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Preface 

 

The FABUSS partnership appreciates the usefulness of a comprehensive 

understanding of skill gaps and training needs in family businesses’ operation and 

development, especially those associated with their actual or potential successors of 

the present generation of family businesses’ owners and managers.     

Identification of specific knowledge deficiencies and skill gaps of the target groups in 

the partner countries was the main objective of an on-line Survey undertaken in all 

FABUSS partner countries in the context of the FABUSS project.    

Main objectives of these Surveys are: (a) to reveal “Skill Gaps” of prospective family 

business successors (interpreted as “training needs”), (b) to also consider how 

FABUSS training could be organised and delivered most effectively.  

The present Report contains the results of the Survey conducted in Bulgaria. The 

associated tasks were coordinated by Assoc. Prof. Dr Todor Todorov, who is the main 

author of this Report. The Director of IPS at UNWE, Assoc. Prof. Dr Ivan Stoychev also 

provided valuable assistance. The author(s) wish to acknowledge the information 

and support received from family businesses, employers’ organisations and other 

entities, who ensured reach-out to the FABUSS on-line Survey respondents. 

 

¢ƘŜ Lt{ ŀǘ ¦b²9Ωǎ ǇǊƻƧŜŎǘ ǘŜŀƳ 

July 2017 
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Executive Summary 

 

In Bulgaria, the FABUSS on-line Survey was conducted among 71 (seventy-one) 

representatives of the project’s target group. The Bulgarian partner – IPS at UNWE, 

used its existing networks in order to reach out to potential survey respondents, 

whereas contacts were also made with a number of nationally and regionally 

represented employers’ organisations. 

The prevalence of the 18-25 age group among the survey participants in Bulgaria 

was reflected in the educational profile of the respondents, with 69% of them having 

high school education as their highest degree, as well as in the ratio ‘actual to 

intended successors‘, dominated by the latter with almost 86%. 

Nearly 72% of the respondents have indicated that they represent only the 2nd 

generation of their family businesses, whereas the survey responses revealed a 

situation, typical for Bulgaria in terms of prevailing economic activities of the family 

businesses surveyed – the sector of “Wholesale & Retail Trade, Repairs” had the 

highest share among respondents. Unsurprisingly, micro-enterprises prevailed 

among survey participants’ family businesses with 59%, followed by small 

enterprises with more than twice as low share. 

Regarding family business ownership and governance, most respondents were of the 

opinion that after succession, company management and control should stay within 

the family. More than one-third of them, however, claimed that the ownership 

should remain with their incumbents, which suggests that they did not feel ready to 

take over the family business. 

A number of the problems, associated mostly with the internal environment of 

family businesses, were considered being of very low, low or moderate importance 

by the majority of survey participants in Bulgaria. In contrast, issues associated with 

the personal characteristics, incl. skills, knowledge and competences of respondents, 

were indicated as much more important for family business succession. It has to be 

noted that the problem, identified as most important for succession by survey 

participants was associated with the absence of confidence in their own 

preparedness to run the family business. 

The skills listed in the FABUSS on-line survey questionnaire were rated by the 

majority of respondents as being of high or very high importance for family business 

succession. In particular, skills associated with family business management, 

communication and strategic planning were rated highest in terms of their 

importance for the family business. Still important, but to a lesser extent, were 

considered the skills, related to identifying and applying good practices and 
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governance tools, coming from other family businesses’ experience. It can thus be 

inferred, that family business succession issues, associated with internal factors were 

considered more important, compared to influences, coming from the external 

environment. 

The majority of FABUSS survey participants in Bulgaria rated their own family 

business management and succession skills as “rather adequate” or “adequate”. 

Thus, skills associated with the abilities to understand and manage key issues related 

to family business and to establish effective communication mechanisms were rated 

highest in terms of adequacy. Based on the fact that over 85% of the respondents 

are still intended successors, there is a possibility that they would tend to overrate 

their own skills’ adequacy. Most probably due to lack of managerial experience, 

survey participants were less confident of the adequacy of their own skills associated 

with retaining key non-family employees and applying other family businesses’ 

positive experience. 

For Bulgaria, the entire country’s sample of respondents indicated a relatively high 

level of importance of the problems, listed in the survey. This is particularly valid for 

the problems, referring to survey participant’s skills, knowledge and preparedness to 

take over the family business’ management and control. Regarding the “Importance” 

and “Adequacy” of skill requirements associated with family business succession, the 

calculated Intensity Indicators (INTIs) indicate that the more important skill 

requirements are also those for which respondents consider their existing 

knowledge to be more adequate. Such a high self-esteem on part of survey 

participants in Bulgaria, regarding the adequacy of their existing family business 

succession skills, might be discussed to be due to the lack of experience in issues 

related to family business governance for the majority of the surveyed young 

people. 

IPS at UNWE chose to make further calculations of INTIs on “Problems”, “Skill Gaps” 

and “Knowledge Adequacy” for two subgroups of respondents: a) “actual” and b) 

“intended” family business successors. In general, the INTIs’ values for the 

importance of experienced or anticipated problems for the two subgroups above are 

close or even equal for some problems. Issues, referring to family business 

management skills, family relations/conflicts and recognition on part of the family 

and employees were perceived of different importance by actual and intended 

family business successors. Regarding the “Importance” and “Adequacy” of family 

business succession skills, it is valid for both subgroups, that the more important the 

skill requirements are, the more adequate is the level of existing knowledge, as 

perceived by survey respondents. It has to be noted however, that unlike intended 

successors, for actual successors the relationship between the INTIs’ values for skills’ 
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“Importance” and “Adequacy” indicates that skill gaps somewhat prevail over 

knowledge adequacy. 

FABUSS on-line survey respondents in Bulgaria expressed their strongest preference 

for training delivery methods, associated with discussions and sharing experience 

with others, incl. other family businesses’ successors. Face-to-face training sessions 

and combination of classwork and distant learning also gained a high percentage of 

moderate or high preference. It should be noted that such distribution of 

preferences entirely corresponds to the approach, followed by the FABUSS 

consortium, regarding the envisaged training delivery methods. Furthermore, survey 

participants in Bulgaria demonstrated very high interest in participating in the 

FABUSS training course and in being regularly informed about the project 

developments, but were not so enthusiastic about being involved in a Focus Group 

on family business. 

  



FABUSS ς Skill Gaps and Training Needs in Family Businesses ς Bulgaria 
 

 

Institute for Postgraduate Studies ς division at the University of 
National and World Economy ς July 2017 

7 

 

˾͔͘Ό͔ͣ 

 

В България онлайн анкетата по проект FABUSS беше проведена сред 

седемдесет и един представители на целевата група по проекта. Българският 

партньор – ИСК при УНСС, използва своите контактни мрежи, за да достигне до 

потенциални респонденти, като едновременно с това за целта бяха 

осъществени контакти с редица национално и регионално представени 

работодателски организации. 

Фактът, че възрастовата група 18-25 години е преобладаваща сред участниците 

в анкетата в България, оказва пряко влияние върху образователния профил на 

респондентите, като 69% от тях са със средно образование, докато 

съотношението между реалните и бъдещите приемственици е доминирано от 

последните с почти 86%. 

Близо 72% от респондентите посочват, че са представители на едва второ 

поколение на семейния бизнес, като отговорите на анкетата разкриват 

характерна за България ситуация по отношение на преобладаващите 

икономически сектори, където семейните фирмите на анкетираните младежи 

извършват своята дейност – секторът „Търговия и ремонт“ е с най-голям дял 

сред респондентите. Не е изненадващо също, че микропредприятията 

преобладават сред семейните фирми на респондентите с 59%, следвани от 

малки предприятия с над от два пъти по-нисък дял. 

Що се отнася до собствеността и управлението на семейните фирми, повечето 

анкетирани са на мнение, че след осъществяване на приемствеността в 

семейния бизнес, управлението и контролът на фирмата трябва да се запазят в 

семейството. Повече от една трета от тях обаче застъпват мнението, че 

собствеността следва да остане в ръцете на техните предшественици, което 

показва, че респондентите не се чувстват готови изцяло да поемат семейния 

бизнес. 

Редица проблеми, свързани най-вече с вътрешната среда на семейните 

компании, се считат с много ниска, ниска или умерена значимост от повечето 

участници в анкетата в България. Същевременно, въпросите, свързани с 

личните характеристики на анкетираните, вкл. техните собствени знания, 

умения и компетентности са посочени като много по-важни за успеха на 

приемствеността в семейния бизнес. Следва да се отбележи, че проблемът, 

идентифициран от участниците в анкетата като най-важен за трансфера на 

собствеността в семейните фирми, е свързан с липсата на доверие в 

собствената им готовност да ръководят семейния бизнес. 



FABUSS ς Skill Gaps and Training Needs in Family Businesses ς Bulgaria 
 

 

Institute for Postgraduate Studies ς division at the University of 
National and World Economy ς July 2017 

8 

 

Уменията, изброени във въпросника на анкетата по проект FABUSS са оценени 

от преобладаващата част от респондентите като важни или дори много важни 

за успеха на семейния бизнес. По-специално, уменията, свързани с 

управлението на семейния бизнес, комуникацията и стратегическото 

планиране, са оценени като най-значими за семейните фирми. Като важни, но в 

по-малка степен, се възприемат и уменията, свързани с идентифицирането и 

прилагането на добри практики и управленски методи, идващи от опита на 

други семейни фирми. Така може да се направи заключението, че въпросите за 

приемствеността в семейния бизнес, свързани с вътрешни за бизнеса фактори, 

са възприемани като по-значими, в сравнение с влиянията, идващи от външната 

среда. 

По-голямата част от участниците в анкетата по проект FABUSS в България 

оценяват своите собствени умения за управление и наследяване на семейния 

бизнес като „по-скоро адекватни“ или „адекватни“. Уменията, свързани със 

способността за разбиране и управление на ключови въпроси, отнасящи се до 

семейния бизнес, както и за създаване на ефективни механизми за 

комуникация, са оценени най-високо по отношение на тяхната адекватност. 

Поради факта, че над 85% от респондентите все още са бъдещи наследници на 

семейния бизнес обаче, съществува вероятност те да са склонни да надценяват 

адекватността на собствените си умения. Най-вероятно поради липсата на 

управленски опит, участниците в проучването са по-малко уверени в 

адекватността на собствените си умения, свързани със задържането на ключови 

служители извън семейството в семейните фирми и прилагането на 

положителния опит на друг други семейни компании. 

За България, цялата извадка на анкетираните в страната възприема 

проблемите, изброени в анкетния въпросник, като такива с относително високо 

ниво на значимост. Това важи в особено голяма степен за проблемите, 

отнасящи се до знанията, уменията и готовността на участниците в проучването 

да поемат управлението и контрола на семейния бизнес. По отношение на 

важността и адекватността на изискванията по отношение на умения, свързани 

с наследяването на семейния бизнес, изчислените индикатори за интензитет 

(INTIs) сочат, че по-важните изисквания за умения са същевременно тези, за 

които респондентите смятат, че съществуващите им познания са по-адекватни. 

Такава висока самооценка от страна на участниците в изследването в България 

по отношение на адекватността на съществуващите им умения за наследяване 

на семейния бизнес може счита за дължаща се на липсата на опит в областта на 

управлението на семейния бизнес за по-голямата част от анкетирани младежи. 

ИСК при УНСС извърши допълнителни изчисления на INTIs относно секциите 

„Проблеми“, „Пропуски в уменията“ и „Адекватност на знанията“ от анкетата за 
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две подгрупи респонденти: a) „реални“ и б) „бъдещи“ наследници на семейния 

бизнес. Като цяло, стойностите на INTIs относно важността на преживените / 

очаквани проблеми за двете подгрупи анкетирани са близки или дори в някои 

случаи равни. Проблемите, отнасящи се до уменията за управление на 

семейния бизнес, семейните отношения / конфликти и признанието от страна 

на семейството и служителите, се възприемат с различна важност от реалните и 

бъдещите наследници на семейния бизнес. Що се отнася до значимостта и 

адекватността на уменията за наследяване на семейния бизнес, и за двете 

подгрупи е валидно, че колкото по-важни са уменията, толкова по-адекватно е 

нивото на съществуващите знания, според анкетираните. Следва обаче да се 

отбележи, че за разлика от бъдещите наследници, за реалните наследници 

съотношението между стойностите на INTIs съответно за важността и 

адекватността на уменията показва, че пропуските в уменията донякъде 

преобладават над адекватността на знанията. 

Участниците в онлайн анкетата по проект FABUSS в България изразяват най-

големи предпочитания към методите за обучение, свързани с дискусии и 

споделяне на опит с други лица, вкл. други наследници на семейни фирми. 

Присъствените обучения и комбинирането на класни занимания и 

дистанционно обучение също събират значителен дял умерени или високи 

преференции. Следва да се отбележи, че подобна структура на 

предпочитанията напълно съответства на подхода, следван от консорциума по 

проект FABUSS, по отношение на предвидените методи за обучение. Наред с 

това, анкетираните младежи в България демонстрират значителен интерес към 

участие в обучителния курс по проекта и получаване на регулярна информация 

за напредъка на проектните дейности, но не са толкова ентусиазирани да бъдат 

включени във фокус групи по въпросите на семейния бизнес. 
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1. {ŀƳǇƭƛƴƎ aŜǘƘƻŘƻƭƻƎȅ ŀƴŘ ǘƘŜ wŜǇƻǊǘΩǎ ǎǘǊǳŎǘǳǊŜ 

 

ǐ In Bulgaria, the FABUSS on-line Survey was conducted among 71 (seventy-

one) representatives of the project’s target group. 

ǐ The Bulgarian partner – IPS at UNWE, used its existing networks in order to 

reach out to potential survey respondents, whereas contacts were made with 

a number of nationally and regionally represented employers’ organisations. 

ǐ A small number of students in the last year of their studies were also invited 

to take part in the Survey, provided that they satisfied the eligibility criteria 

for participation. 

ǐ A potential problem, identified by IPS at UNWE at the inception phase of the 

Survey’s organisation was associated with the fact, that the Survey was 

available to be completed on-line only in English. 

ǐ To address this issue and prevent insufficient interest in the on-line survey, 

the questionnaire was translated in Bulgarian and forwarded as an MS Word 

attachment by e-mail to potential survey participants and organisations, 

which provided assistance in the process. 

ǐ Responses received in MS Word were subsequently entered on-line by 

members of the Bulgarian partner’s project team. 

 

In Bulgaria, the FABUSS on-line Survey was conducted among 71 (seventy-one) 

representatives of the project’s target group – young “successors of family 

businesses” – actual or intended, with the aim to identify their problems and needs 

associated with successful succession. The respondents were reached out to via e-

mail through the existing networks of the Bulgarian partner – IPS at UNWE. In order 

to facilitate the process, contacts were made with a number of nationally and 

regionally represented employers’ organisations, who circulated the invitation for 

participation in the FABUSS on-line Survey among their members. A small number of 

students in the last year of their studies were also invited to take part in the Survey, 

whereas IPS at UNWE made sure that all of them satisfied the eligibility criteria for 

participation, in terms of age and family business succession (actual or anticipated). 

A potential problem, identified by IPS at UNWE at the inception phase of the 

Survey’s organisation was associated with the fact, that the Survey was available to 

be completed on-line only in English. The past experience of the Bulgarian partner 

with initiatives of such sort clearly indicated, that corrective actions were needed in 
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order to ensure sufficient interest in the Survey and the desired number of 

responses from Bulgaria. To address this issue, the on-line survey questionnaire was 

translated in Bulgarian and forwarded as an MS Word attachment by e-mail to 

potential survey participants and organisations, which provided assistance in the 

process. The potential respondents were thus offered 2 (two) options: 1) to 

complete the Survey on-line in English; 2) to provide their responses to the survey 

questions in MS Word in Bulgarian and return the completed questionnaire to IPS at 

UNWE, to be subsequently entered on-line by members of the Bulgarian partner’s 

project team. This approach proved quite efficient, as the majority of responses 

were received and processes as describe above, whereas the number of direct on-

line responses to the FABUSS Survey was quite modest and did not exceed 10 (ten). 

In order to provide an overview and an in-depth analysis of the FABUSS on-line 

Survey results, obtained in Bulgaria as per the approach described above, the rest of 

this Report is structured in sections. The latter address the specificities of the 

responses, provided by survey participants in Bulgaria, to the questions in the 

respective sections of the survey questionnaire. Thus, the following sections of the 

Report are dedicated to a number of issues, namely: 

ü the survey participants’ personal characteristics (Section 2); 

ü the surveyed businesses’ size and activities (Section 3); 

ü the motives and planning, associated with family business succession 

(Section 4); 

ü the experiences or anticipated problems in family business succession 

(Section 5); 

ü the skills requirements for family business management and succession 

(Section 6); 

ü the knowledge and skills adequacy, for family business management and 

succession (Section 7); 

ü the survey participants’ views on how skills could be upgraded (Section 8). 

In addition, the report has two of its conclusive sections dedicated to making a 

comparative analysis of “Problems”, “Skill Gaps” and “Knowledge Adequacy”, in 

family businesses surveyed (Section 9) and outlining national survey specific issues 

(Section 10). Finally, detailed survey results and the on-line survey questionnaire, are 

provided in Annex A and B to this report respectively. 

It is the FABUSS partnership’s belief that the report structure, outlined above will 

help the on-line Survey to achieve its objectives by revealing “Skill Gaps” of 

prospective family business successors and considering how upcoming FABUSS 

training activities could be organised and implemented most effectively. 
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2. {ǳǊǾŜȅ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǇŜǊǎƻƴŀƭ ŎƘŀǊŀŎǘŜǊƛǎǘƛŎǎ 

 

ǐ The distribution of FABUSS on-line Survey responses by gender indicates a 

marked prevalence of females over males. 

ǐ The most likely explanation for this is the age profile of respondents (over 

80% of them pertaining to the age group 18-25) and the lesser inclination of 

women to pursue careers outside the family business, compared to men. 

ǐ The prevalence of the 18-25 age group was also reflected in the educational 

profile of the respondents, with 69% of them having high school education as 

their highest degree. 

ǐ Regarding the actual or intended family business succession, only 14.1% of 

the respondents indicated to “Have taken ownership of the family business in 

the last 3-5 years” – again mostly due to their age profile. 

ǐ Nearly 72% of the respondents have indicated that they represent only the 

2nd generation of their family businesses – as a result, it seems natural that 

actual as well as prospective owners seldom would engage in family business 

succession planning. 

 

The distribution of FABUSS on-line 

Survey responses by gender indicates 

a marked prevalence of females with 

67.6% of all responses, compared to 

males – 32.4% (see Table I.1 in Annex 

A). It may be argued that at least 

partial explanation for this can be 

found in the age distribution of 

respondents – Figure 1 shows that 

over 80% of them were in the age 

group 18-25. At that age, it is very 

likely that women are willing to seek 

for a more ‘secure’ career path within 

the family business, whereas men 

would be more inclined to take higher 

risk and look for job opportunities, 

independently of their elders.  

Figure 1. Age distribution of FABUSS 

on-line Survey respondents in Bulgaria 

Source: Annex A, Table I.2 
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The prevalent age of survey participants also results in the level of educational 

attainment among respondents – here, however, the distribution is somewhat more 

balanced, that in the age distribution, with 69% of respondents having high school 

education as their highest degree, followed by 25.4% with University education and 

2.8% with Post-Graduate degree and Vocational Education and Training alike (see 

Figure 2 below).  

 

Figure 2. Educational profile of survey respondents in Bulgaria 

Source: Annex A, Table I.3 

 

The age of the majority of survey participants is most likely also accountable for the 

situation, regarding the actual or intended family business succession. In this part of 

the questionnaire, only 14.1% of the respondents indicated to “Have taken 

ownership of the family business in the last 3-5 years”, whereas 84.5% intend to do 

so in the coming 3-5 years. One of the 71 respondents, has answered negatively to 

both questions, associated with past or intended succession (see Tables I.4.1 and 

I.4.2 in Annex A).  

Finally, Section I of the survey questionnaire demonstrates clearly that the majority 

of Bulgarian family businesses are still owned and managed by the first generation of 

entrepreneurs – nearly 72% of survey respondents have indicated that they 

represent only the 2nd generation of their family businesses (Annex A, Tables I.5). 

This in turn, as discussed below, is the main factor, due to the influence of which the 

issue of transfer of ownership to the next family generation has only recently began 

to emerge, whereas actual as well as prospective owners seldom engage in family 

business succession planning.  
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3. Surveyed BusineǎǎŜǎΩ ǎƛȊŜ ŀƴŘ ŀŎǘƛǾƛǘƛŜǎ  

 

ǐ The survey responses revealed a situation, typical for Bulgaria in terms of 

prevailing economic activities of the family businesses surveyed. 

ǐ The sector of “Wholesale & Retail Trade, Repairs” had the highest share 

among respondents, with 31%, followed by “Other Community, Social & 

Personal Service Activities” and “Agriculture, Hunting & Forestry, Fishing. 

ǐ Unsurprisingly, micro-enterprises prevailed among respondents’ family 

businesses with 59%, followed by small enterprises with more than twice as 

low share. 

ǐ It can be thus inferred that the sampling of survey participants provided a 

representative sample of family businesses in terms of economic activities 

and companies size, measured in number of employed. 

 

Asked to provide information about the sector of business activities and the size of 

their family businesses, survey participants gave responses, which revealed a 

situation, typical for the family business in Bulgaria (see Figure 3 below). Thus, the 

sector of “Wholesale & Retail Trade, Repairs” prevailed among respondents, with 

31% (22 responses), followed by “Other Community, Social & Personal Service 

Activities” (19.7%) and “Agriculture, Hunting & Forestry, Fishing (11.3%). 

 

Figure 3. Economic activities of family businesses surveyed 

Source: Annex A, Table II.1 
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The sectors of “Hotels & Restaurants” and “Construction” were also fairly well 

represented with 9.9% each. It can be thus inferred that the sampling of survey 

participants provided a representative distribution of their family companies among 

the key economic sectors in Bulgaria, where such companies typically operate, both 

in terms of number of enterprises and share of people employed therein. 

 

 

Figure 4. {ƛȊŜ ƻŦ ǎǳǊǾŜȅ ǊŜǎǇƻƴŘŜƴǘǎΩ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎŜǎ όŜƳǇƭƻȅƳŜƴǘύ 

Source: Annex A, Table II.2 

 

Regarding the size of survey respondents’ family businesses, unsurprisingly the share 

of micro-enterprises prevailed with a little more than 59%, followed by small 

enterprises with nearly 27% (see Figure 4). Such a situation is typical of the economic 

sectors, discussed above, which are traditionally dominated by micro and small 

firms. The only exception is the construction sector, where usually the medium-sized 

companies dominate. 
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4. Family Business succession motives and Planning 

 

ǐ When asked about the existence of a family business succession plan, a 

substantial number of 31 respondents (43.7%) gave an affirmative answer, 

although it might be inferred that this is partially due to their unawareness of 

the true meaning and content of the succession planning process. 

ǐ Most respondents were of the opinion that after succession, company 

management and control should stay within the family. 

ǐ More than one-third of them, however, claimed that the ownership should 

stay in their incumbents, which suggests that they did not feel ready to take 

over the family business. 

ǐ Respondents claimed, that the decision to take over the family business was 

in 83% of the cases the successors’ own choice, with the zeal for bringing in 

innovative ideas being a major motivator for more than half of the them. 

 

Surprisingly or not, when asked about the existence of a family business succession 

plan, a substantial number of 31 respondents (43.7%) gave an affirmative answer 

(see Annex A, Table III.1). And although such a high percentage might raise some 

positive expectations about the increasing importance of the succession-related 

issues in Bulgarian family businesses’ agenda, it might be inferred that this is 

partially due to the unawareness of the true meaning and content of the succession 

planning process on part of survey participants and family business successors in 

general. 

 

Figure 5. Most appropriate way of family business succession, as 

considered by FABUSS on-line survey respondents in Bulgaria 

Source: Annex A, Table III.2 
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Regarding the most “advantageous” way, in which survey participants considered 

that the family business succession should occur, the answers which suggested that 

the company management and control should stay within the family accounted for 

95% of all responses (see Figure 5 above). It should be noted, however, that of those 

who gave such responses, 32.4% claimed that the ownership should stay in their 

incumbents. This obviously inferred that nearly one-third of survey participants do 

not feel ready to take over the family business. 

 

CƛƎǳǊŜ сΦ {ǳǊǾŜȅ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ƳƻǘƛǾŜǎ ǘƻ ǘŀƪŜ ƻǾŜǊ ǘƘŜ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎ 

Source: Annex A, Table IV.1 

 

Respondents claimed, that the decision to take over the family business, irrespective 

of whether this has already happened or not, was in 83% of the cases the successors’ 

own choice (see Figure 6 above). Of them, nearly 58% were of the opinion, that 

succeeding the family business might be a good opportunity to bring in innovative 

ideas, whereas for the rest (25%) this was considered a “good career opportunity”. 

Only 17% of survey participants gave a response, which suggests that they were not 

entirely convinced of the advantages of their choice for themselves and for the 

family. Nevertheless, it should be noted that none of the respondents gave an 

answer “I have no alternative”, which indicates that the issues of family business 

succession are an object of discussion between generations in Bulgaria, after all.  
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5. Experienced or anticipated problems in Family Business 

Succession 

 

ǐ A number of the problems, associated mostly with the internal environment 

of family businesses, were considered being of very low, low or moderate 

importance by the majority of survey participants in Bulgaria. 

ǐ The reason for such responses may be found in the fact, that most of the 

respondents have not yet taken over ownership of their family enterprises 

and are thus unaware of these problems’ potential impact on the succession 

process. 

ǐ In contrast, issues associated with the personal characteristics, incl. skills, 

knowledge and competences of respondents, were indicated as much more 

important for family business succession. 

ǐ It has to be noted that the problem, identified as most important for the 

succession by survey participants was associated with the absence of 

confidence in their own preparedness to run the family business. 

 

A number of the anticipated and already experienced problems, associated with 

family business succession, as indicated in the FABUSS on-line survey questionnaire, 

were mostly considered being of very low, low or moderate importance by the 

majority of survey participants in Bulgaria. This was particularly true of issues, 

referring to the management, clarity, bureaucratic obstacles and family conflict 

resolution of family business succession (see Figure 7 below and Annex A, Tables 

V.1.3, V.1.6, V.1.8, V.1.11). 

Similar situation was observed with succession problems, related to family relations 

and sentiments, complexity and interlacing of family and business matters. It has to 

be noted, however that not considering the above issues as important for family 

business succession might be partly due to the fact, that most of the respondents 

have not yet taken over ownership of the family companies. Hence, such problems 

might have sounded quite abstract to respondents, as they are part of the internal 

family business environment and are thus not directly related to their skills. As a 

consequence, survey participants could not fully realise these problems’ potential 

impact on the succession process. 
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Figure 7. Family business succession ς experienced or anticipated problems 

Source: Annex A, Tables V.1.1 ς V.1.15 

 

On the other hand, issues such as insufficient skills and knowledge to manage the 

family business, as well as inability to take over the functions of their incumbents 

were considered much more important by survey participants. Thus, on average half 

of them identified problems V.1.1, V.1.2 and V.1.5 as being of high or very high 

importance for family business succession (see again Figure 7 and corresponding 

tables in Annex A). 

In this case, the formulated problems were associated with the personal 

characteristics, incl. skills, knowledge and competences of respondents, and were 

more objectively assessed by them as key for family business succession. It is also 

worth noting that the problem, identified as most important for the transfer of 

family business ownership by survey participants was not associated with the 

absence of particular skills, but rather with the lack of confidence in their own 

preparedness to run the family business. 
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6. Skills requirements for family business management and 

succession 

 

ǐ The skills listed in the FABUSS on-line survey questionnaire were rated by the 

majority of respondents as being of high or very high importance for family 

business succession. 

ǐ In particular, skills associated with family business management, 

communication and strategic planning were rated highest in terms of their 

importance for the family business. 

ǐ Still important, but to a lesser extent, were considered the skills, related to 

identifying and applying good practices and governance tools, coming from 

other family businesses’ experience. 

ǐ It can thus be inferred, that family business succession issues, associated with 

internal factors were considered more important, compared to influences, 

coming from the external environment. 

 

Overall, the skills listed in the FABUSS on-line survey questionnaire were rated by the 

majority of respondents as being of high or very high importance for family business 

succession. This was particularly valid for skills, such as “To be able to understand 

and manage key issues related to family business”, “To be able to establish effective 

communication mechanisms”, “To know how to set and implement realistic family 

business growth strategy”, “To be able to make decisions as an effective family 

business owner” (see Figure 8 and Annex A, Tables VI.1.1, VI.1.3, VI.1.5 and VI.1.7 

respectively). 

On the other hand, family business succession issues, related to acknowledging and 

applying good practices, originating from other family businesses, and getting 

familiar with the benefits of governance tools for effective family business 

management were not so markedly rated as important (Annex A, Tables VI.1.8 and 

VI.1.9). 

It can thus be inferred, that in general the issues, associated with factors, which are 

internal to the family business were considered more important, compared to the 

potential influences, coming from the external environment. This might be 

interpreted as a natural reaction of the actual / intended family business successors, 

provoked by their unwillingness to tolerate external interference with the family 

business matters. 
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Figure 8. Skills requirements associated with family business succession ς 

importance 

Source: Annex A, Tables VI.1.1 ς VI.1.11 

 

Although this could to some extent be considered positive for preserving the 

management and control over family business within the family, such perceptions 

might prevent the family business successors from opening themselves to new ideas 

and approaches, associated with successful governance and business development. 
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7. Knowledge and Skills Adequacy, for family business 

management and succession 

 

ǐ The majority of FABUSS survey participants in Bulgaria rated their own family 

business management and succession skills as “rather adequate” or 

“adequate”. 

ǐ The skills associated with the abilities to understand and manage key issues 

related to family business and to establish effective communication 

mechanisms were rated highest in terms of adequacy. 

ǐ Based on the fact that over 85% of the respondents are still intended 

successors, there is a possibility that they would tend to overrate their own 

skills’ adequacy. 

ǐ Most probably due to lack of managerial experience, survey participants were 

less confident of the adequacy of their own skills associated with retaining 

key non-family employees and applying other family businesses’ positive 

experience. 

 

The majority of FABUSS survey participants in Bulgaria rated their own family 

business management and succession skills as “rather adequate” or “adequate” (see 

Figure 9 below). As in the previous section, discussing the importance of these very 

skills, the ones associated with the abilities to understand and manage key issues 

related to family business and to establish effective communication mechanisms 

were rated highest, this time in terms of adequacy of the respective skills, possessed 

by respondents (see Annex A, Table VI.2.1 and VI.2.3). 

Although such responses suggest quite high level of family business management 

and succession skills and knowledge, possessed by survey participants, there is a 

possibility that respondents tend to overrate these skills of theirs. Such an 

assumption is based on the fact that more than 85% of the surveyed young people, 

as discussed in Section 2 above, are still inexperienced in the issues related to family 

business governance. 
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Figure 9. Skills requirements associated with family business succession ς adequacy 

Source: Annex A, Tables VI.2.1 ς VI.2.11 

 

Survey participants were less confident of the adequacy of their own skills in the 

field of retaining key non-family employees, as well as identifying and applying good 

practices, originating from other family businesses’ experience (see Annex A, Table 

VI.2.4 and VI.2.8). This again can be ascribed to the lack of managerial experience 

and in-depth knowledge of the family business interactions with business 

partners/rivals on part of the prevailing part of the respondents, as most of them are 

only intended family business successors. 
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8. {ǳǊǾŜȅ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǾƛŜǿǎ ƻƴ Ƙƻǿ ǎƪƛƭƭǎ ŎƻǳƭŘ ōŜ ǳǇƎǊŀŘed 

 

ǐ FABUSS on-line survey respondents in Bulgaria expressed their strongest 

preference for training delivery methods, associated with discussions and 

sharing experience with others, incl. other family businesses’ successors. 

ǐ Face-to-face training sessions and combination of classwork and distant 

learning also gained a high percentage of moderate or high preference. 

ǐ The training delivery methods, rated as least preferred were self-study and 

distant learning. 

ǐ Such distribution of preferences entirely corresponds to the approach, 

followed by the FABUSS consortium, regarding the envisaged training delivery 

methods. 

ǐ Survey participants in Bulgaria demonstrated very high interest in 

participating in the FABUSS training course and in being regularly informed 

about the project developments, but were not so enthusiastic about being 

involved in a Focus Group on family business. 

 

Among the options listed in Section VII of the FBAUSS on-line Survey, regarding the 

training delivery methods for upgrading the skill for family business successful 

succession, the one most preferred by survey participants in Bulgaria was to 

exchange views with representatives of other family businesses’ successors, 

followed by sharing experience with others, face-to-face training sessions and 

combination of classwork and distant learning. In addition, face-to-face learning was 

“moderately preferred” by over 50% of the respondents. Those options, rated as 

least preferred, were self-study and especially distant learning (see Figure 10 below). 

It should be noted that although these preferences are not in favour of the 

traditional approach to training courses’ delivery, they entirely correspond to the 

approach, followed by the FABUSS consortium, regarding the envisaged methods to 

be used in elaborating the training material and delivering the training courses, 

which will be organised within the framework of the project. 
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Figure 10. Preferred types of training delivery modes 

Source: Annex A, Tables VII.1.1 ς VII.1.6 

 

Generally, survey participants in Bulgaria demonstrated very high interest both in 

participating in the upcoming FABUSS training course and in being regularly 

informed about the project developments. When asked if they would be willing to 

take part in a Focus Group on family business however, responses were less 

markedly positive (see Figure 11 below). One explanation for the latter is that 

respondents were not entirely clear what such participation would entail and 

whether they would have any tasks and/or responsibilities resulting from that. 

 

Figure 11. wŜǎǇƻƴŘŜƴǘǎΩ ƛƴǘŜǊŜǎǘ ƛƴ ǇŀǊǘƛŎƛǇŀǘƛƴƎ ƛƴ ǳǇŎƻƳƛƴƎ C!.¦{{ ŀŎǘƛǾƛǘƛŜǎ 

Source: Annex A, Tables VIII.1 ς VIII.3 
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9. /ƻƳǇŀǊŀǘƛǾŜ ŀƴŀƭȅǎƛǎ ƻŦ άtǊƻōƭŜƳǎέΣ ά{ƪƛƭƭ DŀǇǎέ ŀƴŘ 

άYƴƻǿƭŜŘƎŜ !ŘŜǉǳŀŎȅέΣ ƛƴ ŦŀƳƛƭȅ businesses surveyed 

 

ǐ For Bulgaria, the entire country’s sample of respondents indicated a relatively 

high level of importance of the problems, listed in the survey. 

ǐ This is particularly valid for the problems, referring to survey participant’s 

skills, knowledge and preparedness to take over the family business’ 

management and control. 

ǐ Regarding the “Importance” and “Adequacy” of skills requirements 

associated with family business succession, the calculated INTIs indicate that 

the more important skill requirements are also those for which respondents 

consider their existing knowledge to be more adequate. 

ǐ Such a high self-esteem on part of survey participants in Bulgaria, regarding 

the adequacy of their existing family business succession skills, might be 

discussed to be due to the lack of experience in issues related to family 

business governance on part of the majority of the surveyed young people. 

 

The Intensity Indicators (INTIs) for the importance of experienced or anticipated 

problems, associated with family business succession are measured as Weighted 

Averages on a 1-4 scale, where 1 stands for “Low / Very Low importance”, 2 is for 

“Moderate importance”, 3 is for “High importance” and 4 is for “Very High 

importance”. For Bulgaria, the entire country’s sample of respondents indicated a 

relatively high level of importance of the problems, listed in the survey (see Figure 

12 below and Annex A, INTIs Table 1). This is particularly valid for the problems, 

referring to survey participant’s skills, knowledge and preparedness to take over the 

family business’ management and control (problems V.1.1, V.1.2 and V.1.5), for 

which the calculated INTI values are in the range 2,51 – 2,58. On the other hand, for 

problems V.1.6, V.1.8, V.1.11 and V.1.15 the lowest INTI values were registered, 

varying between 1,96 and 2,04. These problems refer to the clarity and bureaucracy 

of the succession process, family conflicts resolution, etc. 

Regarding the “Importance” and “Adequacy” of skills requirements associated with 

family business succession, where the same Intensity Indicators’ methodology was 

followed, the calculated INTIs indicate that for the entire sample of survey 

participants in Bulgaria, the following trend can be observed: the more important 

skill requirements are also those for which respondents consider their existing 

knowledge to be more adequate (see Figure 13 below and Annex A, INTIs Table 2, 3). 
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As already discussed in previous sections, such a high self-esteem on part of survey 

participants in Bulgaria, regarding the adequacy of their existing family business 

succession skills, might ensue from the fact that the majority of the young people 

surveyed are only intended successors, still inexperienced in the issues related to 

family business governance. 

 

Figure 12. Intensity Indicators (INTIs) for experienced or anticipated problems, 

associated with family business succession 

Source: Annex A, INTIs Table 1 

 

It has to be also noted, that some skills’ importance and adequacy is considered 

lower, expressed in lowed values of respective INTIs, as the situation is with the 

skills, associated with the awareness, understanding and ability to apply other family 

businesses’ succession related issues to their own business’ case (see Annex A, INTIs 

Table 2, 3, Skill VI.1.8/VI.2.8). For other set of skills, referring to the abilities to 

understand and manage key family business issues and establish effective 

communication mechanisms, importance as well as adequacy of existing knowledge 

demonstrate considerably higher values (Annex A, INTIs Table 2, 3, Skill VI.1.1/VI.2.1 

and VI.1.3/VI.2.3). 
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Figure 13. Intensity Indicators (INTIs) for skills requirements associated with family 

business succession ς Importance (Y-axis) and Adequacy (X-axis) 

Source: Annex A, INTIs Table 2, Table 3 
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10. National Survey specific issues 

 

ǐ IPS at UNWE chose to make further calculations of INTIs on “Problems”, “Skill 

Gaps” and “Knowledge Adequacy” for two subgroups of respondents: actual 

and intended family business successors. 

ǐ In general, the INTIs’ values for the importance of experienced or anticipated 

problems for the two subgroups above are close or even equal. 

ǐ Issues, referring to family business management skills, family 

relations/conflicts and recognition on part of the family and employees were 

perceived of different importance by actual and intended family business 

successors. 

ǐ Regarding “Importance” and “Adequacy” of family business succession skills, 

it is valid for both subgroups, that the more important the skill requirements 

are, the more adequate is the level of existing knowledge, as perceived by 

survey respondents. 

ǐ It has to be noted however, that unlike intended successors, for actual 

successors the relationship between the INTIs’ values for skills’ Importance 

and Adequacy indicates that skill gaps somewhat prevail over knowledge 

adequacy. 

 

Regarding the INTIs’ values, referring to “Problems”, “Skill Gaps” and “Knowledge 

Adequacy”, the Bulgarian FABUSS partner – IPS at UNWE chose to make further 

calculations for two subgroups of the country’s sample of respondents, namely: a) 

actual, and b) intended family business successors. Although in general the INTIs’ 

values for the importance of experienced or anticipated problems for the two 

subgroups above are close or even equal (see Figure 14 below), for some of the 

issues serious gaps might be identified. For example, for actual successors the 

absence of skills and knowledge to manage the family business is considered a much 

less important problem, as for would-be successors. On the other hand, those 

respondents, who already have some experience in family business governance, 

recognise problems, referring to the complexity of family relations, family conflicts’ 

resolution and especially recognition of the successor’s leading role on part of the 

family and employees, as much more important, compared to intended successors. 
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Figure 14. Intensity Indicators (INTIs) for experienced or anticipated problems, 

associated with family business succession (actual and 

ƛƴǘŜƴŘŜŘ ǎǳŎŎŜǎǎƻǊǎΩ ǊŜǎǇƻƴǎŜǎύ 

Source: Annex A, INTIs Table 1 

 

In general, for both actual and intended successors, when looking at the respective 

INTIs’ values, a similar trend as the one for the entire sample of survey respondents 

can be observed, namely: the more important the skill requirements are, the more 

adequate is the level of existing knowledge, as perceived by survey respondents (see 

Figures 15 and 16 below and Annex A, INTIs Table 2, 3). One significant distinction 

can be made however between the perceptions of actual and those of intended 

successors: while for the former, the trend line in Figure 15 below is more slanting, 

revealing that skills Importance somewhat prevails over skills Adequacy, for the 

latter the trend line is steeper, expressing more or less balanced skill gaps and 

knowledge adequacy. 
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Figure 15. Intensity Indicators (INTIs) for skills requirements associated with 

family business succession όŀŎǘǳŀƭ ǎǳŎŎŜǎǎƻǊǎΩ ǊŜǎǇƻƴǎŜǎύ ς 

Importance (Y-axis) and Adequacy (X-axis) 

Source: Annex A, INTIs Table 2, Table 3 

 

Furthermore, both groups of survey participants in Bulgaria gather round the 

opinion that the importance and adequacy of their skills, associated with the 

awareness, understanding and ability to apply other family businesses’ succession 

related issues to their own business’ case is lower, expressed in lower values of 

respective INTIs (see Annex A, INTIs Table 2, 3, Skill VI.1.8/VI.2.8). 

On the other hand, actual and intended successors’ opinions differ, when identifying 

which set of skills is most important / of highest adequacy: 

Á actual successors claim that these are the skills, referring to the 

establishment of effective communication mechanisms; 

Á for intended successors, these are the skills, associated with the ability to 

understand and manage key issues related to family business. 
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Figure 16. Intensity Indicators (INTIs) for skills requirements associated with 

family business succession όƛƴǘŜƴŘŜŘ ǎǳŎŎŜǎǎƻǊǎΩ ǊŜǎǇƻƴǎŜǎύ ς 

Importance (Y-axis) and Adequacy (X-axis) 

Source: Annex A, INTIs Table 2, Table 3 
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Annexes 

Annex A: Survey Results 
 

Section I: Personal Characteristics 
 

I.1 Gender 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Male 23 32,4 32,4 32,4 

Female 48 67,6 67,6 100,0 

Total 71 100,0 100,0  

 

I.2 Age 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 18-25 58 81,7 81,7 81,7 

26-30 12 16,9 16,9 98,6 

31-35 1 1,4 1,4 100,0 

35+ 0 0,0 0,0  

Total 71 100,0 100,0  

 

I.3 Education 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid High School 49 69,0 69,0 69,0 

University Level 18 25,4 25,4 94,4 

Post-Graduate 2 2,8 2,8 97,2 

Vocational Education 

Training 

2 2,8 2,8 100,0 

Total 71 100,0 100,0  

 

I.4 Business Succession Status 

 

ɹΦпΦм IŀǾŜ ǘŀƪŜƴ ƻǿƴŜǊǎƘƛǇ ƻŦ ǘƘŜ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎ ƛƴ ǘƘŜ ƭŀǎǘ о-5 years 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 10 14,1 14,1 14,1 

No 61 85,9 85,9 100,0 

Total 71 100,0 100,0  
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ɹΦпΦн LƴǘŜƴŘ ǘƻ ǎǳŎŎŜŜŘ ǇǊŜǾƛƻǳǎ ƻǿƴŜǊ ƛƴ ǘƘŜ ƴŜȄǘ о-5 years 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 60 84,5 84,5 84,5 

No 11 15,5 15,5 100,0 

Total 71 100,0 100,0  

 

ɹΦр ²ƘƛŎƘ ƎŜƴŜǊŀǘƛƻƴ ƻŦ ǘƘŜ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎ Řƻ ȅƻǳ ǊŜǇǊŜǎŜƴǘΚ  

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 2nd 51 71,8 71,8 71,8 

3rd 14 19,7 19,7 91,5 

Older 6 8,5 8,5 100,0 

Total 71 100,0 100,0  
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{ŜŎǘƛƻƴ LLΥ ¢ƘŜ .ǳǎƛƴŜǎǎΩ /ƘŀǊŀŎǘŜǊƛǎǘƛŎǎ 
 

ɹɹΦм !ŎǘƛǾƛǘȅ {ŜŎǘƻǊ 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Real Estate, Renting 

& Business Activity 

4 5,6 5,6 5,6 

Construction 7 9,9 9,9 15,5 

Wholesale & Retail 

Trade, Repairs 

22 31,0 31,0 46,5 

Transport, Storage & 

Communication 

3 4,2 4,2 50,7 

Other Community, 

Social & Personal 

Service Activities 

14 19,7 19,7 70,4 

Manufacturing 2 2,8 2,8 73,2 

Agriculture, Hunting 

& Forestry, Fishing 

8 11,3 11,3 84,5 

Education 1 1,4 1,4 85,9 

Hotels & Restaurants 7 9,9 9,9 95,8 

Health & Social Work 1 1,4 1,4 97,2 

Financial 

Intermediation 

2 2,8 2,8 100,0 

Total 71 100,0 100,0  

 

ɹɹΦн tǊŜǎŜƴǘ ǎƛȊŜ όŜƳǇƭƻȅƳŜƴǘύ 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 1-9 42 59,2 59,2 59,2 

10-49 19 26,8 26,8 85,9 

50-99 6 8,5 8,5 94,4 

100-249 2 2,8 2,8 97,2 

250+ 2 2,8 2,8 100,0 

Total 71 100 100  
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Section III: Family Business Succession Planning 
 

ɹɹLΦм 5ƻŜǎ ȅƻǳǊ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎ possess a formal written (or agreed) 

plan for succession? 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 31 43,7 44,3 44,3 

No 39 54,9 55,7 100,0 

Total 70 98,6 100,0  

 

ɹɹLΦн Lƴ ȅƻǳǊ ƻǇƛƴƛƻƴΣ Ƙƻǿ ǎƘƻǳƭŘ ǎǳŎŎŜǎǎƛƻƴ ƻŎŎǳǊ ƛƴ ȅƻǳǊ ŦŀƳƛƭȅ business? Indicate the 

most advantageous option 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Passing the management 

of the business to the 

next generation (but not 

the control/ownership) 

23 32,4 32,4 32,4 

Passing the ownership of 

the business to the next 

generation 

20 28,2 28,2 60,6 

Passing the governance 

(management AND 

control) of the business 

to the next generation 

24 33,8 33,8 94,4 

Sale of the business to a 

third party 

    

Appointment of a non-

family CEO, retaining 

family ownership and 

control 

3 4,2 4,2 98,6 

Appointment of a non-

family CEO, giving away 

part of the family 

ownership and control 

    

Initial Public Offering 1 1,4 1,4 100,0 

Total 71 100,0 100,0  
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Section IV: Motives for actual or intended family 

business succession 
 

L±Φм ²Ƙŀǘ ƛǎ όƻǊ ǿŀǎύ ȅƻǳǊ ƳƻǘƛǾŜ ŦƻǊ ŘŜŎƛŘƛƴƎ ǘƻ ǎǳŎŎŜŜŘΣ ŀǎ ǘƘŜ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎΩ ƻǿƴŜǊ 

ŀƴŘ ƳŀƴŀƎŜǊΣ ǘƘŜ ŦƛǊƳΩǎ άǇǊŜǾƛƻǳǎ ƎŜƴŜǊŀǘƛƻƴέΚ {ŜƭŜŎǘ ¦t ¢h ¢Iw99 ŀƴǎǿŜǊǎΦ 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid It seemed to be the 

“natural course of 

events” 

2 2,8 2,8 2,8 

It seemed a good career 

opportunity 

18 25,4 25,4 28,2 

I thought it would be an 

opportunity to put 

innovative ideas to 

practice 

41 57,7 57,7 85,9 

My family expected me to 

inherit the business 

10 14,1 14,1 100,0 

I have no alternative     

Total 71 100,0 100,0  
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Section V: Family business succession ς 

Experienced or Anticipated Problems 
 

V.1.1 I lack the skills and knowledge to manage the family business 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

8 11,3 11,3 11,3 

Moderate Importance 28 39,4 39,4 50,7 

High Importance 26 36,6 36,6 87,3 

Very High Importance 9 12,7 12,7 100,0 

Total 71 100,0 100,0  

 

V.1.2 I am not yet ready and well prepared to run the business 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

8 11,3 11,3 11,3 

Moderate Importance 24 33,8 33,8 45,1 

High Importance 29 40,8 40,8 85,9 

Very High Importance 10 14,1 14,1 100,0 

Total 71 100,0 100,0  

 

V.1.3 It is difficult to manage the change that succession implies 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

13 18,3 18,3 18,3 

Moderate Importance 36 50,7 50,7 69,0 

High Importance 21 29,6 29,6 98,6 

Very High importance 1 1,4 1,4 100,0 

Total 71 100,0 100,0  

 

V.1.4 I do not have the required knowledge about the family business 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

17 23,9 23,9 23,9 

Moderate Importance 28 39,4 39,4 63,4 

High Importance 14 19,7 19,7 83,1 

Very High Importance 12 16,9 16,9 100,0 

Total 71 100,0 100,0  
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V.1.5 I am not able to take over all the functions that the previous leader held 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

10 14,1 14,1 14,1 

Moderate Importance 26 36,6 36,6 50,7 

High Importance 23 32,4 32,4 83,1 

Very High Importance 12 16,9 16,9 100,0 

Total 71 100,0 100,0  

 

V.1.6 The process of succession is not clear 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

25 35,2 35,2 35,2 

Moderate Importance 24 33,8 33,8 69,0 

High Importance 16 22,5 22,5 91,5 

Very High importance 6 8,5 8,5 100,0 

Total 71 100,0 100,0  

 

V.1.7 The process of succession is very demanding in terms of family relations and the 

sentimental burden is high 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

20 28,2 28,2 28,2 

Moderate Importance 24 33,8 33,8 62,0 

High Importance 20 28,2 28,2 90,1 

Very High Importance 7 9,9 9,9 100,0 

Total 71 100,0 100,0  

 

V.1.8 The transfer of business is very demanding in terms of bureaucracy 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

27 38,0 38,0 38,0 

Moderate Importance 24 33,8 33,8 71,8 

High Importance 16 22,5 22,5 94,4 

Very High Importance 4 5,6 5,6 100,0 

Total 71 100,0 100,0  
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V.1.9 The family business lacks a clear business strategy 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

20 28,2 28,2 28,2 

Moderate Importance 15 21,1 21,1 49,3 

High Importance 25 35,2 35,2 84,5 

Very High Importance 11 15,5 15,5 100,0 

Total 71 100,0 100,0  

 

V.1.10 The personnel of the family business (if any) is resistant to the succession or 

does not cope well with change 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

25 35,2 35,2 35,2 

Moderate Importance 15 21,1 21,1 56,3 

High Importance 18 25,4 25,4 81,7 

Very High Importance 13 18,3 18,3 100,0 

Total 71 100,0 100,0  

 

V.1.11 Managing possible family conflict resulting from the succession process 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

30 42,3 42,3 42,3 

Moderate Importance 21 29,6 29,6 71,8 

High Importance 10 14,1 14,1 85,9 

Very High Importance 10 14,1 14,1 100,0 

Total 71 100,0 100,0  

 

V.1.12 The family business lacks the required organization and governance 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

18 25,4 25,4 25,4 

Moderate Importance 26 36,6 36,6 62,0 

High Importance 18 25,4 25,4 87,3 

Very High Importance 9 12,7 12,7 100,0 

Total 71 100,0 100,0  
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V.1.13 Family and business matters are complex and intertwined 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

18 25,4 25,4 25,4 

Moderate Importance 26 36,6 36,6 62,0 

High Importance 21 29,6 29,6 91,5 

Very High Importance 6 8,5 8,5 100,0 

Total 71 100,0 100,0  

 

V.1.14 Family and employees do not accept me as the new family business leader 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

23 32,4 32,4 32,4 

Moderate Importance 18 25,4 25,4 57,7 

High Importance 20 28,2 28,2 85,9 

Very High Importance 10 14,1 14,1 100,0 

Total 71 100,0 100,0  

 

V.1.15 We are facing family related issues that I cannot manage and discuss with others 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Low/Very Low 

Importance 

30 42,3 42,3 42,3 

Moderate Importance 17 23,9 23,9 66,2 

High Importance 18 25,4 25,4 91,5 

Very High Importance 6 8,5 8,5 100,0 

Total 71 100,0 100,0  
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Section VI: Skills requirements associated with 

family business succession ς Importance and 

Adequacy 
 

VI.1 Type of skill required - LƴŘƛŎŀǘƻǊ ƻŦ ǎƪƛƭƭΩǎ LƳǇƻǊǘŀƴŎŜ 

 

VI.1.1 To be able to understand and manage key issues related to family business 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very Low Importance 1 1,4 1,4 1,4 

Low Importance 1 1,4 1,4 2,8 

Moderate Importance 6 8,5 8,5 11,3 

High Importance 19 26,8 26,8 38,0 

Very High Importance 44 62,0 62,0 100,0 

Total 71 100,0 100,0  

 

VI.1.2  To know how to overcome family or business centered conflict 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very Low Importance         

Low Importance 3 4.2 4.2 4.2 

Moderate Importance 11 15.5 15.5 19.7 

High Importance 18 25.4 25.4 45.1 

Very High Importance 39 54.9 54.9 100 

Total 71 100 100   

 

VI.1.3  To be able to establish effective communication mechanisms 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance 1 1,4 1,4 1,4 

Low Importance 1 1,4 1,4 2,8 

Moderate Importance 6 8,5 8,5 11,3 

High Importance 18 25,4 25,4 36,6 

Very High Importance 45 63,4 63,4 100,0 

Total 71 100,0 100,0  
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VI.1.4 To be able to retain key non-family employees 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance 2 2,8 2,8 2,8 

Low Importance 3 4,2 4,2 7,0 

Moderate Importance 15 21,1 21,1 28,2 

High Importance 18 25,4 25,4 53,5 

Very High Importance 33 46,5 46,5 100,0 

Total 71 100,0 100,0  

 

VI.1.5 To know how to set and implement realistic family business growth strategy 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance     

Low Importance 2 2,8 2,8 2,8 

Moderate Importance 10 14,1 14,1 16,9 

High Importance 19 26,8 26,8 43,7 

Very High Importance 40 56,3 56,3 100,0 

Total 71 100,0 100,0  

 

VI.1.6 To be able to gain consensus for key decisions 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance 1 1,4 1,4 1,4 

Low Importance 6 8,5 8,5 9,9 

Moderate Importance 12 16,9 16,9 26,8 

High Importance 26 36,6 36,6 63,4 

Very High Importance 26 36,6 36,6 100,0 

Total 71 100,0 100,0  

 

VI.1.7 To be able to make decisions as an effective family business owner 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance 2 2,8 2,8 2,8 

Low Importance 1 1,4 1,4 4,2 

Moderate Importance 9 12,7 12,7 16,9 

High Importance 14 19,7 19,7 36,6 

Very High Importance 45 63,4 63,4 100,0 

Total 71 100,0 100,0  
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VI.1.8 To know how other family business businesses have tackled succession related 

issues, to understand them and adapt ǘƘŜƳ ǘƻ Ƴȅ ōǳǎƛƴŜǎǎΩ ŎŀǎŜ 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance 3 4,2 4,2 4,2 

Low Importance 9 12,7 12,7 16,9 

Moderate Importance 18 25,4 25,4 42,3 

High Importance 25 35,2 35,2 77,5 

Very High Importance 16 22,5 22,5 100,0 

Total 71 100,0 100,0  

 

VI.1.9 To understand how effective governance tools can help me lead the family 

business 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance     

Low Importance 2 2,8 2,8 2,8 

Moderate Importance 25 35,2 35,2 38,0 

High Importance 20 28,2 28,2 66,2 

Very High Importance 24 33,8 33,8 100,0 

Total 71 100,0 100,0  

 

VI.1.10 To be able to negotiate with family and non-family stakeholders about business 

related issues 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance 1 1,4 1,4 1,4 

Low Importance 5 7,0 7,0 8,5 

Moderate Importance 13 18,3 18,3 26,8 

High Importance 17 23,9 23,9 50,7 

Very High Importance 35 49,3 49,3 100,0 

Total 71 100,0 100,0  

 

VI.1.11 To know how to effectively manage the family and business interaction 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Very Low Importance     

Low Importance 3 4,2 4,2 4,2 

Moderate Importance 13 18,3 18,3 22,5 

High Importance 15 21,1 21,1 43,7 

Very High Importance 40 56,3 56,3 100,0 

Total 71 100,0 100,0  
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VI.2 For EACH of the above type of skills and independently of its importance, how 

adequate do you consider your present knowledge and skills?  

 

±ɹΦнΦм To be able to understand and manage key issues related to family business 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 6 8,5 8,5 8,5 

Rather Inadequate     

Rather Adequate 45 63,4 63,4 71,8 

Adequate 20 28,2 28,2 100,0 

Total 71 100,0 100,0  

 

±ɹΦнΦн To know how to overcome family or business centered conflict 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 15 21,1 21,1 21,1 

Rather Inadequate 1 1,4 1,4 22,5 

Rather Adequate 35 49,3 49,3 71,8 

Adequate 20 28,2 28,2 100,0 

Total 71 100,0 100,0  

 

±ɹΦнΦо To be able to establish effective communication mechanisms 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 9 12,7 12,7 12,7 

Rather Inadequate     

Rather Adequate 40 56,3 56,3 69,0 

Adequate 22 31,0 31,0 100,0 

Total 71 100,0 100,0  

 

±ɹΦнΦп To be able to retain key non-family employees 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 22 31,0 31,4 31,4 

Rather Inadequate 3 4,2 4,3 35,7 

Rather Adequate 34 47,9 48,6 84,3 

Adequate 11 15,5 15,7 100,0 

Total 70 98,6 100,0  
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±ɹΦнΦр To know how to set and implement realistic family business growth strategy 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 21 29,6 29,6 29,6 

Rather Inadequate 1 1,4 1,4 31,0 

Rather Adequate 31 43,7 43,7 74,6 

Adequate 18 25,4 25,4 100,0 

Total 71 100,0 100,0  

 

±ɹΦнΦс To be able to gain consensus for key decisions 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 20 28,2 28,2 28,2 

Rather Inadequate 2 2,8 2,8 31,0 

Rather Adequate 32 45,1 45,1 76,1 

Adequate 17 23,9 23,9 100,0 

Total 71 100,0 100,0  

 

±ɹΦнΦт To be able to make decisions as an effective family business owner 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 13 18,3 18,3 18,3 

Rather Inadequate 5 7,0 7,0 25,4 

Rather Adequate 29 40,8 40,8 66,2 

Adequate 24 33,8 33,8 100,0 

Total 71 100,0 100,0  

 

±ɹΦнΦу To know how other family business businesses have tackled succession 

related issues, to ǳƴŘŜǊǎǘŀƴŘ ǘƘŜƳ ŀƴŘ ŀŘŀǇǘ ǘƘŜƳ ǘƻ Ƴȅ ōǳǎƛƴŜǎǎΩ ŎŀǎŜ 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 24 33,8 33,8 33,8 

Rather Inadequate 9 12,7 12,7 46,5 

Rather Adequate 32 45,1 45,1 91,5 

Adequate 6 8,5 8,5 100,0 

Total 71 100,0 100,0  
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±ɹΦнΦф To understand how effective governance tools can help me lead the family 

business 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 19 26,8 26,8 26,8 

Rather Inadequate 2 2,8 2,8 29,6 

Rather Adequate 42 59,2 59,2 88,7 

Adequate 8 11,3 11,3 100,0 

Total 71 100,0 100,0  

 

±ɹΦнΦмл To be able to negotiate with family and non-family stakeholders about 

business related issues 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 15 21,1 21,4 21,4 

Rather Inadequate 2 2,8 2,9 24,3 

Rather Adequate 39 54,9 55,7 80,0 

Adequate 14 19,7 20,0 100,0 

Total 70 98,6 100,0  

 

±ɹΦнΦмм ¢ƻ ƪƴƻǿ Ƙƻǿ ǘƻ ŜŦŦŜŎǘƛǾŜƭȅ ƳŀƴŀƎŜ ǘƘŜ ŦŀƳƛƭȅ ŀƴŘ ōǳǎƛƴŜǎǎ ƛƴǘŜǊŀŎǘƛƻƴ 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Inadequate 9 12,7 12,9 12,9 

Rather Inadequate 4 5,6 5,7 18,6 

Rather Adequate 34 47,9 48,6 67,1 

Adequate 23 32,4 32,9 100,0 

Total 70 98,6 100,0  

 

  



FABUSS ς Skill Gaps and Training Needs in Family Businesses ς Bulgaria 
 

 

Institute for Postgraduate Studies ς division at the University of 
National and World Economy ς July 2017 

48 

 

{ŜŎǘƛƻƴ ±ɹɹΥ ¦ǇƎǊŀŘƛƴƎ ȅƻǳǊ ǎƪƛƭƭǎ ŦƻǊ ŦŀƳƛƭȅ 

business successful succession ς Preferred types 

of training delivery modes 
 

VII.1 Which do you consider to be the best way for upgrading your skills?  

 

VII.1.1 Study by myself 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Not Preferred 9 12,7 12,7 12,7 

Low Preference 22 31,0 31,0 43,7 

Moderate 

Preference 

30 42,3 42,3 85,9 

Most Preferred 10 14,1 14,1 100,0 

Total 71 100,0 100,0  

 

VII.1.2 Participate in face-to-face training sessions 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Not Preferred 2 2,8 2,8 2,8 

Low Preference 9 12,7 12,7 15,5 

Moderate 

Preference 

37 52,1 52,1 67,6 

Most Preferred 23 32,4 32,4 100,0 

Total 71 100,0 100,0  

 

VII.1.3 Distant Learning 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Not Preferred 19 26,8 26,8 26,8 

Low Preference 22 31,0 31,0 57,7 

Moderate 

Preference 

21 29,6 29,6 87,3 

Most Preferred 9 12,7 12,7 100,0 

Total 71 100,0 100,0  

 

 

 

 

 



FABUSS ς Skill Gaps and Training Needs in Family Businesses ς Bulgaria 
 

 

Institute for Postgraduate Studies ς division at the University of 
National and World Economy ς July 2017 

49 

 

VII.1.4 Combination of class work and distant Learning 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Not Preferred 3 4,2 4,2 4,2 

Low Preference 18 25,4 25,4 29,6 

Moderate 

Preference 

31 43,7 43,7 73,2 

Most Preferred 19 26,8 26,8 100,0 

Total 71 100,0 100,0  

 

VII.1.5 Benefit from the experience of others 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Not Preferred 1 1,4 1,4 1,4 

Low Preference 12 16,9 16,9 18,3 

Moderate 

Preference 

32 45,1 45,1 63,4 

Most Preferred 26 36,6 36,6 100,0 

Total 71 100,0 100,0  

 

VII.1.6 5ƛǎŎǳǎǎ κ ŜȄŎƘŀƴƎŜ ǾƛŜǿǎ ǿƛǘƘ ƻǘƘŜǊ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎŜǎΩ άǎŜŎƻƴŘ ƎŜƴŜǊŀǘƛƻƴέ 

persons 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Not Preferred 2 2,8 2,9 2,9 

Low Preference 6 8,5 8,6 11,4 

Moderate 

Preference 

28 39,4 40,0 51,4 

Most Preferred 34 47,9 48,6 100,0 

Total 70 98,6 100,0  
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Section VIII: Final Questions 
 

VIII.1 Would you be interested in the family business training course that 

will be developed by the FABUSS project? 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Yes 59 83,1 83,1 83,1 

No 12 16,9 16,9 100,0 

Total 71 100,0 100,0  

 

 

VIII.2 Would you be interested to participate the coming months in a Focus 

Group on family business? 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Yes 38 53,5 53,5 53,5 

No 33 46,5 46,5 100,0 

Total 71 100,0 100,0  

 

VIII.3 Would you like to be kept posted on the FABUSS project 

outputs/events/free Seminars - Workshops? In this case, send please an 

email with your request to your FABUSS National Partner 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Yes 62 87,3 87,3 87,3 

No 9 12,7 12,7 100,0 

Total 71 100,0 100,0  
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DESCRIPTIVE STATISTICS ς INTENSITY INDICATORS 

INTIs Table 1 (Problems) 

Type of Problem 

[V.1] 

Gender 

[I.1] 

Age 

[I.2] 

Education 

[I.3] 

Actual 

Successor 

[I.4.1] 

Intended 

Successor 

[I.4.2] 

ALL 

 Male Female 18-25 26-30 31-35 35+ 
High 

School 

University 

Level 

Post-

Graduate 

Vocational 

Education 

Training 

   

V.1.1 I lack the skills and 

knowledge to manage 

the family business 

2,61 2,46 2,52 2,33 4,00 - 2,53 2,50 2,00 2,50 2,00 2,58 2,51 

V.1.2 I am not yet ready 

and well prepared to 

run the business 

2,43 2,65 2,59 2,67 1,00 - 2,61 2,61 2,00 2,00 2,40 2,60 2,58 

V.1.3 It is difficult to 

manage the change that 

succession implies 

2,26 2,08 2,10 2,25 3,00 - 2,14 2,22 2,00 1,50 2,20 2,12 2,14 

V.1.4 I do not have the 

required knowledge 

about the family 

business 

2,26 2,31 2,34 2,08 2,00 - 2,39 2,17 2,00 1,50 1,90 2,33 2,30 

V.1.5 I am not able to 

take over all the 

functions that the 

previous leader held 

2,43 2,56 2,45 2,83 3,00 - 2,51 2,50 3,00 2,50 2,50 2,50 2,52 
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V.1.6 The process of 

succession is not clear 

2,17 1,98 2,05 2,00 2,00 - 2,10 1,89 2,50 1,50 2,20 2,00 2,04 

V.1.7 The process of 

succession is very 

demanding in terms of 

family relations and the 

sentimental burden is 

high 

2,26 2,17 2,12 2,42 4,00 - 2,00 2,72 3,00 1,50 2,50 2,12 2,20 

V.1.8 The transfer of 

business is very 

demanding in terms of 

bureaucracy 

2,13 1,88 1,93 2,17 1,00 - 1,94 1,94 2,50 2,00 2,30 1,92 1,96 

V.1.9 The family 

business lacks a clear 

business strategy 

2,52 2,31 2,34 2,42 4,00 - 2,24 2,67 2,50 3,00 2,30 2,38 2,38 

V.1.10 The personnel of 

the family business (if 

any) is resistant to the 

succession or does not 

cope well with change 

2,22 2,29 2,29 2,00 4,00 - 2,35 2,06 2,00 2,50 2,30 2,28 2,27 

V.1.11 Managing 

possible family conflict 

resulting from the 

succession process 

2,00 2,00 1,95 2,25 2,00 - 1,88 2,17 3,00 2,50 2,40 1,90 2,00 

V.1.12 The family 

business lacks the 

required organization 

and governance 

2,13 2,31 2,24 2,17 4,00 - 2,24 2,28 2,00 2,50 1,90 2,32 2,25 
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V.1.13 Family and 

business matters are 

complex and 

intertwined 

2,52 2,06 2,12 2,50 4,00 - 2,12 2,44 2,00 2,50 2,50 2,13 2,21 

V.1.14 Family and 

employees do not 

accept me as the new 

family business leader 

2,22 2,25 2,22 2,17 4,00 - 2,16 2,39 1,50 3,50 2,80 2,12 2,24 

V.1.15 We are facing 

family related issues 

that I cannot manage 

and discuss with others 

1,96 2,02 1,93 2,17 4,00 - 1,96 2,06 1,50 3,00 2,20 1,98 2,00 
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INTIs Table 2 (Skill Requirements) 

Type of Skill 

[VI.1] 

Gender 

[I.1] 

Age 

[I.2] 

Education 

[I.3] 

Actual 

Successor 

[I.4.1] 

Intended 

Successor 

[I.4.2] 

ALL 

 Male Female 18-25 26-30 31-35 35+ 
High 

School 

University 

Level 

Post-

Graduate 

Vocational 

Education 

Training 

   

VI.1.1 To be able to 

understand and manage 

key issues related to 

family business 

4,48 4,46 4,50 4,33 4,00 - 4,41 4,56 4,50 5,00 4,50 4,45 4,46 

VI.1.2 To know how to 

overcome family or 

business centered 

conflict 

4,26 4,33 4,34 4,08 5,00 - 4,35 4,33 4,00 3,50 4,30 4,30 4,31 

VI.1.3 To be able to 

establish effective 

communication 

mechanisms 

4,48 4,48 4,50 4,33 5,00 - 4,43 4,61 4,50 4,50 4,70 4,43 4,48 

VI.1.4 To be able to retain 

key non-family 

employees 

3,96 4,15 4,07 4,17 4,00 - 4,00 4,11 5,00 5,00 4,10 4,10 4,08 

VI.1.5 To know how to 

set and implement 

realistic family business 

growth strategy 

4,35 4,38 4,47 3,92 4,00 - 4,37 4,33 5,00 4,00 4,40 4,35 4,37 
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VI.1.6 To be able to gain 

consensus for key 

decisions 

4,00 3,98 4,09 3,67 2,00 - 4,08 3,78 4,50 3,00 4,30 3,92 3,99 

VI.1.7 To be able to make 

decisions as an effective 

family business owner 

4,57 4,31 4,40 4,33 5,00 - 4,39 4,39 5,00 4,00 4,40 4,38 4,39 

VI.1.8 To know how other 

family business 

businesses have tackled 

succession related issues, 

to understand them and 

adapt them to my 

business’ case 

3,87 3,46 3,62 3,33 5,00 - 3,59 3,67 3,50 3,00 3,80 3,53 3,59 

VI.1.9 To understand how 

effective governance 

tools can help me lead 

the family business 

4,04 3,88 3,97 3,67 5,00 - 3,90 4,11 3,50 3,50 4,00 3,90 3,93 

VI.1.10 To be able to 

negotiate with family and 

non-family stakeholders 

about business related 

issues 

4,26 4,06 4,02 4,58 5,00 - 4,10 4,28 5,00 2,50 4,50 4,05 4,13 

VI.1.11 To know how to 

effectively manage the 

family and business 

interaction 

4,09 4,40 4,28 4,33 5,00 - 4,31 4,28 4,50 4,00 4,40 4,30 4,30 
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INTIs Table 3 (Skills and Knowledge Adequacy) 

Skills and Knowledge 

Adequacy 

[VI.2] 

Gender 

[I.1] 

Age 

[I.2] 

Education 

[I.3] 

Actual 

Successor 

[I.4.1] 

Intended 

Successor 

[I.4.2] 

ALL 

 Male Female 18-25 26-30 31-35 35+ 
High 

School 

University 

Level 

Post-

Graduate 

Vocational 

Education 

Training 

   

VΙ.2.1 To be able to 

understand and manage 

key issues related to 

family business 

3,26 3,17 3,12 3,50 4,00 - 3,10 3,39 3,50 3,50 3,30 3,20 3,20 

VΙ.2.2 To know how to 

overcome family or 

business centered 

conflict 

3,13 3,00 3,10 2,83 2,00 - 3,04 3,06 2,50 3,50 3,10 3,05 3,04 

VΙ.2.3 To be able to 

establish effective 

communication 

mechanisms 

3,13 3,21 3,19 3,08 4,00 - 3,22 3,17 2,50 3,00 3,30 3,18 3,18 

VΙ.2.4 To be able to 

retain key non-family 

employees 

2,91 2,69 2,78 2,67 - - 2,76 2,76 2,50 3,00 2,50 2,83 2,76 

VΙ.2.5 To know how to 

set and implement 

realistic family business 

growth strategy 

2,91 2,94 2,93 2,92 3,00 - 2,96 2,94 2,50 2,50 3,00 2,93 2,93 
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VΙ.2.6 To be able to gain 

consensus for key 

decisions 

3,09 2,81 2,91 2,75 4,00 - 2,90 3,06 2,00 2,50 3,20 2,87 2,90 

VΙ.2.7 To be able to 

make decisions as an 

effective family business 

owner 

3,35 2,85 2,98 3,08 4,00 - 3,00 3,11 2,50 3,00 3,20 2,97 3,01 

VΙ.2.8 To know how 

other family business 

businesses have tackled 

succession related 

issues, to understand 

them and adapt them to 

my business’ case 

2,48 2,50 2,50 2,42 3,00 - 2,53 2,50 1,50 2,50 2,30 2,53 2,49 

VΙ.2.9 To understand 

how effective 

governance tools can 

help me lead the family 

business 

2,74 2,81 2,79 2,75 3,00 - 2,78 2,83 2,00 3,50 2,70 2,82 2,79 

VΙ.2.10 To be able to 

negotiate with family 

and non-family 

stakeholders about 

business related issues 

3,00 2,90 2,93 2,92 - - 3,00 2,76 3,00 2,50 3,10 2,90 2,93 

VΙ.2.11 To know how to 

effectively manage the 

family and business 

interaction 

3,05 3,10 3,09 3,08 - - 3,08 3,12 2,50 3,50 3,10 3,08 3,09 
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Annex B: Survey Questionnaire 

 

 

 
 

FAMILY BUSINESS SUCCESSFUL SUCCESSION 
 

 

 
 

SURVEY QUESTIONNAIRE 
 

This Survey is being undertaken in order to obtain information directly from young 

“successors of family businesses” – actual or intended – in the FABUSS partner countries, 

with relation to their problems and needs associated with successful succession. The results 

of the Survey will guide FABUSS Partners in better organising and delivering training and 

other types of supporting services to family business successors. The Survey respondents’ 

identity will remain strictly CONFIDENTIAL. 

 

 

 
 

wŜǎǇƻƴŘŜƴǘΩǎ ŎƻǳƴǘǊȅ ƻŦ ƻǊƛƎƛƴ 
 

 
 

Indicate please your country of origin 

 

 
Bulgaria 

 Cyprus 

 FYROM 

 Greece 

 Italy 

 Portugal 
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Section I: Personal characteristics 
 

 
 

ɹΦм DŜƴŘŜǊ  

 

 
Male  Female 

 

 

ɹΦн !ƎŜ  

 

 
18-25  26-30  31-35  35+ 

 

 

ɹΦо 9ŘǳŎŀǘƛƻƴ  

 

 
High School  Post-Graduate 

 University Level  Vocational Education and Training 

 

 

I.4 Business Succession Status  
 

ɹΦпΦм IŀǾŜ ǘŀƪŜƴ ƻǿƴŜǊǎƘƛǇ ƻŦ ǘƘŜ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎ ƛƴ ǘƘŜ ƭŀǎǘ о-5 years 

 

 
Yes  No 

 

 

ɹΦпΦн LƴǘŜƴŘ ǘƻ ǎǳŎŎŜŜŘ ǇǊŜǾƛƻǳǎ ƻǿƴŜǊ ƛƴ ǘƘŜ ƴŜȄǘ о-5 years  

 

 
Yes  No 

 

ɹΦр ²ƘƛŎƘ ƎŜƴŜǊŀǘƛƻƴ ƻŦ ǘƘŜ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎ Řƻ ȅƻǳ ǊŜǇǊŜǎŜƴǘΚ  

 

 
2nd  3rd  Older 
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{ŜŎǘƛƻƴ LLΥ ¢ƘŜ .ǳǎƛƴŜǎǎΩ ŎƘŀǊŀŎǘŜǊƛǎǘƛŎǎ 
 

 
 

ɹɹΦм !ŎǘƛǾƛǘȅ {ŜŎǘƻǊ 

 

 
Real estate, renting and business activity 

 Construction 

 Wholesale and retail trade, repairs 

 Transport, storage & communication 

 Other community, social and personal service activities 

 Manufacturing 

 Agriculture, hunting & forestry; fishing 

 Education 

 Hotels and restaurants 

 Health and social work 

 Financial intermediation 

 

 

ɹɹΦн tǊŜǎŜƴǘ ǎƛȊŜ όŜƳǇƭƻȅƳŜƴǘύ 

 

 
1-9  10-49  50-99  100-249  250+ 
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Section III: Family business succession planning 
 

 
 

ɹɹLΦм 5ƻŜǎ ȅƻǳǊ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎ ǇƻǎǎŜǎǎ ŀ ŦƻǊƳŀƭ ǿǊƛǘǘŜƴ όƻǊ ŀƎǊŜŜŘύ Ǉƭŀƴ ŦƻǊ ǎǳŎŎŜǎǎƛƻƴΚ  

 

 
Yes  No 

 

 

ɹɹLΦн Lƴ ȅƻǳǊ ƻǇƛƴƛƻƴΣ Ƙƻǿ ǎƘƻǳƭŘ ǎǳŎŎŜǎǎƛƻƴ ƻŎŎǳǊ ƛƴ ȅƻǳǊ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎΚ LƴŘƛŎŀǘŜ ǘƘŜ Ƴƻǎǘ 

advantageous option  

 

 
Passing the management of the business to the next generation (but not the control/ownership) 

 Passing the ownership of the business to the next generation 

 Passing the governance (management AND control) of the business to the next generation 

 Sale of the business to a third party 

 Appointment of a non-family CEO, retaining family ownership and control 

 Appointment of a non-family CEO, giving away part of the family ownership and control 

 Initial Public offering 
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Section IV: Motives for actual or intended family 

business succession 
 

Select the type of motive that applies to your personal case, independently of whether you 

are actual or intended successor of a family business 

 

 
 

L±Φм ²Ƙŀǘ ƛǎ όƻǊ ǿŀǎύ ȅƻǳǊ ƳƻǘƛǾŜ ŦƻǊ ŘŜŎƛŘƛƴƎ ǘƻ ǎǳŎŎŜŜŘΣ ŀǎ ǘƘŜ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎΩ ƻǿƴŜǊ ŀƴŘ 

maƴŀƎŜǊΣ ǘƘŜ ŦƛǊƳΩǎ άǇǊŜǾƛƻǳǎ ƎŜƴŜǊŀǘƛƻƴέΚ {ŜƭŜŎǘ ¦t ¢h ¢Iw99 ŀƴǎǿŜǊǎΦ  

 

 
It seemed to be the “natural course of events” 

 It seemed a good career opportunity 

 I thought it would be an opportunity to put innovative ideas to practice 

 My family expected me to inherit the business 

 I had no alternative 
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Section V: Family business succession ς Experienced or 

Anticipated Problems 
 

Indicate the importance of EACH of the listed problems that you have experienced or you 

anticipate to experience, with relation to family business succession. 

 

 
 

V.1 Type of Problem 

 

   
Low / Very Low 

importance  

Moderate 

importance  
High importance  

Very High 

importance  

V.1.1 I lack the skills and 

knowledge to manage the 

family business  

    

V.1.2 I am not yet ready and 

well prepared to run the 

business  

    

V.1.3 It is difficult to manage 

the change that succession 

implies  

    

V.1.4 I do not have the 

required knowledge about the 

family business  

    

V.1.5 I am not able to take over 

all the functions that the 

previous leader held  

    

V.1.6 The process of succession 

is not clear  
    

V.1.7 The process of succession 

is very demanding in terms of 

family relations and the 

sentimental burden is high  

    

V.1.8 The transfer of business 

is very demanding in terms of 

bureaucracy  

    

V.1.9 The family business lacks 

a clear business strategy  
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V.1.10 The personnel of the 

family business (if any) is 

resistant to the succession or 

does not cope well with 

change  

    

V.1.11 Managing possible 

family conflict resulting from 

the succession process  

    

V.1.12 The family business 

lacks the required organization 

and governance  

    

V.1.13 Family and business 

matters are complex and 

intertwined  

    

V.1.14 Family and employees 

do not accept me as the new 

family business leader  

    

V.1.15 We are facing family 

related issues that I cannot 

manage and discuss with 

others  
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Section VI: Skills requirements associated with family 

business succession ς Importance and Adequacy 
 

For EACH type of skill listed below, indicate, how important you consider it to be in cases of 

family business succession (indications 5: Extremely important, 1: Not at all important). 

 

 
 

VI.1 Type of skill required - LƴŘƛŎŀǘƻǊ ƻŦ ǎƪƛƭƭΩǎ LƳǇƻǊǘŀƴŎŜ  

 

   1  2  3  4  5  

VI.1.1 To be able to understand and manage key issues related to family 

business  
     

VI.1.2 To know how to overcome family or business centered conflict       

VI.1.3 To be able to establish effective communication mechanisms       

VI.1.4 To be able to retain key non-family employees       

VI.1.5 To know how to set and implement realistic family business growth 

strategy  
     

VI.1.6 To be able to gain consensus for key decisions       

VI.1.7 To be able to make decisions as an effective family business owner       

VI.1.8 To know how other family business businesses have tackled succession 

related issues, to understand them and adapt them to my business’ case  
     

VI.1.9 To understand how effective governance tools can help me lead the 

family business  
     

VI.1.10 To be able to negotiate with family and non-family stakeholders 

about business related issues  
     

VI.1.11 To know how to effectively manage the family and business 

interaction  
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VI.2 For EACH of the above type of skills and independently of its importance, how adequate 

Řƻ ȅƻǳ ŎƻƴǎƛŘŜǊ ȅƻǳǊ ǇǊŜǎŜƴǘ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ǎƪƛƭƭǎΚ wŀƴƪ ǘƘƛǎ ŀǎΥ ά!ŘŜǉǳŀǘŜέΣ άwŀǘƘŜǊ 

ŀŘŜǉǳŀǘŜέΣ άwŀǘƘŜǊ ƛƴŀŘŜǉǳŀǘŜέ ƻǊ άLƴŀŘŜǉǳŀǘŜέ 

 

   Inadequate  
Rather 

inadequate  

Rather 

adequate  
Adequate  

VΙ.2.1 To be able to understand and manage 

key issues related to family business  
    

VΙ.2.2 To know how to overcome family or 

business centered conflict  
    

VΙ.2.3 To be able to establish effective 

communication mechanisms  
    

VΙ.2.4 To be able to retain key non-family 

employees  
    

VΙ.2.5 To know how to set and implement 

realistic family business growth strategy  
    

VΙ.2.6 To be able to gain consensus for key 

decisions  
    

VΙ.2.7 To be able to make decisions as an 

effective family business owner  
    

VΙ.2.8 To know how other family business 

businesses have tackled succession related 

issues, to understand them and adapt them to 

my business’ case  

    

VΙ.2.9 To understand how effective governance 

tools can help me lead the family business  
    

VΙ.2.10 To be able to negotiate with family and 

non-family stakeholders about business related 

issues  

    

VΙ.2.11 To know how to effectively manage the 

family and business interaction  
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{ŜŎǘƛƻƴ ±ɹɹΥ ¦ǇƎǊŀŘƛƴƎ ȅƻǳǊ ǎƪƛƭƭǎ ŦƻǊ ŦŀƳƛƭȅ ōǳǎƛƴŜǎǎ 

successful succession ς Preferred types of training 

delivery modes 
 

Knowledge and skills insufficiencies, may be addressed by well-organized and delivered 

training. What type of training you think would work better in your case? For EACH of the 

options listed, indicate the degree of your preference, as: “Most preferred”, “Moderate 

preference”, "Low preference" or “Not preferred”. 

 

 
 

VII.1 Which do you consider to be the best way for upgrading your skills? 

 

   
Not 

preferred  

Low 

preference  

Moderate 

preference  

Most 

preferred  

VII.1.1 Study by myself      

VII.1.2 Participate in face-to-face training 

sessions  
    

VII.1.3 Distant Learning      

VII.1.4 Combination of class work and distant 

Learning  
    

VII.1.5 Benefit from the experience of others      

VII.1.6 Discuss / exchange views with other 

family businesses’ “second generation” 

persons.  
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Section VIII: Final Questions 
 

 
 

   YES  NO  

VIII.1 Would you be interested in the family business training course that will be developed 

by the FABUSS project?  
  

VIII.2 Would you be interested to participate the coming months in a Focus Group on family 

business?  
  

VIII.3 Would you like to be kept posted on the FABUSS project outputs/events/free 

Seminars - Workshops? In this case, send please an email with your request to your FABUSS 

National Partner. 

  

 

 
 

Thank you! 
Your contribution is highly appreciated! 

 

 
 

Disclaimer: 

This project has been funded with support from the European Commission. 

This publication [communication] reflects the views only of the author, and the Commission cannot 

be held responsible for any use which may be made of the information contained therein. 



 


