typical qualifications, learning-outcomes 

style), and is fully aligned with the BSP Qualification Standard at Annex E. 
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6.6.1 Occupation Title and Basic Identification 

● Preferred title: Business Succession Planner (BSP) 

● Alternative titles: Family Business Succession Advisor, SME Succession Consultant, Business 
Transfer Planner, Family Governance and Succession Consultant 

● ISCO-08: 2421 – Management and Organisation Analysts 

● NACE: M 70.22 – Business and other management consultancy activities 

● Typical NACE context: all sectors dominated by SMEs, especially manufacturing, construction, 
trade, tourism, professional services and agriculture, where family firms are prevalent. 

6.6.2 Occupational Summary 

The Business Succession Planner supports small and medium-sized, especially family-owned, enterprises in 

planning and implementing the transfer of ownership and leadership. BSPs assess a company's readiness 

for succession across ownership structure, governance, financial health, management structure and family 

dynamics; design, in cooperation with owners and successors, a phased succession roadmap with 

objectives, roles, timelines, milestones and alternatives (Plan A/B/C); coordinate multidisciplinary advisory 

input from lawyers, tax advisors, accountants and financial planners into a single coherent process; 

facilitate dialogue between generations and stakeholders; propose and help implement governance 

instruments such as family charters, family councils and advisory boards; support successor development 

and onboarding; and frame succession as an opportunity for business continuity, innovation and 

sustainable growth rather than a one-off legal transaction. After the transfer, the BSP supports business 

stabilisation through successor support and monitoring of agreed milestones. 

6.6.3 Key Tasks and Responsibilities 

A Business Succession Planner: 

● Diagnoses succession readiness — conducts qualitative and quantitative assessment of a firm's 

ownership, governance, financial health, leadership structure and family dynamics, and identifies 

succession risks such as founder centrality, lack of written plans, unclear successor role, or digital-

skills gaps. 

● Designs structured succession plans — co-creates a phased succession roadmap with objectives, 

roles, timelines, milestones and contingencies, integrating the legal, tax and financial steps 

proposed by specialist advisors into a process understandable to the family. 
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● Facilitates family and stakeholder communication — organises and moderates succession 

meetings, family councils or workshops, helping parties articulate expectations, values, fears and 

conflict points through transparent, respectful dialogue. 

● Supports governance and role design — advises on family governance tools (family charters, family 

councils, advisory boards, shareholder agreements) in cooperation with legal and tax experts, and 

helps define and document the roles of outgoing and incoming leaders. 

● Supports successor development and onboarding — identifies competence gaps (leadership, 

management, digital, strategic thinking) and proposes development paths, coaching both successor 

and outgoing generation through the “letting go / stepping up” dynamic. 

● Coordinates multidisciplinary advisory input — works alongside lawyers, notaries, accountants, tax 

advisors, financial planners, mediators and psychologists, ensuring consistent communication and 

avoiding fragmented advice. 

● Frames succession as an innovation opportunity — helps the firm use the transition to address 

digital transformation, market repositioning, ESG/sustainability and professionalisation of 

management. 

● Ensures documentation and follow-up — encourages formalisation of plans and decisions (minutes, 

charters, protocols, updated statutes), and supports periodic review and adaptation of the 

roadmap. 

6.6.4 Essential Knowledge (EQF 6 depth) 

● Family business and SME dynamics — the life cycle of family firms, typical succession trajectories 

and survival rates (around 30% to the second generation, 13–15% to the third), founder centrality 

and intergenerational role patterns. 

● Business transfer and succession policy — EU data and policy on business transfers (approximately 

450,000 firms and 2 million jobs affected annually, 150,000 firms and 600,000 jobs at risk due to 

unsuccessful transfers), and national frameworks such as the Belgian Code Buysse or the Slovak 

RRP status. 

● Corporate, inheritance and tax basics — company law, inheritance/succession law, matrimonial 

property regimes, shareholder agreements, and common transfer instruments (family pacts, 

donations, wills, trusts, family constitutions). 
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● Corporate and family governance — board structures, advisory boards, owner councils, and the 

design and use of family charters, councils and policies in succession. 

● Organisational strategy, finance and valuation — SME strategy and business-model analysis, 

reading financial statements, and understanding the drivers of firm value relevant to succession 

and transfer. 

● Communication, coaching and mediation theory — conflict dynamics, negotiation basics, 

mediation approaches, coaching principles and cross-cultural communication. 

● Digitalisation and innovation in SMEs — the main digital-transformation trends and risks for SME 

competitiveness, and how successors often act as internal drivers of innovation. 

6.6.5 Essential Skills and Competences 

Technical / Professional Skills 

● Analyse business and family systems — map ownership, governance, management and family 

relationships, and identify pressure points and key decision-makers. 

● Develop succession strategies and roadmaps — translate owner goals into phased scenarios 

(internal family succession, MBO/MBI, external sale, liquidation), considering legal and financial 

constraints. 

● Facilitate governance design — propose suitable governance bodies and support their 

implementation in cooperation with legal advisors. 

● Use and adapt tools and frameworks — apply diagnostic tools, checklists, communication maps, 

ownership/role charts and planning templates, adapting them to the specific family context. 

● Coordinate multidisciplinary input — structure and sequence the work of lawyers, accountants, tax 

advisors, bankers, coaches and notaries to avoid duplication and ensure coherence. 

● Support innovation and continuity planning — integrate strategic, digital and ESG considerations 

into the future vision and help successors build a business case for change. 

Transversal / Soft Skills 

● Empathy and emotional intelligence to work with families under stress, bridging generations and 

perspectives. 

● Mediation and conflict-handling skills to deal with latent or explicit family conflicts, resistance to 

change and trust deficits. 
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● Neutrality and ethical behaviour, including confidentiality, impartiality and awareness of 

professional limits. 

● Communication and facilitation skills, including clear language, active listening, questioning and 

summarising, suitable for mixed expert/non-expert groups. 

● Reflective practice, learning from cases and adapting tools rather than applying a single template 

blindly. 

● Intercultural and diversity sensitivity, recognising different family cultures, gender roles and 

regional business norms. 

6.6.6 Optional / Desirable Knowledge and Skills 

● In-depth expertise in a specific national legal system, for lawyers, notaries or tax experts who also 

act as BSPs. 

● Knowledge of specific sectors (agriculture, crafts, tourism, manufacturing) where succession 

patterns are distinct. 

● Skills in digital facilitation (online family governance meetings, digital planning tools) and data 

security. 

● Experience with mergers & acquisitions, valuation and deal structuring for cases involving partial 

or full sale. 

6.6.7 Work Context and Employment Conditions 

BSPs may work as independent consultants or partners in boutique advisory firms, or as specialists inside 

larger organisations i.e. banks, private wealth/family offices, accounting firms, law firms, chambers of 

commerce, or SME support organisations. They typically serve micro, small and medium enterprises, 

especially family-owned firms in regional or local contexts, working on medium- to long-term engagements 

(one to five years) through recurring workshops and consultations rather than one-off transactions. 

6.6.8 Typical Entry Routes, Qualifications and EQF Level 

Given the cross disciplinary nature of the role, multiple entry paths are possible. Typical prior degrees or 

profiles include law, business administration, finance, economics, psychology, mediation or social sciences 

(EQF 6 to 7), complemented by postgraduate or continuing VET such as specialised certificates in family 

business governance, mediation, coaching or SME advisory. A European BSP qualification is positioned at 
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EQF Level 6, combining advanced knowledge of the family business and succession domain, advanced skills 

in analysis, problem solving and mediation, and responsibility for managing complex, unpredictable 

succession processes involving multiple stakeholders. The full detail of this qualification is set out in the BSP 

Occupational Qualification Standard at Annex E. 
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7. Good Practises and Case Studies 

This section brings together representative cases drawn from the five national reports, selected to illustrate 

the range of good practice identified across the consortium, spanning informal, relationship driven 

transitions through to fully institutionalised family governance. 

Case study 1: Institutionalising Family Governance After Conflict (Belgium) 

A Belgian horticulture business founded in the 1800s experienced a major internal conflict during a 

leadership transition, when diverging views between family branches escalated into a structural split. In 

response, the family introduced a binding Family Charter defining ownership, roles and decision-making 

boundaries, created a Council of Advice with external experts to provide neutral guidance, and 

implemented formal share-transfer rules to prevent future ownership fragmentation, alongside symbolic 

and cultural cohesion practices (shared branding, regular cross-generational events, and gradual, 

observation-based exposure of younger family members). 

Good practices: adopt a binding Family Charter with clearly defined ownership and role expectations; 

establish a Council of Advice with external, neutral experts; introduce formal share-transfer rules; build 

early exposure and gradual integration of successors; use shared identity and regular family events to 

strengthen cohesion. 

Case study 2: Multi-Disciplinary Advisory for Emotionally Complex Successions (Belgium) 

An experienced Belgian advisor observed a recurring pattern: a succession remained frozen for over five 

years despite complete legal and fiscal readiness, because the founder's emotional attachment to his role 

and identity was the true, unaddressed blocker. Recognising this, the advisor facilitated open conversations 

to surface hidden anxieties, brought in a mediator and psychologist to work with the family, and maintained 

coordination with legal and financial experts, reintroducing governance tools only once the founder 

reached sufficient emotional readiness. The previously stalled plan was then implemented within months. 

Good practices: address emotional readiness before introducing technical steps; create space for the 

founder's identity-related fears to surface; collaborate across legal, fiscal, operational and psychological 

disciplines; treat governance structures as tools of support rather than technical fixes. 

Case Study 3: Legal Structure as a Governance Lever (Slovakia) 

A Slovak firm proactively registered under the new Registered Family Enterprise (RRP) status introduced by 

the 2023 amendment to Act No. 112/2018, which requires the mandatory creation of a Family Council. This 
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legal step shifted decision-making from informal family conversations to a structured forum with defined 

participation and process. 

Good practices: use available legal/policy levers to enforce good governance where a family is otherwise 

reluctant to formalise on its own initiative; treat legal registration not as red tape but as an opportunity to 

install a lasting governance structure. This practice demonstrates clear transferability potential and should 

be studied for promotion at EU level. 

Case Study 4: The Founder's Psychological Surrender of Control (Greece) 

A successor to a Greek technical construction company identified the founder's readiness to relinquish 

control as the single most critical success factor in an otherwise completed father-to-son transition. The 

successor stressed that the outgoing owner had to actively “step back” and “show confidence in the 

newcomer”, allowing the next generation the autonomy to make mistakes and introduce change, 

prioritising clarity over the avoidance of temporary family discomfort. 

Good practices: build conscious trust and full delegation from the founder; ensure the outgoing leader takes 

a genuine, non-operational step back; prioritise honest communication over harmony-preserving 

avoidance. 

Case Study 5: Institutionalised Succession Through External Governance (Italy — Armani Group) 

Rather than relying solely on internal family figures, Giorgio Armani turned to legal and governance experts 

to design the Giorgio Armani Foundation (established 2016), a legal and governance vehicle that safeguards 

the group's independence by retaining at least 30% of capital, establishes a transparent bylaws based 

process for leadership succession and strategic decisions, and anchors the brand's long term identity and 

values beyond any single founder. 

Good practices: start succession planning well before any crisis or transition is imminent; create a 

governance structure separate from family ownership (for SMEs, this can be as simple as an external 

advisory board); groom key people, both family members and trusted executives alike, over time; protect 

core brand and institutional values through explicit governance provisions. 

Case Study 6: External Leadership and Board Professionalisation (Italy — Guzzini) 

The historic Italian design firm Fratelli Guzzini restructured its governance by appointing an external, 

independent CEO and introducing non-family directors to its board, guided throughout by external 

consultants whose mandate extended beyond legal paperwork to helping family members define their 
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optimal future roles. The retiring generation retained the title of Honorary President, formalising structure 

while respectfully honouring their contribution. 

Good practices: treat succession as a strategic re-foundation rather than a simple inheritance; bring in 

external advisors early to define roles and prevent conflict; professionalise governance by adding non-

family directors; balance tradition with innovation. 

Case Study 7: Early and Progressive Successor Involvement (Cyprus) 

Across several Cypriot case interviews, successors who began participation in day to day operations well 

before the formal transfer of leadership, gradually expanding from operational tasks to oversight and 

decision making while the outgoing leader remained present, reported markedly smoother transitions, with 

reduced disruption and stronger internal and external credibility for the incoming leader by the time of the 

formal handover. 

Good practices: begin successor involvement early and increase responsibility gradually; maintain the 

outgoing leader's presence during the knowledge transfer phase; combine internal exposure with external 

work experience where possible to build broader competence; keep communication about the transition 

open and regular, even where informal, to reduce uncertainty and align expectations.
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8. Conclusions 

Cross-Country Synthesis of Key Findings 

The BS4INNO multinational research confirms that the largest threat to European family businesses is not 

external competition, but the internal, emotional inertia of the founder combined with a structural deficit 

of formalised governance. Across Belgium, Cyprus, Greece, Italy and Slovakia, the same underlying story 

repeats with local variation: mature, small-scale, founder-led firms whose owners feel clear about the 

future in principle but have not converted that clarity into a written plan, a governance structure, or a 

professionally supported process. The Perception Gap — where owners request technical fixes for what is 

fundamentally an emotional and relational problem — defines the core challenge for the entire European 

advisory market, not just any single country. 

Patterns of Common Needs and Barriers 

● Common needs: standardised, teachable process methodology; mediation and facilitation support; 

training that integrates digital and strategic planning alongside legal and tax literacy; accessible, 

low-cost entry tools for the micro- and small enterprises that dominate every national sample. 

● Common barriers: the founder's fear of loss of identity and control; a persistent lack of trust in non-

traditional advisors (including the still-unrecognised BSP); cultural tendencies toward conflict 

avoidance; and a fragmented, experience-only advisory market that has not yet organised around 

shared standards. 

Cultural, Legal and Generational Trends 

Cultural tendencies toward conflict avoidance and centralised leadership delay action across the 

consortium, while legal complexity (most visible in Italy and Greece) adds friction once a family finally 

decides to act. Generational friction is a shared thread: the incoming generation's drive for 

professionalisation, governance and digitalisation frequently meets the founder's experiential, informal, 

hands on management style, and reconciling the two, rather than simply replacing one with the other, is 

consistently identified as the work of a successful transition. 

The Gap Between SME and Consultant Perspectives 

This gap is the single most consequential finding of the multinational synthesis: SMEs see succession 

primarily as a transfer of assets and titles, a legal and financial event. Consultants, drawing on direct field 

experience, see it as a transfer of power and identity, a human event. The BSP must be trained explicitly to 
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bridge this cognitive dissonance, recognising that the technical request an SME owner brings to the table is 

very often the visible tip of an unstated relational challenge. 

Implications for VET Systems and Policy 

VET systems across the consortium must be reformed to elevate relational competence, including 

mediation, facilitation and emotional coaching, to the same status as technical core competence such as 

law, tax and finance. The evidence gathered in every partner country points to the same conclusion: the 

ability to mediate a family's transition is currently the single most valuable, and most scarce, skill in the 

succession advisory ecosystem. 
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9. Strategic Recommendations 

9.1 Curriculum Development (for WP3) 

The BS4INNO curriculum must be built around the four pillars of the BSP occupational profile set out in 

Section 6: Process Architecture, Relational Mediation, Governance Facilitation, and Strategic/Digital 

Integration. The ten-module training programme structure and assessment framework developed for the 

consortium (summarised in full at Annex F) operationalises these pillars into 68 hours of core training 

culminating in an integrated capstone succession case, and should form the backbone of the WP3 pilot 

curriculum. 

Module 1: SME Context, Strategy and Succession Foundations — diagnostic profiling, ownership and 

governance mapping. 

Module 2: Legal, Tax and Financial Framework of Business Transfer — legal transfer options, financial-

health assessment, valuation basics. 

Module 3: Governance Design in Family and SME Succession — family charters, family councils, advisory 

boards, shareholder rules. 

Module 4: Succession Roadmap Design and Risk Management — phased roadmaps (Plan A/B/C), 

milestones, KPIs, risk matrices. 

Module 5: Process Coordination and Multidisciplinary Integration — stakeholder coordination, mandate 

boundaries, escalation procedures. 

Module 6: Intergenerational Communication, Facilitation and Conflict Management — facilitation 

technique, de-escalation, mediation basics. 

Module 7: Successor Development and Change Management — competence-gap analysis, onboarding 

plans, authority transition. 

Module 8: Digitalisation, Documentation and Professionalisation — process documentation, system-access 

transfer, KPI monitoring. 

Module 9: Ethics, Confidentiality and Professional Standards — neutrality, conflicts of interest, data 

protection. 
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Module 10: Capstone Project — an integrated succession case linking diagnosis, scenario selection, 

governance, financial integration, roadmap, risk mitigation, successor development and documentation, 

assessed through a written project (60%) and oral defence (40%). 

9.2 Policy 

● Tax incentives: implement tax and inheritance-duty relief that rewards SMEs for formally 

commissioning a certified succession plan several years before the intended transition date, 

directly countering the pervasive procrastination documented in every national report. 

● Awareness campaigns: fund sustained public-private campaigns, in cooperation with Chambers of 

Commerce, that reframe succession as an innovation opportunity rather than a mere transfer risk, 

using the shared EU statistics (450,000 firms/2 million jobs transferred annually; 150,000 

firms/600,000 jobs lost) to build urgency. 

● Formal recognition: lobby for formal EQF/ISCO classification of the Business Succession Planner 

occupation at national and EU level, building directly on the Occupational Qualification Standard at 

Annex E, to provide structure and credibility to the emerging profession. 

● Legal levers: study the transferability of structural mechanisms such as Slovakia's RRP status 

(mandatory Family Council) and Belgium's Code Buysse framework as models for other member 

states seeking to incentivise formal governance without imposing rigid, one-size-fits-all legislation. 

9.3 Sectoral Action (SMEs and BSPs) 

● Promote the Business Succession Planner role within local ecosystems: business networks and 

Chambers of Commerce should establish local or national registries of certified BSPs to build trust 

and visibility, following models already piloted through Italian regional programmes (for example, 

Lazio's “Patto tra generazioni” and various Chamber of Commerce co-financing calls). 

● Introduce Succession Audit Vouchers: state- or chamber-subsidised vouchers that fund the initial 

diagnostic phase performed by a certified BSP, lowering the cost barrier for the micro- and small 

enterprises that dominate every national sample. 

● Build a European BSP network: create cross-border peer-exchange mechanisms so that certified 

BSPs can share case-based learning, tools and methodologies, and consider cross-border mobility 

for BSPs advising SMEs in other member states under a harmonised framework, potentially linked 

to future Erasmus+ mobility strands. 
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● Support structured mentoring: establish mentoring schemes pairing experienced BSPs/successors 

with newcomers to the profession, mirroring the “train-the-trainer” approach recommended in the 

Belgian national report. 
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Annex 

The following annexes reproduce the harmonised research instruments used across all five BS4INNO 

partner countries (Annexes B, C and D — identical in structure to those published in the national reports, 

including the Greek National Report), the consolidated reference list underpinning this synthesis (Annex A), 

and the two core BSP curriculum-development source documents produced for the consortium: the BSP 

Occupational Qualification Standard (Annex E) and the BSP Training Programme Structure and Assessment 

Framework (Annex F).
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Annex B SME Questionnaire 

1. Company Name:  

Open-ended answer 

 

2. Sector of Activity:  

1. Agriculture, Forestry, Fishery 

2. Arts, entertainment and recreation 

3. Hospitality and Tourism 

4. Human health and social services activities 

5. ICT service activities 

6. Manufacturing of food, beverages and tobacco 

7. Manufacturing of Textile, Apparel, Leather, Footwear and related products 

8. Mining and heavy industry 

9. Transportation and storage 

10. Veterinary activities 

11. Wholesale and retail trade, renting and leasing 

12. Business administration 

13. Chemical industry 

14. Construction 

15. Education 

16. Energy and water supply, sewerage and waste management 

17. Finance, insurance and real estate 

18. Manufacturing of consumer goods except food, beverages, tobacco, textile, apparel, leather 

19. Manufacturing of electrical equipment, computer, electronic and optical products 

20. Manufacturing of fabricated metal products, except machinery and equipment 

21. Manufacturing of machinery and equipment, except electrical equipment 

22. Manufacturing of transport equipment 

23. Media 

24. Personal service -, administrative support service- and security and investigation activities 

25. Public administration and defence and membership organisations 
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26. Scientific and technical activities 

27. Wood processing, paper and printing 

28. Other 

 

3. Year of Establishment: 

1. Within last 5 years (2019-Present) 

2. 6-10 years ago (2014-2018) 

3. 11-20 years ago (2004-2013) 

4. 21-30 years ago (1994-2003) 

5. 31-40 years ago (1984-1993) 

6. 41-50 years ago (1974-1983) 

7. More than 50 years ago (before 1974) 

 

4. Number of Employees: 

1. 1-9 Employees 

2. 10-49 Employees 

3. 50-249 Employees 

4. 250+ Employees 

 

5. Company Location: 

1. Belgium - België - Belgique 

2. Cyprus - Κύπρος - Kıbrıs 

3. Greece - Ελλάδα 

4. Italy - Italia 

5. Slovakia - Slovensko 

6. Other 

 

6. Your Role in the Business: 

1. Founder 

2. Owner 
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3. Board Member 

4. CEO / Executive Director 

5. Manager 

6. Family Member 

7. Employee 

8. External Consultant 

9. Future Successor 

10. Other 

 

7. Is this a family-owned business? 

1. Yes 

2. No 

3. Partially 

4. Yes,but transitioning to non-family owned 

 

8. How would you describe the current leadership structure in your business? 

1. One main leader 

2. Leadership shared among family members 

3. Combination of family and non-family leadership 

4. External professional manager(s) 

5. Informal decision-making (no clear structure) 

 

9. Are transitions for future leadership or ownership discussed in your business? 

1. Yes, openly and regularly 

2. Yes, privately 

3. Occasionally 

4. Rarely 

5. Not at all 

 

10. Is someone identified to take over the business in the future? 
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1. Yes, and they are already active in the business 

2. Yes, but they are not yet involved in the business 

3. Still deciding 

4. No clear successor 

5. Not applicable 

 

11. How clear is the future leadership vision within the business? 

1. 1 (Not clear at all) 

2. 2 

3. 3 

4. 4 

5. 5 (Very clear) 

 

12. What top criteria are considered in selecting a future leader? 

1. Family seniority 

2. Emotional attachment 

3. Alignment to family values 

4. Work experience 

5. Business acumen 

6. Existing relationships 

7. Education and training 

8. Leadership skills 

9. Other 

 

13. What do you see as the biggest challenges for business continuity within the next 5 - 10 years? 

1. Lack of successor 

2. Reluctance to transfer control 

3. Conflict between family members regarding succession 

4. Financial or legal complexity 

5. Digital transformation 
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6. Adapting to market changes 

7. Internationalization 

8. Other 

 

14. How comfortable do you feel with discussing succession-related topics within your business? 

1. 1 (Not comfortable at all) 

2. 2 

3. 3 

4. 4 

5. 5 (Very comfortable) 

 

15. Have there been any conflicts related to leadership or business direction in the past 5 years? 

1. Yes 

2. No 

3. Prefer not to say 

 

16. What emotional or interpersonal barriers have you encountered (or anticipate) in transitioning 

leadership? 

Open-ended answer 

 

17. Which of the following would benefit your business in the coming years? 

1. Strategic succession planning 

2. Leadership and governance skills 

3. Conflict resolution within the family/business 

4. Legal and tax aspects of succession 

5. Business valuation and financing 

6. Digital transformation support 

7. External mentoring/coaching 

8. Other 

 



 

 

 

48 

BS4INNO | Erasmus+ KA220-VET 

18. What are the upcoming business challenges that you are expecting? 

1. Access to finance and investment 

2. Scaling to foreign markets 

3. Staying competitive in a globalized market 

4. Smooth leadership transition after succession 

5. Having enough qualified employees 

6. Access to legal and financial counsel 

7. Business - family harmony 

8. Unpredictable cash flows 

9. Regulatory compliance 

10. Rapid technology changes 

11. Instability in politics, economics, or society 

12. Other 

 

19. How confident do you feel about your business’ preparedness for leadership transition? 

1. 1 (Not confident at all) 

2. 2 

3. 3 

4. 4 

5. 5 (Fully confident) 

 

20. What areas are you not confident in? How can an external professional help your company? 

Open-ended answer 

 

21. Were you able to identify what your business needs for a successful succession procedure? 

1. Yes 

2. No 

3. Unsure 

 

22. Has a succession plan ever been formally documented or have you reached out to any expert about 
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your business succession? 

1. Yes 

2. No 

3. Unsure 

 

23. Were you or would you be confident reaching out to the experts?  

1. 1 (Not confident at all) 

2. 2 

3. 3 

4. 4 

5. 5 (Fully confident) 

 

24. Who do you trust most to support you in the succession process? 

1. Accountant 

2. Lawyer 

3. Financial planner 

4. Insurance broker 

5. Family member 

6. Consultant 

7. Management team 

8. Business partners 

9. Friends 

10. Other 

 

25. Please share any specific support or training you feel would help your business now or in the future. 

Open-ended answer 

 

26. Is there anything else in the topic of succession you are concerned about? 

Open-ended answer 
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27. Would you like to receive updates and the final report on this project? 

1. Yes 

2. No 

 

28. Would you like to take part in this project further? 

1. Yes: interview / peer focus group 

2. Yes: early access to European curriculum for family business succession planning 

3. No 

 

29. If yes, please enter your email address: 

Open-ended answer 

 

GDPR 

1. I have read and understood the above information and I agree to the use of my data as described 

above for the BS4INNO project. 
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Annex C BSP Questionnaire 

1. Name of your organization: 

Open-ended answer 

 

2. Country of registration: 

1. Belgium - België - Belgique 

2. Cyprus - Κύπρος - Kıbrıs 

3. Greece - Ελλάδα 

4. Italy - Italia 

5. Slovakia - Slovensko 

6. Other 

 

3. Type of your organization: 

1. Accounting firm 

2. Financial services and managerial outsourcing company 

3. Law firm 

4. Consulting company 

5. Insurance company 

6. Individual coach/trainer 

7. Family business association 

8. Non-profit 

9. Chamber of commerce / public agency 

10. Education or research institution 

11. Other 

 

4. How long have you been offering services related to family businesses? 

1. Less than 2 years 

2. 2 - 5 years 

3. 6 - 10 years 

4. 11-19 years. 
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5. More than 20 years 

 

5. What kind of services do you provide to family businesses? 

1. Succession planning & strategy 

2. Mediation / conflict resolution 

3. Leadership & governance structure 

4. Legal & tax consulting 

5. Business valuation 

6. Inter-generational coaching 

7. Other 

 

6. At what stage do businesses typically contact you regarding succession? 

1. No successor identified 

2. Successor identified, but not yet involved 

3. Active transition in progress 

4. Just before the transfer 

5. After succession (support phase) 

6. Varies case by case 

7. Other 

 

7. What are the most common issues businesses ask you to help solve during succession? 

Open-ended answer 

 

8. What are the biggest challenges you face when supporting a succession process? 

1. Resistance from current owner(s) 

2. Lack of communication between generations 

3. No clear successor 

4. Emotional/family conflicts 

5. Legal or financial complexity 

6. Unrealistic expectations 
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7. Other 

 

9. Do you have a structured methodology or tools for succession planning? 

1. Yes: own methodology and/or tools 

2. Yes: licensed tools 

3. No: tailor-made, personalized/case to case approach 

 

10. Can you tell us more about your favourite tools, methodologies, and/or support objectives? Can you 

share names of any tools or methodologies you recommend for succession planning? 

Open-ended answer 

 

11. What do you take into consideration while creating a tailor-made/case-to-case approach? 

Open-ended answer 

 

12. What is your favorite source of knowledge, expertise, and/or wisdom for family business succession? 

1. Academic Research on Family Business 

2. Applied Science / “Pracademic” 

3. Frameworks, tools, and techniques 

4. Facilitation & groupwork 

5. Coaching practices 

6. Experience 

7. Other 

 

13. Approximately how many family businesses have you supported with succession-related services? 

1. 1-5 

2. 6-10 

3. 11-20 

4. 21-50 

5. More than 50 

14. After a facilitated/mentored succession procedure, do usually things run smoothly?  
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1. Yes 

2. No 

3. Other 

 

15. What challenges might arise from the implementation of the succession plan? 

Open-ended answer 

 

16. What do you believe are the most important skills or competencies for a new role of "Business 

Succession Planner (BSP)"? 

Open-ended answer 

 

17. What kind of support or tools would help you be more effective when working with family 

businesses? 

Open-ended answer 

 

18. Would you like to receive updates and the final report on this project and tools created? 

1. Yes 

2. No 

 

19. Would you like to take part in this project further? 

1. Yes: join the European BSP (Business Succession Planner) Network 

2. Yes: join the project expert pool 

3. Yes: early access to European curriculum for family business succession planning 

4. No 

 

20. If yes, please enter your email address: 

Open-ended answer 

 

GDPR 

1. I have read and understood the above information and I agree to the use of my data as described 

above for the BS4INNO project. 
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Annex D Structured Interview Protocol 

Section 1: Background and Role ————————————————————————————————

——— 

For BSP Experts 

1. Can you describe your professional background and your organization? 

2. How long have you worked with family businesses on succession? 

3. What kind of services do you typically provide or consult on? 

4. When I say “family business succession,” what is top of mind for you? 

For SME Owners/Family 

1. Tell me a bit about your company- what do you do and how long have you been in business? 

2. What is your role in the business? 

3. Is the business fully or partially family-owned? 

4. When I say “family business succession,” what is top of mind for you? 

 

Section 2: Succession Journey and Readiness ———————————————————————————

—— 

For BSP Experts 

5. At what stage do businesses need support and/or tend to reach out for support? 

6. What types of issues are they most concerned with / faced with during succession? 

7. What do you see as the most common barriers to a successful handover? 

8. In your opinion, what could facilitate easier successions? 

For SME Owners/Family 

5. Have you started discussing succession in your business? If so, how and with whom? 

6. What are your main goals or concerns when thinking about succession? 

7. What do you see as the biggest risks or obstacles? 

8. How confident do you feel about your company’s preparedness for a leadership transition? 

 

Section 3: Process, Tools, and Support Needs ——————————————————————————

——— 

For BSP Experts 
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9. What kind of experts tend to get involved with family business succession planning? 

10. Can you tell me about any structured approaches, methodologies, and/or tools that you follow (or 

recommend)?  

11. (If yes) What are your top favorite recommendations? 

12. What kinds of training, networks, or tools would enhance the ability to support clients effectively? 

For SME Owners/Family 

9. Can you tell me about any consultants or training programs you have used for succession planning? 

10. Can you tell me about any tools or methods you have used for succession planning? 

11. (If yes) What has been the most helpful and/or unhelpful resource for business succession planning? 

12. What kind of external support would make the process easier for you? 

 

Section 4: Emotional, Interpersonal, and Organizational Dynamics 

——————————————————— 

For BSP Experts 

13. How do you (or how would you) handle emotional dynamics or conflicts within family businesses? 

14. In your view, what soft skills are most important for navigating succession? 

For SME Owners/Family 

13. Can you tell me about any emotional or interpersonal challenges in discussing or planning succession? 

14. How do family dynamics influence decisions about the future of the business? 

 

Section 5: Emerging Needs and Best Practices ——————————————————————————

—— 

For All Participants 

15. What do you believe are the most important needs related to business succession today? 

16. Can you share a best practice or a story (anonymous if needed) of a successful or particularly insightful 

transition? 

17. What do you think would make the biggest difference for SMEs going through succession in the future? 

18. Is there anything I haven’t asked that you believe is important? 

19. Is there anyone with whom you recommend we connect, regarding this project? 
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20. Are you interested to stay involved with this BS4INNO project (e.g., join our new digital BSP network, 

participate in pilot testing of the BSP training curriculum, receive our newsletter)? 

 

Section 6: Background for Research Statistics  

————————————————————————— 

21. For the record, are you part of the family that owns or manages the business? 

22. Which age category describes you best? 

i. Early Adulthood (ages 22--34) 

ii. Early Middle Age (ages 35--44) 

iii. Late Middle Age (ages 45--64) 

iv. Late Adulthood (ages 65 and older) 

23. What is your highest education level? 

a. None 

b. Primary school 

c. Secondary 

d. Bachelor 

e. Masters 

f. PhD 

24. [Interviewee’s gender to be completed by Interviewer] 
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Annex E: Business Succession Planner (BSP) Occupational Qualification Standard 

Reproduced from the BS4INNO BSP Qualification Standard developed for the consortium (EQF/NQF Level 6). 

Alternative titles: Family Business Succession Advisor, SME Succession Consultant, Business Transfer Planner, Family 

Governance and Succession Consultant. ISCO-08: 2421 – Management and Organization Analysts. NACE: M 70.22 – 

Business and other management consultancy activities. 

Overall Aim of the Qualification 

The holder of the qualification “Business Succession Planner (BSP)” (EQF/NQF Level 6) possesses the 

knowledge and skills required to plan and manage the transfer of ownership and leadership in small and 

medium-sized enterprises, particularly family businesses. They assess the company's readiness for 

succession in terms of ownership structure, governance, financial health, management structure, and 

family dynamics. In cooperation with owners and successors, they design a phased succession plan 

(roadmap) including objectives, roles, timelines, milestones, and alternatives, and ensure its regular review. 

They facilitate communication between generations and stakeholders, moderate meetings, and support 

dialogue aimed at reaching agreement on roles and next steps. They propose and coordinate the 

introduction of governance instruments (family charter/constitution, family council, advisory bodies, 

shareholder agreements), define roles and decision-making structures, and support the transfer of 

competences between generations. Succession is approached as a strategic opportunity for innovation, 

professionalisation of management, sustainability, and long-term business continuity, while ensuring 

confidentiality and ethical conduct. After the transfer, the BSP supports business stabilisation through 

successor support and monitoring of agreed milestones. The qualification is primarily applied in consultancy 

services, business support organisations (e.g. incubators, development agencies), or as an internal transfer 

coordinator. 

Focus of the Qualification — the Qualification Holder is Able To: 

● Assess the readiness of an SME, particularly a family business, for succession by analysing 

ownership structure, governance, financial health, management structure, and family dynamics, 

and identify key risks and priorities. 

● Determine an appropriate succession scenario (internal successor, external management, sale, 

combination) and justify the choice in terms of business continuity, family relations, and feasibility. 

● Design a phased succession roadmap with objectives, roles, timelines, milestones, and alternatives 

(Plan A/B/C). 
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● Plan, coordinate, and monitor the implementation of the succession roadmap in cooperation with 

owners and management, including monitoring the post-transfer stabilisation phase against agreed 

milestones. 

● Integrate legal, tax, accounting, and financial inputs into a coherent process and translate them 

into decisions and actions understandable to owners and successors. 

● Facilitate succession-related meetings and intergenerational dialogue to achieve agreement on 

roles, expectations, and next steps. 

● Design governance instruments, particularly a family charter/constitution, family council, advisory 

bodies, and shareholder rules, to define roles and decision-making powers. 

● Coordinate cooperation with experts (lawyer, tax advisor, accountant, financial planner, mediator 

or coach as needed) to ensure consistent recommendations and timelines. 

● Assess the successor's competence gaps and propose a development and onboarding plan to 

support role assumption during the transition period. 

● Prepare and manage succession documentation (minutes, protocols, charters, plan 

versions/versioning) and apply confidentiality, protection of sensitive data, and ethical principles 

when working with stakeholders. 

Learning Outcomes — 1. Professional Knowledge 

● SME life cycle and succession trajectories — explain the SME life cycle, its phases, distinguish 

succession trajectories, and select an appropriate transfer scenario, including risks arising from 

centralisation and intergenerational roles. 

● EU policies and support instruments for business transfer — define objectives and principles of EU 

policy, identify support-instrument types (consultancy, mentoring, financial programmes) and 

conditions of use. 

● Legal frameworks for ownership and management transfer — key concepts (shares/equity, share 

transfer, decision-making powers, statutory responsibility); basic legal titles of transfer (sale, 

donation, inheritance) and their implications, including matrimonial property regimes. 

● Roles in governance during succession — ownership, management and control roles and their 

relationships; key governance instruments (family constitution/charter, family council, advisory 

bodies, shareholder agreements). 
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● SME strategy, business model, and roadmap prioritisation — value proposition, customers, 

channels, key resources and processes; owners' strategic goals and their impact on scenario choice 

and roadmap priorities. 

● Financial basics, valuation, and transfer feasibility — balance sheet, income statement, cash flow, 

working capital; liquidity, indebtedness, profitability; business valuation principles and transfer 

financing options. 

● Succession risks and mitigation — risk categories (legal/tax, financial, operational, personnel, 

relational); mitigation principles (prevention, reduction, transfer, acceptance) and scenario 

planning. 

● Intergenerational communication and meeting facilitation — communication principles, 

intergenerational styles and barriers, facilitation, meeting rules (objective, agenda, communication 

agreements, decision-making). 

● Conflict in succession and escalation prevention — conflict dynamics and typical dispute sources 

(power, roles, values, assets, recognition); escalation-prevention principles. 

● Mediation: principles, limits, and indications — definition, principles and limits compared to legal 

dispute resolution, and situations requiring a mediator. 

● Digitalisation, innovation, and professionalisation of management — relevance for competitiveness 

and continuity; how succession can support digitalisation (process documentation, system-access 

transfer, data discipline). 

● Change management during the transition period — the change-management process and typical 

phases of transition. 

● Ethics, confidentiality, and sensitive information sharing — BSP ethical principles (neutrality, 

impartiality, respect, transparency); confidentiality and data-protection principles. 

● Documentation, versioning, and milestone monitoring — purpose and requirements of key 

succession documentation (roadmap, minutes, charters/constitutions, protocols, review records); 

versioning and milestone-monitoring principles. 

2. Skills — a) Professional Skills 

● Business and family system analysis — analyse the business and family system, identify decision-

making authorities, critical dependencies, and pressure points. 
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● Succession readiness diagnostics — assess financial health, management structure, process 

formalisation, and competence/digital gaps, and determine priorities and risks. 

● Design and justification of transfer scenarios — design and critically assess alternatives (family 

succession, external management, MBO/MBI, sale, combinations) and evaluate feasibility. 

● Succession roadmap development — translate strategic objectives into a phased roadmap with 

roles, milestones, checkpoints, timing, and alternatives (Plan A/B/C). 

● Roadmap implementation coordination — coordinate implementation, assign responsibilities, 

monitor milestones (KPIs), manage corrective measures, and oversee post-transfer stabilisation. 

● Intergenerational negotiation facilitation — prepare agendas, set communication and decision-

making rules, and lead meetings to agreement. 

● Conflict management in succession — identify sources of tension, apply de-escalation techniques, 

and recommend mediation or coaching when needed. 

● Governance design facilitation — propose governance bodies and rules and coordinate 

implementation with legal advisors. 

● Integration of legal, tax, accounting, and financial inputs — integrate expert inputs into a coherent 

action plan aligned with roadmap milestones. 

● Multidisciplinary coordination — structure assignments, time expert inputs, prevent duplication, 

and align outputs and deadlines. 

● Successor development and onboarding support — identify competence gaps and coordinate 

development and onboarding plans. 

● Process and documentation management — prepare minutes/protocols, manage versioning, and 

apply confidentiality and ethical standards. 

b) Transversal Skills 

● Empathy and emotional intelligence 

● Mediation and conflict management 

● Neutrality and ethical conduct 

● Communication and facilitation skills 

● Reflective practice 
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3. Autonomy and Responsibility 

● Process autonomy — independent design and steering of the succession process and responsibility 

for milestones. 

● Methodological decision-making within mandate — prioritisation, sequencing, and escalation 

beyond mandate. 

● Stakeholder coordination — integration of partial inputs into a single roadmap and action plan. 

● Confidentiality and ethical information management — autonomous handling of sensitive data. 

● Documentation and traceability responsibility — ensuring quality, versioning, and auditability. 

● Development coordination within the roadmap — alignment of successor development actions 

with stakeholders. 
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Annex F: BSP Training Programme Structure and Assessment Framework 

Reproduced and condensed from the BS4INNO BSP Programme Assessment Criteria document. Total recommended 

scope: 68 hours across ten modules, assessed through case-based simulations, design tasks, and a final integrated 

capstone project. 

Programme Structure Overview 

Module Title Type Hours 

M1 SME Context, Strategy and Succession Foundations Core 6 

M2 Legal, Tax and Financial Framework of Business Transfer Core 9 

M3 Governance Design in Family and SME Succession Core 6 

M4 Succession Roadmap Design and Risk Management Core 7 

M5 Process Coordination and Multidisciplinary Integration Core 6 

M6 
Intergenerational Communication, Facilitation and Conflict 

Management 
Core 6 

M7 Successor Development and Change Management Core 7 

M8 Digitalisation, Documentation and Professionalisation Core 5 

M9 Ethics, Confidentiality and Professional Standards Core 4 

M10 Capstone Project — Integrated Succession Case Assessment 12 

 

Total recommended scope: 68 hours. 

M1 – SME Context, Strategy and Succession Foundations (6h) 

Learning objectives: explain the SME life cycle and succession trajectories; analyse ownership and 

management structures; identify founder dependency and systemic risks; align succession scenarios with 

strategic goals. 

Assessment: an individual or group diagnostic simulation based on a case study, with mandatory individual 

analytical reflection. Expected output: a diagnostic profile including a map of ownership and governance 

structures, identification of founder dependency, and a preliminary comparison of succession scenarios. 

Minimum standard: correctly identifies the SME's position in its life cycle, distinguishes at least two realistic 
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succession options, identifies the main points of founder dependency or key governance risks, and justifies 

the preliminary suitability of at least one scenario. 

M2 – Legal, Tax and Financial Framework of Business Transfer (9h) 

Learning objectives: interpret legal transfer options (sale, donation, inheritance); understand shareholder 

agreements and governance implications; analyse financial health and valuation basics; integrate tax and 

financial implications into scenario selection. 

Assessment: an analytical simulation of a business transfer case, supplemented by an individual reflection. 

Expected output: an analytical feasibility profile identifying legal, tax and financial risks, a basic assessment 

of financial health, and an indicative comparison of transfer scenarios. Minimum standard: correctly 

distinguishes the legal title of transfer, identifies at least three relevant legal risk points and at least three 

tax triggers/risks. 

M3 – Governance Design in Family and SME Succession (6h) 

Learning objectives: design governance structures; define roles and decision-making powers; develop 

family-charter concepts; facilitate governance implementation. 

Assessment: design of a governance arrangement based on a case study, including role mapping and a draft 

of basic governance rules. Expected output: a proposed governance structure including roles, decision-

making authorities, a draft family constitution/charter, and preventive mechanisms against blockages and 

conflict. Minimum standard: proposes a basic governance structure appropriate to the case, assigns main 

roles and decision-making powers, and identifies at least two potential conflict or blocking points with at 

least two preventive mechanisms. 

M4 – Succession Roadmap Design and Risk Management (7h) 

Learning objectives: develop a phased succession roadmap (Plan A/B/C); define milestones, KPIs and 

checkpoints; identify succession risks and mitigation strategies; monitor post-transfer stabilisation. 

Assessment: development of a complete succession roadmap with an accompanying risk matrix. Expected 

output: a phased roadmap including Plan A/B/C, milestones, KPIs, checkpoints, a risk matrix with proposed 

mitigation measures, and a post-transfer monitoring framework. Minimum standard: develops a basic 

phased roadmap appropriate to the case, with defined milestones, risk categories and mitigation measures. 
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M5 – Process Coordination and Multidisciplinary Integration (6h) 

Learning objectives: coordinate legal, tax, financial and advisory inputs; structure expert collaboration; 

prevent duplication and inconsistent recommendations; maintain process autonomy within mandate. 

Assessment: simulation of a coordination meeting of advisors and stakeholders, supplemented by an 

integration workshop. Expected output: a coordination plan including a stakeholder map, cooperation 

rules, definition of the BSP mandate, links to the roadmap, and escalation/documentation procedures. 

Minimum standard: identifies main stakeholders and experts, and defines basic roles, responsibilities and 

information flow. 

M6 – Intergenerational Communication, Facilitation and Conflict Management (6h) 

Learning objectives: facilitate succession meetings; manage intergenerational dialogue; apply de-escalation 

techniques; recognise when mediation is required. 

Assessment: a role-play simulation based on a case study, supplemented by conflict-scenario analysis. 

Expected output: the design and facilitation of a structured succession meeting, including a communication 

framework, identification of conflict points, proposed de-escalation interventions, and a clear boundary 

between BSP facilitation and the need for professional mediation. 

M7 – Successor Development and Change Management (7h) 

Learning objectives: identify competence gaps of the successor; design onboarding and development plans; 

apply change-management principles; coordinate authority transfer. 

Assessment: preparation of a successor development plan, supplemented by a simulation of the transition 

phase. Expected output: a successor development and adaptation plan including identification of 

competency gaps, proposed development activities, a framework for the transfer of authority, and 

measures supporting acceptance of change. 

M8 – Digitalisation, Documentation and Professionalisation (5h) 

Learning objectives: support digital transition during succession; design documentation and versioning 

systems; ensure traceability and data discipline. 

Assessment: design of a documentation and digital-readiness system based on a case study. Expected 

output: a proposal for a documentation, versioning and traceability system, including identified digital risks, 

minimum required documents, access-transfer rules, and a KPI monitoring framework linked to the 

roadmap. 
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M9 – Ethics, Confidentiality and Professional Standards (4h) 

Learning objectives: apply ethical principles in sensitive contexts; manage confidentiality; handle conflicts 

of interest; define professional boundaries; engage with the professional network. 

Assessment: analysis of an ethical case study and a conflict-of-interest scenario. Expected output: a 

proposed, ethically justified course of action in a sensitive situation, including assessment of confidentiality, 

conflict of interest, professional boundaries, and documentation of the decision. 

M10 – Capstone Project: Integrated Succession Case (12h) 

Objective: participants prepare and defend a comprehensive succession plan covering diagnostic analysis, 

scenario selection, governance design, financial integration, roadmap, risk mitigation, successor 

development plan, and documentation framework. 

Assessment: written project (60%) and oral defence (40%). Minimum standard: prepares all required parts 

of the integrated succession plan, demonstrates logical consistency between diagnosis, scenario and 

approach, proposes a basic governance structure, roadmap and documentation framework appropriate to 

the case, and defends key project decisions in a factual, logical manner consistent with the BSP role. 

Teaching methods across the programme include case-based learning, simulation and role-play, 

governance-drafting workshops, financial-analysis exercises, multidisciplinary integration labs, and 

reflective-practice sessions. The target group comprises consultants in SME/family business from different 

fields (lawyers, accountants, NGO professionals, mediators, coaches), advisors in business support 

organisations, internal transfer coordinators, and governance and succession specialists. 


