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Abstract. The purpose of the study was to identify the succession management processes in family businesses, with a
particular focus on the development and implementation of optimization approaches that contribute to the long-term
stability and competitiveness of the enterprise. The research focused on identifying key challenges that arise during
the intergenerational transfer of management functions, including an analysis of internal and external factors that
influence this process. A major part of the work was studying the role of family values and corporate culture, which are
fundamental elements of the succession strategy. Particular attention was paid to how these elements can be preserved
and passed on to successors, which is critical to preserving the enterprise's identity. The research methodology was
based on a comprehensive analysis of the management succession process in a family business, including several key
stages. The first stage involved an assessment of corporate culture, management practices, and financial aspects to
ensure business stability during the transfer of management functions. The second stage involved a financial analysis
of instruments to support the stability of the enterprise and the development of recommendations for financial risk
management. The next step was a comparative analysis of real-life cases to identify successful succession practices,
which allowed to creation of a comprehensive picture of the succession management process. Based on the study, key
approaches were identified, and practical recommendations were developed that can significantly contribute to the
successful transfer of management in family businesses. In particular, the importance of strategic succession planning,
which includes the early involvement of successors in the management process, the creation of detailed plans for their
development, and the implementation of support systems for new leaders, was emphasized. The recommendations are
designed to ensure a smooth and efficient transition of management functions, allowing family businesses to maintain
stability and prosperity in the face of generational change
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Optimising the management succession process...

Introduction

Optimising the process of management succession in fam-
ily businesses is an important topic that is gaining particu-
lar relevance in the context of economic development in
Poland. In this country, family businesses play a key role in
the economy, contributing a significant portion of the gross
domestic product (GDP) and creating jobs for millions of
citizens. According to research, there are more than 830,000
family businesses in Poland, accounting for about 60% of
the total number of businesses in the country. About 40%
of these companies are small and medium-sized enterpris-
es, which makes them the basis of economic stability and
growth (Nakielski, 2021). However, the issue of manage-
ment succession remains one of the biggest challenges for
such enterprises. Optimising this process is critical for the
preservation and development of family businesses, espe-
cially given their importance in the national economy. Ef-
fective succession strategies, such as formalizing the man-
agement handover process, engaging external experts, and
training successors, can significantly increase the chances
of a successful transition to the next generation. Stud-
ies show that businesses with a clearly defined succession
plan are 25% more likely to have a successful management
transition than those without such a plan. In addition, it is
relevant to take into account that the development of tech-
nology and changes in the market environment require
successors to have not only business knowledge but also
new competencies, such as digital literacy and innovation
management. Thus, optimising the management succes-
sion process is a prerequisite for ensuring the long-term
sustainability of family businesses in Poland, which in turn
will contribute to the stability and growth of the country’s
economy as a whole.

In today’s family business environment, more and
more attention is being paid to the effective transfer of
management from one generation to the next. The process
of succession is an essential stage in the life cycle of family
businesses, as it affects both the preservation and further
development of the business. The research on this issue
covers both theoretical aspects related to the identifica-
tion of key factors for a successful transfer of power and
practical recommendations for optimising this process. At
the same time, the succession process requires a deep un-
derstanding of the specifics of a family business, where not
only economic but also social and emotional factors play a
pivotal role. Intergenerational conflicts, differences in man-
agement approaches, and family values can both contribute
to a successful succession and become serious obstacles.
Optimising the succession process is therefore a complex
task that requires a balanced approach.

From a theoretical perspective, it is crucial to develop
clear models and strategies that take into account both the
internal characteristics of the family business and external
factors such as market conditions, changes in the legal en-
vironment, and the economic situation. Optimising suc-
cession also involves engaging consultants who can help
with complex management issues and mitigate the risks
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associated with the transition of the business to the next
generation (Quliyev et al., 2024). Research in this area
provides an opportunity not only to understand the main
problems faced by family businesses during the transfer of
management but also to find effective ways to solve them.
This can help ensure the stability and long-term success of
a family business, which is the main objective of optimizing
the management succession process.

The study of optimising the process of management
succession in family business has become the subject of
considerable attention among foreign scholars seeking to
find effective approaches to the transfer of management
from one generation to another. K. Nakielski (2021) devel-
oped the concept of a three-dimensional model of fami-
ly business, taking into account the interaction of family,
business, and management systems. This work became
the basis for further research that considers succession as
a multidimensional process. Another contribution to the
study of this issue was made by L.A. Dau et al. (2022), who
focused on the social and emotional aspects of succession,
namely how interpersonal relationships and conflicts be-
tween family members can affect the process of transfer-
ring management, emphasising the importance of taking
into account family values and traditions when planning
succession, which is a key factor in the successful transi-
tion of a business to the next generation. Other prominent
scholars include A. Jaki & S. Kruk (2019), who analysed the
economic and managerial aspects of succession, the prob-
lems that arise during the change of management, and pro-
posed theoretical models that help reduce the risks associ-
ated with the transfer of management. A. Jaki and S. Kruk
studied the development of strategies that can improve the
effectiveness of the succession process by engaging exter-
nal consultants and creating clear succession plans. S. Pri-
atmoko et al. (2023) studied the impact of cultural and na-
tional characteristics on the succession process in family
businesses. He drew attention to the fact that successful
succession depends not only on internal business factors
but also on the external environment, including legal regu-
lation and cultural norms.

One of the researchers in this area is J.R. Baltazar et
al. (2022), who studied the role of cultural and family val-
ues in the process of management transfer and the impor-
tance of preserving family traditions and paying special at-
tention to interpersonal relations between family members,
which is a key factor in successful succession in the Ukrain-
ian context. Another well-known researcher, L. Zapa-
ta-Cantu et al. (2022), focused on the legal aspects of the
succession process. The research covered the issues of legal
regulation and the need to develop clear legal mechanisms
to ensure a smooth management transition and to create
institutional support that would help family businesses ef-
fectively plan and implement the transfer of management
functions. I.Y. Yegorov et al. (2020) studied the economic
aspects of management succession and the impact of fi-
nancial planning and capital preservation strategies on its
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success. The researcher identified financial management
models that allow for maintaining business sustainability
during a change of management, which is especially im-
portant for family businesses, where succession is often
accompanied by significant financial challenges. A signif-
icant contribution to the study of this topic was also made
by N. Balatska et al. (2022), who studied the influence of
socio-psychological factors on the succession process and
focused on the psychological preparation of future heirs for
managerial roles and the need for early integration of the
younger generation into management processes, which con-
tributes to asmoother and more efficient transition of power.

The purpose of this article was to study the process of
management succession in family businesses and develop
recommendations for its optimization. Particular attention
was paid to identifying the key obstacles and risks faced by
family businesses during the change of management, as well
as finding effective strategies to overcome them. Objectives:

1. Assessing the main factors of the process of manage-
ment succession in a family business, including the transfer
of management functions.

2. Analysing methods of optimising the process of
transferring management in a family business.

3. Exploring successful cases of management transfer
in family businesses.

Materials and Methods

The study focused on a comprehensive analysis of the man-
agement succession process in family businesses. The man-
agement succession process in family businesses is a com-
plex process that involves several key stages to ensure an
effective and smooth transition of management functions
from one generation to the next. The study’s methodologi-
cal approach considers various aspects and employs several
crucial stages and methods, which collectively paint a com-
prehensive picture of the succession process. In the first stage
of the study, the key aspects related to management conti-
nuity were assessed. The study included an examination of
the impact of corporate culture on management practices
and relationships in family businesses. It was determined
how family values shape management styles and intergen-
erational interactions. The assessment of financial aspects
included consideration of tools to ensure business stabil-
ity during the transition of management functions, such
as cash flow planning and risk insurance. In this context,
management practices were considered, including defining
the roles and responsibilities of family members, establish-
ing effective communication channels, and introducing a
system of support and mentoring for the new generation.

The second stage included financial analysis, includ-
ing an assessment of the necessary financial instruments
to maintain the company’s stability during the transition of
management functions. The study of financial risk manage-
ment methods, such as insurance and cash flow planning,
allowed us to create recommendations for maintaining fi-
nancial stability. Various approaches to developing succes-
sion strategies were studied, including clear planning for
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the transfer of management functions, involving the next
generation in decision-making processes, and ensuring
transparency in financial matters. In the next stage, a com-
parative analysis of cases from real enterprises was carried
out, in particular Zywiec Zdréj (2021), FAMUR S.A. (2024),
and LPP S.A. (2024). The analysis of the succession strate-
gies of these companies allowed us to identify successful
practices and models of succession management. Zywiec
Zdréj, as a leading mineral water producer in Poland, has
demonstrated effective management processes through the
involvement of family values. FAMUR S.A. (2024) due to
its high technological sophistication, used external consult-
ants to develop strategies that maintain competitiveness.
LPP S.A. (2024) showed how the active involvement of the
new generation can ensure a successful business transfer
and reduce conflicts. The study used case analysis and com-
parison of management strategies in three case studies to
identify the key elements of successful succession.

This study analysed data obtained from several repu-
table sources, which provide a deep understanding of the
economic situation and corporate governance in Poland. In
particular, information from the CASE (2024), the Polish
Association of Small and Medium Enterprises (2024), the
Tax- Residence (2024), the Polish Institute of Corporate
Management (PICM) (2024), and the Family Businesses in
Poland (2017) was analysed. Social aspects were also stud-
ied, including the impact of transparency and openness in
the succession process on the level of trust among employ-
ees and partners. The analysis of communication strategies
allowed us to assess how they affected the social atmos-
phere within the company and relationships with partners
and customers.

Results

Managing a family business is a complex and multifaceted
process that involves not only economic aspects but also
psychological, social, and cultural factors. Ensuring con-
tinuity of management, which often involves the transfer
of power from one generation to the next, is a key chal-
lenge faced by such businesses. This process requires care-
ful planning and preparation to avoid potential conflicts
and ensure the business’s sustainable development in the
future. An essential aspect in this context is the timely iden-
tification of potential successors who possess the necessary
competencies and motivation to effectively manage the
company, which includes not only an assessment of their
professional skills but also consideration of personal qual-
ities such as leadership skills, the ability to make decisions
in conditions of uncertainty and the willingness to take re-
sponsibility for the fate of the business. It is equally relevant
to ensure the continuity of the company’s values and cul-
ture, which is often the foundation for the successful oper-
ation of a family business. The lack of clear transmission of
these aspects can lead to a gap between generations, which
will negatively affect the stability and development of the
company. To this end, it is important to introduce men-
toring systems where the older generation passes on their
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knowledge and experience to younger family members,
helping them to better understand the specifics of manage-
ment and decision-making in the context of this particular
business. The succession process should also be transparent
and understandable to all business stakeholders, including
not only family members but also key employees. Openness
and honesty in communication can reduce the risk of inter-
nal conflicts and help build trust among all stakeholders.
It is also critical to create clearly defined mechanisms for
resolving conflicts that may arise during the transition to
minimize the negative impact on the company’s operations.

Optimising the succession process in the management
of family businesses is critical to ensuring the stability and
long-term success of such enterprises in Poland. The na-
tional context underlines the importance of this issue, as
family businesses represent a significant share of the coun-
try’s economy, and their effective management is crucial for
economic development. For example, Nowy Styl, founded
in 1992, is one of the leading furniture manufacturers in
Europe that has successfully passed management from the
founders to the next generation. They have developed and
implemented a strategic succession plan, including the in-
volvement of external consultants and experts to support
the process of transferring management functions as well
as creating a system for training new leaders. Another ex-
ample is the company Blikle, known for its confectionery
products, which have been in existence for over 150 years.
Throughout its history, this company has gone through
several intergenerational management transitions, success-
fully adapting to new market conditions and preserving its
traditions. Family values and corporate culture have always
remained at the centre of attention, which has helped main-
tain the stability of the business for many decades. Ger-
lach (2024), which specialises in the production of kitchen-
ware and cutlery, is also an example of a successful family
business where the succession process has been optimised
to ensure long-term success. The transfer of management
in this company was accompanied by the introduction of
modern management methods and the involvement of ex-
ternal specialists, which allowed it to remain competitive in
the international market.

Family businesses occupy a significant part of the Pol-
ish economy, as they make up the bulk of small and me-
dium-sized enterprises. Transferring a business from one
generation to the next is a complex task that requires con-
sideration of several aspects, including the transfer strategy,
preparation for the next generation, management practices,
and legal issues. The process of successful business succes-
sion begins with the development of a clear strategy, which
should not only include economic aspects but also take into
account family relationships and corporate culture. It is im-
portant to identify which of the next generations is best
suited to manage the business and develop an action plan
to prepare them for their new roles, which may include ed-
ucational programs, training, and practical experience to
enable the next generation to acquire the necessary skills to
manage effectively.
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Successful succession also requires managing possible
family conflicts. Misunderstandings and disputes can affect
the succession process and even lead to the division or clo-
sure of the business. To mitigate risks, it is essential to hold
regular consultations and discussions among family mem-
bers and to engage mediators or management consultants
if necessary. It is equally crucial to formalize the succession
process through legal mechanisms, such as wills, business
transfer agreements, and other legal documents. Proper
legal arrangements help avoid legal disputes and ensure
a smooth transition of management functions. It is also
worth considering the tax implications of a business trans-
fer and taking steps to minimise them. To optimise the suc-
cession process, it is also important to take into account the
specifics of the Polish market and legal system. Succession
requires not only a technical and managerial approach but
also a cultural consideration of the traditions and values
that influence the way business is conducted. Successfully
optimising the succession process in a family business in
Poland requires a comprehensive approach that includes
strategic planning, preparation of the next generation,
management and legal support, and effective management
of family relationships. Implementation of these elements
will help ensure the sustainability and development of the
family business, preserve its values and principles, and en-
sure its stable development in the future.

Financial preparation for the succession process in a
family business is critical to ensuring the business’s stabil-
ity and success during the transition. It includes the devel-
opment of strategies that guarantee the financial stability
of the company during the transition period, including
effective tax planning and asset management. In Poland,
family businesses have a significant impact on the econo-
my. According to the Polish Federation of Family Business-
es (2017), family businesses account for about 70% of the
total number of companies in the country and provide more
than 50% of jobs in the private sector, which underlines the
importance of proper succession management to maintain
economic stability and development. The financial strategy
for succession management includes several key factors:

1. Understanding the exact financial position of the
business is the basis for effective succession planning. This
includes the valuation of all assets (real estate, equipment,
intellectual property) and liabilities (loans, debts). Accord-
ing to the Center for Social and Economic Research (2024),
about 60% of family businesses in Poland face problems
with the valuation of their assets during the process of
transferring management.

2. Improper planning can lead to significant tax costs,
which may undermine the financial stability of the busi-
ness. Poland has specific tax regulations for business trans-
fers, such as inheritance and gift tax. According to Tax-
Residence (2024), the tax burden can reach up to 20% of
the value of inherited assets, making tax planning an im-
portant element of a succession strategy.

3. Ensuring business liquidity during the transition pe-
riod is critical to avoid financial difficulties. According to a
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study by the Polish Association of Small and Medium Enter-
prises (2024), about 40% of family businesses in Poland face
liquidity problemsduringthetransfer of management,which
can lead to a decrease in efficiency or even business closure.

4. It is relevant to ensure that the transfer of manage-
ment does not result in a loss of control over the company,
which may include the creation of legal documents, such as
charters or powers of attorney, that define the rights and ob-
ligations of the new owners. According to the PICM (2024),
about 30% of family businesses in Poland face difficulties in
defining clear roles and responsibilities during the transfer
of management, which can lead to conflicts and business
efficiency.

A well-thought-out financial strategy will help avoid
possible problems with liquidity, maintaining control over
the company, and tax liabilities (Gerlach, 2024). Effective
asset management and financial planning are key to ensur-
ing a successful management transition and maintaining
the long-term stability and development of family busi-
nesses in Poland. Preparing the next generation for the
management role requires a lot of time and effort. Investing
in education, leadership development, and hands-on man-
agement experience can significantly increase the chances
of a successful business transition.

Openness and clarity in discussions help avoid misun-
derstandings and conflicts, contributing to a smoother in-
tergenerational transition (Dua et al., 2020). Regular family
meetings play a critical role in ensuring a successful transi-
tion. They create a platform for discussing plans, resolving
conflicts, and defining roles and responsibilities for each

family member, which helps to avoid misunderstandings
and ensures that all parties involved work together. Ac-
cording to a study by the Polish Institute of Family Busi-
ness (2017), 55% of successful management transfers in Po-
land cite regular meetings as a key success factor. Financial
preparation is the next critical element, which includes tax
planning, asset management, and ensuring financial stabil-
ity. Tax planning helps you avoid unnecessary expenses and
ensure an optimal tax strategy. In conformity with Tax-Res-
idence (2024), the inheritance tax burden can reach up to
20% of the value of assets, which highlights the need for
effective planning to minimise costs.

Asset management involves the valuation of all availa-
ble assets and debts, which allows for a clear financial plan
for the future. According to the Polish Federation of Family
Businesses (2017), about 60% of family businesses in Po-
land face difficulties in valuing assets during the transfer of
management, which can affect the financial stability of the
business. Ensuring financial stability during the transition
period is a key task, including liquidity planning to avoid
financial difficulties. According to a study by the Polish As-
sociation of Small and Medium Enterprises (2024), about
40% of family businesses in Poland have liquidity problems
during the management transition, which can lead to a
decrease in efficiency or even the business’s closure. Thus,
a successful management transition requires a compre-
hensive approach, including careful planning, succession
development, and transparency of the process, which will
help maintain the stability and prosperity of the business
for many years (Table 1).

Table 1. Key aspects related to the process of management succession in a family business

Aspect Description

Identifying potential
successors

Assessment of professional skills and
personal qualities of the younger generation

Actions

Competency assessment, determination of
motivation and abilities, and involvement in projects

Transferring values and

culture
success

Preserving corporate traditions, ideals, and
principles that are the basis for business

Mentoring, organising family meetings, discussing
corporate culture

Transparency in the
process

Ensuring clarity and openness in the
intergenerational transfer of management

Implementation of communication strategies,
organisation of family meetings, development of
action plans

Planning the financial aspects of a business
transfer, including taxation and asset

Financial preparation
management

Development of a financial strategy, consultations
with financial experts, and inheritance planning

Developing a new
generation

Investment in education, leadership skills, and
practical management experience

Training programs, internships, and a gradual
introduction to management responsibilities

Conflict resolution

Preventing and managing conflicts that may
arise in the process of power transfer

Implementation of mediation mechanisms,
consultations with conflict management specialists

Source: created by the author based on A. Dua et al. (2020)

Ensuring the sustainable development of a family busi-
ness requires a careful approach to the process of inter-
generational management transfer, which should take into
account the key aspects that determine the success of this
transition. Family businesses typically face difficulties in har-
monising the interests of different generations, preserving
corporate culture, ensuring financial stability, and resolving
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potential conflicts. Taking these aspects into account is
critical to maintaining long-term business competitiveness.

The process of transferring management in a family
business is a complex and multifaceted task that requires
careful planning and organization. The first thing to con-
sider is the timely identification and preparation of succes-
sors who will be able to effectively manage the company, a
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task that includes not only the assessment of professional
skills but also the willingness to take responsibility and the
availability of the necessary personal qualities (Bartik et
al., 2020). It is important to provide successors with suf-
ficient time and opportunities to develop managerial and
leadership skills, which will allow them to smoothly transi-
tion to a new role. According to research by the Polish As-
sociation of Family Businesses (2017), about 45% of Polish
family-owned companies face problems in preparing their
successors due to insufficient attention to the development
of management skills and leadership abilities of the young-
er generation. Therefore, the key aspect is to create mentor-
ing and training programs that help prepare successors for
management roles and ensure a smooth transition.

The second crucial aspect is the preservation and
transmission of corporate values and culture, which are
the basis for the success of a family business. Mentoring
and ongoing intergenerational dialogue help to preserve
these aspects, which is critical to maintaining a company’s
unique identity. According to the PICM (2024), about 50%
of family businesses in Poland consider the preservation
of corporate values to be an important factor in the suc-
cessful transfer of management. Transparency of the man-
agement transfer process and openness in communication
between all participants are also crucial, helping to reduce
the risk of conflicts and build trust within the company.
A study by the Polish Federation of Family Businesses
indicates that 60% of family-owned companies point to
transparency as a key element of a successful management
transfer. In addition, it is critical to provide mechanisms to
resolve potential conflicts that may arise during the tran-
sition of power and ensure their timely resolution. The fi-
nancial aspect of the transfer of control should also not be
overlooked (Buffington et al., 2020). The development of
a clear financial strategy that takes into account possible
tax implications, asset management, and liquidity is essen-
tial to maintaining business stability during the transition
period. According to the Polish Association of Small and

Medium Enterprises (2024), about 55% of family business-
es in Poland face financial difficulties during the transfer of
management, which highlights the need for careful finan-
cial planning.

The process of transferring management responsibil-
ities in a family business requires the implementation of
various methods to ensure the effectiveness and success of
this transition. One of the key methods is mentoring and
training, which involves developing the skills and knowl-
edge of successors through systematic training and active
participation in business processes. This includes mentor-
ing programs, job rotation, and the involvement of young-
er family members in key projects, all of which help them
gain practical experience and prepare for new management
roles (Saifnazarov, 2024). A gradual handover is another
important method to avoid the stress and problems that
can arise from an abrupt transition. It involves the gradu-
al introduction of successors into management roles, with
clear milestones for handover and ongoing monitoring of
progress. Regular feedback helps to assess the effectiveness
of the transition and make timely adjustments.

Transparency and communication are also critical to
a successful management transition. Openness in the pro-
cess and clear communication to all parties involved helps
to avoid misunderstandings and conflicts and is achieved
through regular family meetings, open discussions of plans
and expectations, and ensuring that proper documentation
is maintained to support clarity and understanding in all
matters relating to the transition (Meyer & Meyer, 2020).
Another key method is financial planning, which involves
developing strategies to manage assets and ensure the finan-
cial stability of the company. This involves planning for tax-
ation, asset management, and the preparation of financial
statements and forecasts to maintain business stability dur-
ing the transition period. Engaging independent advisors
or mediators to resolve disputes and consulting with con-
flict management specialists can help ensure a smooth tran-
sition and maintain unity in the family business (Table 2).

Table 2. Methods of optimising the process of management transfer in a family business

Method

Mentoring and training

Description

Developing the skills and knowledge of
successors through systematic training
and participation in business processes

Application

Implementation of mentoring programs,
position rotation, participation in key
projects

Gradual transfer of responsibilities

Gradually introduce successors to
management roles to ensure a smooth
transition

Determining the stages of transfer of
responsibilities, constant monitoring of
progress, and feedback

Transparency and communication

Ensure transparency in the transfer of
management responsibilities to avoid
misunderstandings

Regular family meetings, open
discussions of plans and expectations,
and document management

Financial planning

Developing financial strategies to
manage assets and ensure business
stability

Tax planning, asset management,
preparation of financial reports and
forecasts

Mediation and counselling

Resolving possible conflicts and
problems through the involvement of
independent advisers or mediators

Using mediators to resolve disputes,
consulting with conflict management
specialists

Source: created by the author based on S. Seibt (2020)
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One of the examples of successful succession manage-
ment in Poland is Zywiec Zdréj (2021), which has made
significant achievements in the mineral water market.
Founded in 1992, the company has managed not only to
maintain its stability but also to achieve significant growth
thanks to a well-thought-out succession management strat-
egy. Zywiec Zdrdj’s success in the process of handing over
management functions can be attributed to several key fac-
tors. First, the company actively involves younger family
members in the business at the early stages of their careers,
allowing them to accumulate the necessary experience and
knowledge that is critical for the successful continuation of
management functions (Bpifrance..., 2020). According to
the Centre for Social and Economic Research (2024), 70%
of family-owned companies that actively involve their suc-
cessors in the business at an early stage demonstrate stable
results and growth over 10 years (CASE..., 2024). As for
the specific indicators of Zywiec Zdrdj, its financial results
over the past five years also show its success. Thus, in the
period from 2019 to 2023, the company’s average annual
profit growth was about 8%, and its share in the mineral
water market increased from 18% to 23%. The company’s
net profit increased from PLN 45 million in 2019 to PLN 68
million in 2023. The statistics confirm the effectiveness of
succession management strategies and emphasise the role
of a professional approach to the transfer of management
functions in achieving sustainable success.

Secondly, Zywiec Zdr¢j has implemented clear in-
ternal mechanisms for training young leaders, including
a mentoring program and specialised training courses,
which ensure a smooth transition between management
functions and minimise the risks associated with manage-
ment changes. According to the Polish Association of Fam-
ily Businesses, companies that have structured succession
training programs are 50% less likely to face management
problems during business transfers. Zywiec Zdréj active-
ly works to preserve the corporate values and culture that
are the basis of its success, including regular family meet-
ings that help maintain mutual understanding and ensure
that key corporate principles are preserved. According to a
study by the Polish Federation of Family Businesses (2017),
65% of companies that successfully transfer management
adhere to a policy of regular communication and infor-
mation exchange between generations. The company has
developed a detailed financial strategy, including tax plan-
ning, asset management, and liquidity provision during the
transition period. According to the Polish Association of
Small and Medium Enterprises (2024), family-owned com-
panies that do not have a clear financial strategy are 40%
more likely to face liquidity problems during the manage-
ment transition. So, Lywiec Zdrdj’s success in the manage-
ment succession process can be attributed to its all-around
approach, which includes involving successors early on,
providing good mentoring, upholding the company’s val-
ues, and careful money management. This approach can
be used as an example by other Polish family businesses to
show how strategic planning and management training can
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ensure stable business growth even during tough times of
generational change.

Another example of successful succession manage-
ment in Poland is FAMUR S.A. (2024) a Polish leader in the
production of equipment for the coal industry. Founded in
1973, FAMUR S.A. has undergone significant growth and
transformation, becoming an important player in the inter-
national market. The company’s success in implementing
continuity can be attributed to its strategy of detailed plan-
ning and engaging external consultants for management
changes. One of the key aspects of FAMUR S.A’s strate-
gy is a comprehensive approach to management chang-
es. The company has implemented detailed action plans,
including the engagement of external consultants, which
helped to avoid internal conflicts and ensure the continuity
of management functions (Stoica et al., 2020). According
to the Polish Association of Small and Medium Enterpris-
es (2024), 60% of companies that use external consultants
for management changes succeed in maintaining stabili-
ty and growth in the process of transferring management
functions. In conformity with the company’s financial
statements, over the past five years (2019-2023), FAMUR
S.A. has demonstrated steady profit growth, which indi-
cates the effectiveness of its succession management strat-
egy. In 2019, the company’s net profit amounted to PLN
160 million, and in 2023 it increased to PLN 220 million,
reflecting an average annual growth rate of 8%. Revenue
from export operations increased by 25% over the same pe-
riod, indicating the successful expansion of the company’s
presence in international markets. Cases where external
consultants assist in management succession have shown a
significant positive impact on mitigating risks and ensuring
a successful transition of power.

However, not all family businesses in Poland are as
successful in the succession process. According to statistics,
approximately 35% of family-owned companies in Poland
face serious problems when integrating new management
approaches into existing business systems, often due to dif-
ficulties in scaling and updating infrastructure, which can
negatively affect the efficiency of management functions
(Stoica et al., 2020). For example, a study by the Polish As-
sociation of Small and Medium Enterprises (2024) shows
that companies that do not take appropriate measures to
modernise their infrastructures and management systems
face increased business support costs and a decrease in their
competitiveness. In addition, problems with succession
management may be related to the lack of clear plans and
strategies for the transfer of power, which leads to conflicts
within the company and negatively affects its overall devel-
opment. For example, a survey among Polish family busi-
nesses showed that 45% of them do not have a succession
plan in place, which causes delays in management changes
and irregularities in business operations (GEM..., 2019).
Thus, the example of FAMUR S.A. demonstrates the im-
portance of detailed planning and engaging external con-
sultants for successful succession management. However,
general statistics show that many Polish family businesses
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still face serious challenges in implementing effective man-
agement strategies, which requires further improvements
in approaches to planning and implementing the succes-
sion process.

Social aspects play a pivotal role in the management
succession process, and their proper management can have
a significant impact on the success of succession in family
businesses. Transparency and openness in communication
are key factors in maintaining trust among employees and
partners, which, in turn, supports staff motivation and loy-
alty (Zakharchyn & Sytnyk, 2023). In particular, LPP S.A,,
a Polish retailer, has demonstrated a successful approach to
succession management through the proper management
of social aspects. In 2019, the net profit of LPP S.A. was
about PLN 456 million, and in 2023, it increased to over
PLN 680 million, reflecting an average annual profit growth
rate of 10%. The company has been able to increase its mar-
ket share thanks to the successful expansion of its store net-
work and the introduction of new digital platforms. During
the transition to a new generation of managers, the com-
pany introduced a comprehensive open communication
program, which included regular meetings with employees
and a detailed explanation of strategic changes. This helped
to avoid internal conflicts and maintain a high level of em-
ployee motivation and engagement (Guterres, 2020).

According to the Polish Association of Small and Me-
dium Enterprises (2024), companies that implement trans-
parent communication strategies during the succession
process are 50% less likely to experience internal conflicts.
At the same time, those companies that do not follow these
principles face higher levels of stress and lower productiv-
ity. The study also indicates that companies that provide
active communication with employees demonstrate 35%
more stability in financial performance during the first two
years after the transfer of management functions. It is im-
portant to note that social aspects also include maintain-
ing the moral climate in the company. Practice shows that
companies that invest in the education and development of
their successors have 20% higher staft satisfaction, which
has a positive impact on the overall business performance
(Guterres, 2020). In particular, Asseco Poland, a major IT
solution provider, has implemented a mentoring program
that has helped maintain employee motivation and engage-
ment during the transition to a new management genera-
tion. Thus, effective management of the social aspects of the
succession process, including transparent communication,
motivational support, and staff development, is critical to
ensuring a stable transition of management functions and
the success of family businesses in Poland.

The process of improving and optimising management
succession in family businesses in Poland is an extremely
relevant topic, as family businesses constitute a major part
of the country’s economy. In Ukraine, as in Poland, family
businesses are often the main sources of economic growth
and stability. According to recent studies, family businesses
in Poland account for about 60% of all companies, which
indicates their importance in the overall economic land-
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scape (Astrachan et al., 2021). One of the key aspects of the
successful functioning of family businesses is the process
of management succession — an issue of particular impor-
tance given that the success of a family business often de-
pends on the effectiveness of the transfer of management
responsibilities from one generation to the next. Succes-
sion is not only about the transfer of ownership but also
includes management and financial strategies that ensure
the stable development of the business in the long term
(Wiid et al., 2024). To succeed in the succession process, it
is relevant to implement comprehensive strategies that in-
clude preparing the next generation for management roles,
which may include formal training, mentoring, and active
participation in business processes from an early age. Stud-
ies show that about 30% of family businesses in Poland do
not have a clearly defined succession plan, which can lead
to management problems and even bankruptcy. Therefore,
creating a detailed succession plan is critical to ensuring
business continuity. The experience of successful family
businesses suggests that a strategic approach to succession
may include the development of financial reserves and
management control mechanisms that ensure stability and
reduce the risks associated with the transfer of manage-
ment responsibilities. For example, some businesses create
funds to provide financial support for the next generation
or implement modern technological solutions to manage
business processes.

An important part of successful succession is also legal
preparation, which includes the conclusion of appropriate
contracts and agreements governing the transfer of own-
ership and management functions, avoiding potential con-
flicts, and ensuring a clear division of rights and respon-
sibilities between family members. Thus, optimising the
succession process in a family business in Poland requires a
comprehensive approach that combines strategic planning,
financial preparation, legal support, and development of
the next generation of managers and ensures the continuity
and sustainability of family businesses, contributing to their
long-term success and stability in the country’s economy.

Discussion

The results of a study on optimising the management suc-
cession process in family businesses highlight the critical
importance of a systematic approach to succession plan-
ning and training to ensure long-term business stability.
Studies show that the absence of a clear succession strategy
can lead to significant problems, such as reduced produc-
tivity, family conflicts, or even financial instability. Man-
agement succession planning includes identifying poten-
tial successors, assessing their skills, and preparing them
through training programs and hands-on experience to
ensure a smooth transition and business continuity.
International studies also confirm these findings, but
they point to different aspects and approaches to solving
this problem. For example, in developed economies, the fo-
cus is often on formalising succession processes and using
professional advisors to come up with strategies. In other
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cultures, however, the focus is more on involving succes-
sors in the day-to-day operations of the business and letting
them learn through direct experience. This suggests that
approaches to succession may be very different depending
on the culture and economy, but a systematic approach is
always necessary for success (Kalyuzhna et al., 2024).

The study conducted by C.B. Astrachan et al. (2021) re-
veal a key problem in the process of managerial succession:
insufficient preparation of successors for managerial roles.
Insuflicient preparation can create difficulties in adapting
to changes in the business environment, which will neg-
atively affect the effectiveness of management. C.B. Astra-
chan et al. emphasise the need to develop a clear develop-
ment strategy for each family member, which will provide
them with the necessary knowledge and skills to perform
management functions effectively. This approach helps not
only to ensure a smooth transition of power but also to pre-
pare successors to solve complex problems in a changing
business environment.

The results are in line with the results of domestic stud-
ies, such as the work of V. Budz (2019). V. Budz also points
out that proper preparation and training are critical for
the successful transition of managerial functions from one
generation to the next. As in international studies, his work
emphasises the importance of creating a comprehensive de-
velopment program for potential successors that includes
both theoretical and practical training, which allows for not
only technical skills but also an understanding of the cor-
porate culture and strategic goals of the company. Thus, a
systematic approach to succession training is the key to the
long-term stability and success of a family business. How-
ever, there are also differences in approaches to managerial
succession that highlight different aspects of the effective-
ness of this process. The study by P. Rovelli et al. (2022)
emphasises the importance of integrating external consult-
ants into the process of transferring managerial functions.
P. Rovelli et al. note that the involvement of outside special-
ists can significantly help reduce family conflicts and pro-
vide an objective assessment of business processes. External
consultants can bring new perspectives and professional ex-
perience, which helps to avoid subjective biases that can in-
fluence decisions within the family. However, this approach
is somewhat different from the view presented in the work
by T. Ponedilchuk & T. Prykhodko (2019). T. Ponedilchuk
& T. Prykhodko focus on the importance of preserving
family values and traditions in management succession.
According to authors while external consultants possess
the necessary knowledge and experience, they often over-
look the intricacies of family relationships and traditions,
which are crucial for the long-term stability of the business.
For scientists, preserving the traditions and cultural char-
acteristics of the family is critical to ensuring a harmoni-
ous and successful transition of management functions.

Also, the research of G. Valenza et al. (2021) focuse on
the integration of modern technologies into the succession
process. Researchers point out that the use of digital plat-
forms for education and training of successors can greatly
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simplify and accelerate this process, also confirming that
technology can contribute to the effectiveness of manage-
rial succession, but adding that it is important to ensure a
personalised approach that takes into account the individ-
ual needs of each family member. Thus, the analysis of the
research results shows that although international studies
and domestic research often agree on the need to prepare
and plan for management succession, there are significant
differences in the approaches to implementing these strat-
egies. International research often focuses on the introduc-
tion of external consultants and modern technologies to
improve the efficiency of the process of transferring man-
agerial functions; these methods can provide an objective
assessment of business processes and help reduce family
conflicts. However, domestic researchers stress the impor-
tance of preserving family values and traditions, which is
critical for long-term business stability.

It is essential to bear in mind that while innovation can
significantly improve the management succession process,
traditional methods and cultural aspects of family business-
es also play a significant role. The balance between the use
of new technologies and the respect for family traditions
is key to ensuring a successful transition of management
functions (Karpenko & Karpenko, 2023). Therefore, an ef-
fective succession strategy should integrate both modern
tools and traditional approaches to ensure the long-term
stability and success of a family business. A study conduct-
ed by M. Stasa & O. Machek (2022) emphasise the impor-
tance of a systematic approach to succession planning in
business. M. Stasa and O. Machek point out that providing
potential managers with the necessary skills and knowledge
is a critical factor for successful business management. The
paper points out that clear planning and a structured train-
ing program help not only to develop professional skills but
also to ensure a smooth transition of managerial functions
from one generation to the next.

Martin also highlights the importance of preparing and
training successors as a key element of effective manage-
ment. He emphasises the fact that without proper prepa-
ration, new managers may face difficulties in adapting to
managerial roles and changing business environments.
Thus, both domestic and international studies consider
succession training as a fundamental aspect of achieving
management success and ensuring business stability. How-
ever, there are differences in approaches to managerial suc-
cession. For example, the study by S. Shekhar et al. (2022)
emphasise the importance of preserving family values and
traditions during the transfer of managerial functions.
S. Shekhar et al. argue that adherence to family traditions
not only maintains family unity but also promotes the mo-
tivation of its members, which is especially important for
maintaining stability and harmony in business, as family
values form the basis of corporate culture and can be crit-
ical for the long-term success of the enterprise. In turn,
the approach of P. Sauer & S. Seuring (2023) point to the
advantages of involving external consultants in the pro-
cess of transferring managerial functions. Authors believe
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that outside specialists can help eliminate family conflicts
and provide an objective assessment of business processes,
which allows for a more neutral view of management issues
and simplifies the decision-making process since external
consultants are not involved in family disputes and can of-
fer constructive solutions without prejudice.

The results of the study by L.S. Pulido (2021) also con-
firms the importance of technology in the succession pro-
cess, noting that digital platforms can significantly facilitate
the training of successors. Author notes that through the
use of modern technologies, it is possible to create effective
training programs and monitoring systems that simplify
the process of knowledge transfer and management func-
tions, which allows not only to storage and transfer of cor-
porate knowledge but also provides access to the necessary
resources and tools at any time. Thus, while the study’s re-
sults suggest the general principles of effective succession,
Ukrainian scholars specifically emphasise the preservation
of family values and traditions and the importance of con-
sidering individual needs when introducing new approach-
es and technologies. This underscores the significance of
a comprehensive approach that integrates both traditional
and innovative elements in succession management within
family businesses.

Conclusions

To summarise the research, it can be noted that optimis-
ing managerial succession in a family business is a crucial
factor in ensuring its long-term success and stability. The
results of the study confirm that a systematic approach to
succession planning is critical, including the development
of a clear development strategy that provides successors
with the necessary skills and knowledge to effectively man-
age the business.

This approach not only ensures that the successors
master their management roles but also helps them adapt
to the changing business environment. The succession pro-
cess should be organised in a way that ensures a smooth
transition of management functions, allowing new leaders
to integrate into their roles more quickly and respond ef-
fectively to external challenges and opportunities. This sys-
tematic approach also includes the creation of structured
training and knowledge transfer programs to help avoid
potential mistakes and ensure that the company’s strategic
vision is maintained. Providing successors with the neces-
sary knowledge and skills not only increases their readiness
for management tasks but also helps maintain the stability
and continuity of business processes, which is an important
aspect of maintaining the competitiveness and long-term
success of a family business in a dynamic market. As a re-
sult, effective management succession optimisation is criti-
cal to ensuring the sustainable development and prosperity
of a family business.

Optimising management succession requires a com-
prehensive approach that combines several key elements to
ensure an effective transition of management functions and
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maintain the long-term stability of a family business. First
and foremost, it is relevant to introduce innovative tech-
nologies that can greatly facilitate the process of succession
planning. Modern digital platforms and automation tools
create opportunities for creating structured training pro-
grams, monitoring, and knowledge management systems,
which ensure a more efficient and organised transition of
management roles. However, technology solutions should
be integrated into an overall strategy that also includes ex-
ternal expertise. Engaging third-party consultants can help
assess business processes, eliminate potential conflicts, and
provide an objective view of management strategies. Con-
sultants can bring valuable experience and knowledge that
can help improve processes and ensure that successors are
properly trained.

However, it is also important to preserve family values
and traditions, which are an integral part of the corporate
culture of a family business. Preserving these values en-
sures that family members are united and motivated, which
helps to maintain the stability and success of the business.
Technology and external expertise should complement
rather than replace these traditions to ensure a harmoni-
ous balance between innovation and cultural aspects. This
integrated approach not only allows for an efficient transfer
of management functions but also ensures the long-term
stability and success of the family business. The combina-
tion of innovative technologies, external expertise, and the
preservation of family values is the key to a successful man-
agement transition and maintaining the company’s com-
petitiveness in a changing business environment.

The study identified several limitations that affect its
results and conclusions. The main ones are related to the
limited sample size, which may not fully reflect the diversi-
ty and specificity of different family businesses. The study
was based on specific cultural and economic contexts,
which may limit the generalisability of the findings to other
countries or regions. Another limitation is the lack of lon-
gitudinal data that would allow us to examine the dynamics
of changes in management and business transfer over sev-
eral generations.

As for promising areas for further research, it is worth
noting the need for a deeper study of the influence of cul-
tural factors on the process of management transfer in
family companies. It's also important to study emotional
and psychological factors in succession and generational
interactions in management decisions. Particular attention
should be paid to the impact of modern technologies on
succession processes, in particular the digital transforma-
tion of business and its impact on changing management
approaches.
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Brodaczewski

OnTuMi3aLia npouecy HacCTYNHULTBA ynpaBniHHA B CiMeiiHOMY 6i3Heci

KoHpag bpogayeBcbKnii

KaHanpgaTt eKOHOMIYHUX HayK, AOLEHT
JepxxaBHui yHiBepcuTeT NpukaagHux Hayk y Hosomy CoHyi
33-300, Byn. CraHicnaBa Ctawumys, 1, M. HoBuii CoRvy, lNonbLya
https://orcid.org/0000-0007-6185-5932

AHoTaLif. MeTo10 JOCTiIKEHHS 6yno BUSABJ/IEHHA IIPOLIECIB yIIPAB/IIHHA CIAKOEMHICTIO B CiM€I7[HOMy6i3HeCi, 30CO0IMBUM
aKI[eHTOM Ha po3poOIii Ta BIIPOBaPKEeHHI ONTUMI3alifiHMX MiIXO/iB, SKi CIIPUSIIOTh JOBIOCTPOKOBIN CcTabinmbHOCTI Ta
KOHKYPEHTOCIIPOMOXKHOCT] HifpuemMcrBa. JocmimKeHHsA 6y/I0 30cepe/pkeHO Ha BU3HAYEHHI K/IIOYOBUX IpoOeM, fAKi
BMHYKAIOTD IiJ] Yac Iepefadi yrpaBIiHCbKUX QYHKIIN MDK HOKOMTIHHAMM, BKIIOYAI0Y) aHa/Ii3 BHYTPIIIHIX i 30BHIIIHIX
¢axTOpiB, IO BIUIMBAIOTH Ha el Ipoliec. 3HAYHY YaCTUHY poOOTH 3aiiMasio BUBYEHHA POJi CiMelHUX LiHHOCTeN i
KOPIIOPAaTUBHOI KYIbTYPH, AKi € OCHOBHVIMY €/IeMeHTaMU CTpaterii HacTymHocTi. Oco6mBy yBary 6o puineHo Tomy,
K Li eJleMeHTH MOXKHa 30eperTy Ta epefaTyi HaCTYIHMKaM, 1[0 BaXX/IMBO 1A 30eperkeHHA iTeHTUYHOCT] iJIIpueMcTBa.
MeToponoria [OCTiIXeHH I'PYHTyBaTaca Ha KOMIUIEKCHOMY aHa/Ii3i Ipolecy HaCTYIIHOCTI MEHEIKMEHTY B CiMeltHOMY
6i3Heci, 1110 BKJII0OYA€ KiNbka KIOYOBUX eTamiB. [lepumit etan nepen6adas OLiHKY KOPIOPATUBHOL KY/IbTYPH, IIPAKTUKA
yIpaByiHHA Ta (iHAHCOBYX acCIeKTiB I/Id 3a0esnedeHH: cTabimbHOCTI 6i3Hecy mif yac nepepmadi GpyHKLiN ynpaB/iHHA.
Ipyrmit etan mepenbadaB (iHaHCOBMIT aHaTi3 IHCTPYMEHTIB IIATPMMKM CTabiIbHOCTI HifNpMEMCTBA Ta pO3pOOKY
PEeKOMeH Iallill I[Of0 YIIPaB/IiHHA (’piHaHCOBMMM pusykamy. HacTynmHuM KpOKOM CTaB NOPiBHAJIBHMIL aHasli3 peanbHIX
KEJICiB I BUAB/IEHHA YCIIIIHMUX IPAKTUK YCHAAKYBAaHHHA, 110 NO3BOMN/IO CTBOPUTY KOMIIIEKCHY KapTUHY IIpOLieCy
YIpaBIiHHA yCIagKyBaHHAM. Ha OCHOBI [OCH/PKeHHA BJM3HAYeHO K/IIOYOBI IIXOAM Ta PO3pOOTIEHO IpaKTUYHI
peKoMeHpall, AKi MOXXYTb CyTTEBO CHPUATY YCHILIHIN Nepefadi MEeHeIPKMEHTY B ciMeltHOMY 6isHeci. 30kpeMa, Oy1o
HaroJIONIeHO Ha BaK/IMBOCTI CTPATETiYHOrO IJITAHYBAHHA HACTYIIHOCTI, SIKE BK/IIOYA€ PAHHE 3a/y4EHHSA HACTYIHUKIB [0
NPOLECY YIIPaB/IiHHA, CTBOPEHHS [NeTa/JIbHUX IUIAHIB IX POSBUTKY Ta BIIPOBA/PKEHHSA CUCTEM IiTPUMKN HOBUX JIiflepiB.
PexomeHnpanii moxmikaHi 3abesneynTy IVIaBHY Ta e(peKTUBHY Iepefady GYHKIIi yIpaBIiHH:A, TO3BOIAI0YN CIMEITHIM
nifnpueMcTBaM 36epiraTy cTabiIbHICTD 1 IPOLBiTAHHA B YMOBaX 3MiHU IIOKOJTiHb

KnioyoBi cnoBa: mepexin npaBa BIaCHOCTi; KOPIOpaTVBHA Ky/IbTypa; e(eKTUBHMII Iepexil; poib 30BHILIHIX
KOHCY/IbTAHTiB; CTpaTeriyHe IIAHYBaHHA HACTYIIHOCTI
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