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Steps

Family

Successor

Owner &
successor

Whole firm

Incumbent

The first touchpoint of the process.
Builds awareness of succession
before urgency forces the issue,
surfacing each family member's

expectations and concerns.

Defining The Rules

s

Framing the system

Awareness

& motivation Commitment

Visioning
preferable future
Explores what the family wants
the firm to become, narrowing

multiple directions into a shared
vision and timeline.

M

Codifies the shared vision into
a family pact: entry criteria,
decision-making authority, and
meritocratic rules.

e

Builds a shared picture of the
firm as it stands today: structure,
market position, products, and
relationships.
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Innovation cycle 1 (shor)
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Facilitation & commitment

As the successor takes on full ownership and the incumbent steps away, the family stays aligned with the agreed
direction, supporting both the successor's growing responsibility and the incumbent's transition out of the firm.

Inverting power dynamics

The formal transfer of authority is scheduled and executed, while the incumbent begins building a new identity and
direction for life beyond the firm.
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Optional Financial Support




