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1
INTRODUCTION

The new economy is ushering in innovative ways of doing business that are available to all firms. These business opportunities require that entrepreneurs and managers exercise their ability to innovate and evolve constantly in order to sustain a firm’s competitiveness (Shapiro and Varian, 1999) and to take on new challenges in a scene where firm size and location appear to be less important than in the past (Simon, 1996). At the community level it is widely agreed that there is a need for European business to become more competitive in order to generate economic growth, create jobs, adapt to the changing business environment and simply survive. In this new context, family firms face the challenge of being part of the economic revolution by trying to blend their peculiar idiosyncrasy of being a family firm with highly innovative behaviour (Ward, 1999). 

In recent years, increasing attention has been paid to family business as a source of economic prosperity. Research has pointed out the importance of this kind of firm in Europe where figures range from 52 percent in the Netherlands to more than 80 percent in Germany and Austria (Donckels and Fröhlich, 1991). Furthermore, family businesses are a prime source of employment growth, employing over 50 percent of the total workforce and accounting for about 40 percent of the national income (Kets de Vries, 1996). However, dismal statistics also testify to the high mortality rate that characterise family firms. Only three out of ten family businesses survive into the second generation, while only one out of ten survives into the third. In addition, the average lifespan of these firms is twenty-four years, which coincides with the average time the founder is associated with the enterprise (Beckhard and Dyer, 1983a, 1983b). According to the European Observatory for SMEs, it is estimated that about 30% of those companies, i.e., 1.5 million, will go out of business because of poor preparation of their transfer from one generation to another, thereby putting 6.3 million jobs at risk. 

Research undertaken at the European level has identified a need to make provision for the management of the transfer of over five million enterprises in the European Union throughout the coming years. Although the management of CEO succession is a difficult issue for all kinds of firms (Vancil, 1987), it is even more complicated in family businesses due to the necessity of managing the possible divergence between family and business interests (Handler, 1994). Despite the agreement that the continuity of business from one generation to the next depends heavily on succession planning, this is commonly not done by family firms (Ward, 1987; Ussmane, 1995; Corbetta and Montemerlo, 1999; Lansberg, 1999; Howorth and Ali, 2001; García and López, 2001). In consequence, the opportunity of handling the generational handover of management as a golden strategic challenge to innovate and gain competitiveness becomes an enormous barrier that can compromise the future continuity of the firm. A successful transition requires the existence of a well-prepared managerial team that decides to plan and manage the whole succession process and a supply of qualified candidates to succeed the CEO. 

Family Business Training for the XXIst Century intends to further promote the potential of European SME family-run businesses by building a tailor-made virtual space allowing access to information, advice, solutions to common problems, skills and competence assessment, and an interactive training programme customised to cover SME family-run business needs. 

In order to further understand the main characteristics and training needs of Small and Medium Sized Family businesses, the six partners of the project have carried out exploratory research in Cyprus, Greece, Italy, Portugal, Spain and the UK. The following European report summarises, analyses and discusses the main findings obtained. 
2
THE SURVEY

2.1
Objectives 

This survey addresses the following objectives:

1. Test the working hypothesis that there is a:
a) Need for professional assessment and training of managers of family businesses

b) Demand for professional assessment and training to be provided through distance learning

2. Obtain more information on the environment in which family business operate

3. Identify and evaluate specific training and development needs of family business managers

4. Assess the skills and competence development levels of family business managers

5. Obtain more information on optimum learning methods and obstacles hindering the preservation of family businesses within the wider European setting
2.2
 Methodology 
The population consists of all family businesses regardless of size, number of employees, annual turnover or activity sector. The study hoped in particular to include responses from the following economic sectors, which refer directly to the Commission’s NACE codes in Greece, Italy, Portugal, Spain and United Kingdom.

51 – Wholesale and commission trade

52 – Retail trade

74 – Other business activities e.g. e-business, e-commerce, innovative firms

In the case of Cyprus

D-Manufacturing

G-Wholesale and Retail Trade

I-Transport, Storage and Communication

K-Real estate, Renting and Business Activities

N-Health and Social Work 

The sample consisted of any company which considers itself to be a family business. A family business may be defined as one in which more than 50% of the voting shares are held by a single family, in which a single family group is effectively controlling the firm or in which a significant proportion of the firm’s senior management is drawn from the same family. Table 1 summarises the number of surveys sent and the number of responses obtained by country.
Table 1: Response by country


Cyprus
Greece
Italy
Portugal
Spain
UK
Total

No. of surveys sent
300
255
35
277
350
750
1967

No. of Responses
30 
31 
25
22
33
65
206

The vehicle used to collect data was a self-administered questionnaire distributed mainly by mail and by hand and in some cases by e-mail and fax. The content was based on the literature review, input from experts and research previously undertaken in the field of family business. The questionnaire comprises sixty-one questions that covered personal and company background, organisational development, training, skills and competence development. Finally two additional questions were included as a quality control. 
2.3
 Analysis 
Each country provided frequencies and percentage tables for all variables. Since data heterogeneity did not allow us to simply group results to make generalisations in order to summarise, compare and discuss the results reported from the partners, we were looking for a statistical technique that helped us to overcome this problem. The idea behind this was to try to find a structure in our data that could be explained theoretically. The solution was to perform a correspondence analysis. 

Correspondence analysis is a descriptive/exploratory technique designed to analyse simple two-way and multi-way tables containing some measure of correspondence between the rows and columns. This technique facilitates data interpretation by representing the row or column profiles graphically. In other words, correspondence analysis allows us to represent graphically a contingency table in a dimensional space and helps us to find a better theoretical explanation of our results (see Greenacre, 1984 for technical details). 

In this report we present several plots that allow us to simultaneously compare the level of association for different sets of variables and the degree of heterogeneity or similarity between countries regarding each set of variables analysed. To assist with the analysis of the data, we used Statistica software.

3
RESULTS 

In this section we present the main results of our study, divided into in the following five sections: Section 1 describes the demographic characteristics and background of our respondents. Section 2 analyses the companies' focus on both general and specific family business issues. Section 3 is devoted to examining organisational development aspects. Finally, Sections 4 and 5 present the training and development needs and respondents’ preferences regarding learning methods. 

3.1
 About the respondent 
The majority of cases in our sample hold the position of chairman of the board or chief executive officer. In the following two sections, we describe the personal profile and background of these individuals. 

3.1.1
Respondent’s profile: age, gender and years in business 

The data from the six countries reveal a common profile for the top executives in our sample, namely: male, between 25-55 years old, with 10-40 years at the company. However, there are differences among countries. Figure 1 summarises the relationship between each country and the three variables: age, gender and years in business. Red spots indicate the position of each country whereas the blue crosses indicate the different position of the variables analysed. In order to differentiate between variables more easily, we have drawn a solid line to join the different categories of the variable "years in business" and a broken blue line to join the different categories of the variable "respondents’ age". The gender categories "female" and "male" are in bold.

The interpretation of the plot was based on the position of variables and countries in the map. Countries and variable categories which are very close on the map are similar (e.g., Italy and Portugal, and Cyprus and Greece in Figure 1. Categories and countries near the origin (0,0) are close to the average profile of the sample; this is the case of Spain and the variables "male", "25-40 years old" and "40-55 years old"; "10-15 years in business" and "more than 15 years in business". Categories or countries far from the origin are more different from the rest of the sample for example: (y5-10, female) and Italy.
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Table 2: Respondent’s Profile (variable categories and labels)

Age, gender, years in business/ Label

25-40 years old: 25-40
40-55years old: 40-55
More than 55 years old: Over 55
Gender: Male /Female
5-10 years in business: Y5-10
10-15 years in business: Y10-15

More than 15 years in business Y>15

The meaning of the axis is given by the second variable. Hence, in Figure 1 the X axis varies according to the variable "age" (as the broken blue line shows) and the Y axis varies according to the variable "years in business" (as the solid black line shows). Thus, in order to evaluate the relationship between two variables or between a country and a variable, it is necessary to analyse the projection of each on the axes. For example, we have drawn two black broken lines that present the projections for the UK on the two axes. The projection on the X axis is located on the Age+ side and we can see that the category "Over 55" is very close. This means that the sample from the UK shared the average age with other countries but had more cases of higher age. The projection on Y axis is very close to the (0,0), meaning that according to the variable "years in business", the UK shares the profile of the European sample. 

The easiest way to use the results is to see how the two axes differentiate among variables and countries. Hence, in Figure 1 the first axis (X) is associated with respondents’ age, which varies from 25-40 years old in the left orientation to over 55 in the right orientation. The second axis (Y) shows the number of years in business of the top executive that we have labelled as Tenure. Respondents with 5 to 10 years in business appear on the southern direction, which varies until the category more than 15 years in business in the northern orientation. Thus, Portugal and Italy were more associated with the youngest group with fewer years in business and more female respondents; Cyprus, Greece and Spain had mainly male respondents with more than 15 years in business and 25-55 years old. Finally the UK included more respondents over 55 years old than the other countries with respondents who have joined the business more than 15 years ago. 

3.1.2
Educational level 

In the previous section we obtained a profile of a male of average age with a lot of experience in business. Here our attention is to identify the level of formal education they have attained. This information will provide us a clue about the gaps to be covered by future training. Figure 2 shows the first dimension the nature of the respondents' studies. We have clustered the nine different possibilities of the questionnaire in two categories: practical content (left orientation) and technical and managerial content (right orientation). The second axis is associated with the level of formal education attained by the respondents in our sample and varies from high educational level (southern orientation) to lower education level (northern orientation) (see Table 3). Figure 2 also contains the number of years from the attainment of the degree, a period that ranges from less than 5 years to more than fifteen years.
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Table 3: Respondent’s Background (variables’ categories and labels)
Educational level (▲)
Year of attainment
Educational Content (+)

Vocational :Vocat
University degree: Univ

Executive training: Exec
Other studies: Qothers

Attained less than 5 years ago: A<5
Attained between 5 to 10 years ago: A5-10
Attained more than 15 years ago: A>15
Practical content:

Accounting (ACC) Human Resources, (HR) others (Cothers)

Technical and Managerial content: Engineering (Eng), Computing (Comp), Business Bus, Public Administration (Padm)

As we can see, the first dimension (X) separates our sample in two groups. On the left side Italy, UK and Greece shared a practical course content (accounting, human resources) attained less than 10 years ago. On the right side Cyprus, Spain and Portugal reported more technical and managerial studies (engineering, computing, business, public administration) taken more than fifteen years ago. The second dimension points out two new groups of countries by the level of formal education attained. Lower educational levels (vocational, executive and others) were associated with Italy, UK and Portugal whereas higher levels (university or college degree, Master's/MBA) were more frequently associated with Greece, Cyprus and Spain. Finally the combination of these dimensions provides four clusters of countries with the following background characteristics: 

· Greece: practical content, high level of formal education and degree attained less than ten years ago

· Italy and UK: Practical content, low educational level, degree attained less than ten years ago
· Portugal: Technical and managerial content, low educational level and degree attained more than fifteen years ago 
· Cyprus and Spain: Technical and managerial content, high educational level and degree attained more than fifteen years ago. 
These results point out clear differences in educational level by country that should be taken into account when making a training proposal.

3.2
Company profile 
In this section we present the main characteristics of the family businesses in our sample. The variables comprise general aspects (company size and use of IT) and family business issues (family generation and family ownership).

3.2.1 General characteristics

From the analysis of the variables: size (number of employees), turnover in euros (2000), level of exports (as a percentage of turnover) and the number of years since the company was set up, we obtained a common company profile in our sample: a mature (20-50 years old) small firm (10-49 employees) with a turnover of less than 5 million euros exporting less than 10% of turnover. However, we found differences between the six countries. Portugal and Italy had new (less than 10 years old) micro companies (less than 10 employees) with a turnover of less than 0.5 million of euros. Cyprus, Greece and Spain had more mature (20-50 years old) small-medium (10-249 employees) firms with a turnover between 1-20 million euros. Finally, UK, reported cases of older (more than 50 years old) and larger (more than 250 employees) companies with higher rates of exports (50-75%) than the other countries. 

Next, we refer to the use of new communication technologies by the businesses in our sample as a way of identifying the point of departure in our proposal of training through distance learning. Figure 3 displays Internet access and the existence of a company website, reported by all countries from the samples. The X axis differentiates between countries with a higher (on the left) and lower (on the right) use of new communication technologies. The solid line joins the categories (yes web page, yes internet, no web page, no internet).

Figure 3. New communication technologies
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UK and Spain departed from a more favourable initial condition, since most of their companies have Internet access and a company website. In the middle, Cyprus and Greece had more access to Internet and fewer company websites. Finally Portugal and Italy reported few Internet connections and practically no company websites.

As we can see it seems that there is a relationship between company’s size and the use of IT due to the fact that those countries reporting the existence of larger firms in their samples (UK, Spain) also exhibited a higher degree of Internet access and websites than Italy and Portugal with samples containing more micro firms. 
3.2.2
Family generation running the business

After identifying the company profile, another relevant issue concerns the family generation that is running the business. Figure 4 points out the results for the six countries. The solid line joins the different categories of the variable "family generation" and goes from right (1st generation) to left (4th generation and others). The majority of firms in our sample are managed by a first-second family generation. The plot clusters Greece, Spain, Portugal, Italy and Cyprus close to first-second generation. UK, is displayed far from the other countries because it reports that half of the companies from its sample (48%) are managed by a third family generation or higher. 

Figure 4. Family Generation
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These results agree with those obtained for company age and at the same time show that most companies in our sample have clearly already undergone their first generational transition.

Let’s delve into the family influence on business by analysing family ownership.

3.2.3 Family Ownership 

Data analysis reveals that ownership is private and highly concentrated in family hands with shareholdings of over 75% in the majority of firms in our sample. This ownership profile is the same for all countries. 

Family shareholders
The next step in analysing family ownership was to identify the number and identity of family members who are owners of the company. In Figure 5 the blue crosses identify the categories of the variables: number of family owners and the identity of owners, (see Table 4). In Figure 5 the main dimension (X axis) divides our sample in two groups: companies where the ownership belongs to one family (one family) and those with multifamily ownership (several families). The second dimension (Y) is associated with the number of family proprietors. 

This plot presents clear differences among countries but not a common profile. Thus, on the left orientation, ownership in Italy and Greece belongs to one family, mainly one proprietor who is the owner. In the case of Portugal ownership was a matter of two, that is, a married couple. On the right orientation (several families) Cyprus reported 3 to 5 family owners, mainly siblings whereas the UK and Spain had cases ranging from 3 family owners to more than 9 that are classified in the categories: siblings and others.

Figure 5. Family Shareholders
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Table 4: Family Shareholders (variable categories and labels)

Identity of family owners
Number of family owners

Owner

Couple

Brothers

Cousins

Others
One owner: 1

Two owner: 2

Three to five owners: 3-5

Five to nine owners: 5-9

More than nine owners: >9

Family versus non-family shareholders
Finally, we analyse the existence of a number of proprietors that are not family members to obtain us an idea of the openness to outside shareholders shown by the companies in our sample. 

Figure 6. Family versus non-family Shareholders
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Table 5: Family/non-family owners (Variables’ categories and labels)

Number of family owners
Number of non-family owners

One family owner: Fam1

Two family owners: Fam2

Three family owners: Fam3

Four family owners: Fam4

More than five family owners: Fam>5
Two non family owners: Nfam2

More than two non-family owners: Nfam>2

Figure 6 answers the question about the number of family and non-family shareholders in our sample. The X axis is associated with the number of non-family owners: Few (left orientation), many (right orientation). The second Y axis summarises the results of the number of family owners: many (southern orientation) and few (northern orientation). The solid line joins the different categories of the variable number of non-family owners and the broken line does the same for the categories of the variable number of family owners. 

Companies from Italy, Portugal and Greece had ownership concentrated in the hands of few family members (Fam1, Fam2). However, in the case of Cyprus and Spain the ownership structure of family firms was different, with more family shareholders (Fam>5) and more proprietors not belonging to the family (Nfam >2). Finally, the UK was located very far from the other countries due to the high number of unspecified cases that are reported. The remaining cases from the UK would locate the country close to Cyprus and Spain (many family and non-family owners). However a better result cannot be obtained if we take into account all cases. 

Once again the data agree. Ownership is mainly a family matter with practically no options for non-family members. However, if the firm becomes larger there is room for non-family shareholders. As a result, countries reporting larger firms also report a larger number of both family and non-family owners. 

3.3
Organisational development 
3.3.1
Organisational development
In this section we examine the following three statements: Every member of the top management team has a well-defined job (Jdef); the CEO is heavily involved in the day-to-day operations of the business (CEOday), and the company has a well-defined hierarchy and structure. 

Figure 7. Organisational Development
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Table 6: Organisational development (variable categories and labels)

Top management team has a well-defined job
CEO involved in the day-to-day
Company has a well-defined hierarchy and structure

Agree: JdefA

Disagree: JdefD

Indifferent: JdefI

None Answer: JdefNA
Agree: CEOdayA

Disagree: CEOdayD

Indifferent: CEOdayI

None Answer: CEOdayNA
Agree: ComStrA

Disagree: ComStrD

Indifferent: ComStrI

None Answer: ComStrNA

In Figure 7 the first X axis represents the opinion regarding the existence of a well-defined hierarchical structure in the companies (agree on the left and disagree on the right). Portugal, UK, Cyprus, Spain and Greece are located on the right side and very close to the origin (0,0); this means that they clearly manifest the existence of a well-defined hierarchy in their companies. Although the firms from Italy mainly agreed with this statement, the country is located in the plot quite far from the other countries due to the number of cases from its sample that did not provide an answer. 

The second dimension (Y) points out the characteristics of the job performed by the top management team. Thus, all countries stated on the one hand, a well-defined job for every member of the management team and on the other hand, the heavily involvement of the CEO in the day-to-day operations of the business. Portugal's position in the southern area of the plot points out that this country reported a proportionally higher number of cases that disagreed or did not report an answer than other countries, although the majority of companies clearly agreed with both statements. 

3.3.2
Management Team
We are going to analyse the size and composition of the management team. We focus on five statements from our questionnaire: the number of people who make up the management team of the company (Mteam), number of family members who form part of the senior management team (FSMT), existence of non-family, non-executive independent advisers on the board (NFAdv), number of years since the CEO was appointed (CEOA) and minimum level of education required for a management position (none, degree, other).

Figure 8 shows that the results are highly concentrated. All countries reported a management team size of 2 to 5 members although Spain and UK had companies with more than 6 members. The number of family members in the senior management team is in between 2-5 and do not include non-family, non-executive advisers to the board. Greece and Cyprus required a degree to be part of the management team whereas the UK, Portugal, Italy and Spain did not.

Figure 8. Management Team (Size & Structure)
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Table 7: Management Team: Size and Structure

No. of members in the management team
Family members in senior management team
Outside advisers on the board
No. years since CEO was appointed
Minimum level of education required for a management position

One: Mteam1

From 2 to 5: Mteam2-5

More than 6: Mteam>6
One: FSMT1

From 2 to 5: FSMT 2-5

More than 6: FSMT >6
Yes: Ynfadv

No: Nnfadv
5 years ago: CEOA<5

10 to 15 years ago: CEOA10-15

More than 15 years ago: CEOA>15
Degree

Other

None

The number of years since the CEO has been appointed varied. The six countries reported cases from all categories although two clear groups were observed: on the one hand, the more experienced group with more than 10 years in the company that comprises the majority of cases in our sample for practically all countries and on the other hand, CEOs who have joined the business less than 10 years ago. 

Outside advice and training
In a ever-changing environment, firms need to constantly invest in technical and managerial training for their teams in order to be able to sustain and further develop firms’ competitiveness. In this context, one of the main issues for a company is to be able to take accurate strategic decisions that do not compromise the future of the firm. This requires access to top professionals from inside or outside the company. In this vein, we questioned companies about their interest and awareness regarding formal training for their managerial teams and we tested their openness to consider outside advice when making important decisions. 

Figure 9 points out the differences among countries. UK and Greece were more open to asking for outside advice and to attending formal training if necessary. Cyprus considered both possibilities, although less clearly. Italy and Spain did not consider outside advice in management and had no clear position regarding formal training. Finally, Portugal disagreed about attending formal training if necessary and the necessity for outside advice when taking important decisions was not clear. 

These results reveal that possible differences between countries in accepting and adopting a training proposal are to be expected. The best initial possibilities of acceptance are for UK, Greece and Cyprus whereas in Spain, Italy and Cyprus, stronger efforts to introduce our proposal may be needed.

Figure 9. Outside Advice and Training 
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Table 8: Outside advice and training (variables’ categories and labels)

Training
Outside advice

Agree: ManTrainAgr

Disagree: ManTrainDis

Indifferent: ManTrainInd

None Answer: ManTrainNA
Agree: ManOAdAgree

Disagree: ManOAdDis

Indifferent: ManOAdInd

None Answer: ManOAdNA

3.3.3
Succession 
Succession is considered a vital issue in preserving the continuity and future development of the family business. Academics and practitioners recommend that firms face this issue as soon as possible in an open atmosphere, so as to ensure sufficient time to solve initial problems and to design a tailor-made succession plan for the succession process. However, there are many family firms that recognise the importance of dealing with this issue but simply do not take any action. 

To explore succession we asked our sample for feedback on five statements: (1) The succession issue is clearly defined and has been agreed by the board; (2) The business has a well-developed plan which is completely relevant and supportive to the family mission; (3) The current CEO will be succeeded by a family member, (4) Succession plans are discussed within the family, and (5) Succession plans are approved by all family members. 

We obtained a high proportion of cases that declared indifference to the statements or do not provide an answer, making it more difficult to interpret our results. This was mainly the case of Portugal, Italy and in some variables, Spain. However from our data we found that the UK and Cyprus agreed that the succession issue is clearly defined in their companies and has been agreed by the board. Spain and Greece disagreed, and Italy and Portugal did not provide a clear answer. In reviewing the existence of a supportive plan for the family mission and the CEO succession by a family member, all countries agreed. Finally, UK, Cyprus, Greece, and Spain agreed on the discussion of the succession within the family whereas only Cyprus and Greece agreed on the approval of  succession plans within the family. 

3.3.4
Family members working in the firm 
One of the characteristics defining a family business is the number of family members employed in the business. In our analysis we obtained a common trend of 2 to 5 family members employed in the business in all countries. However, our sample showed some differences that are presented in Figure 10. In this case the first axis practically explains the data (85%). Values range from few family members working in the business (right orientation) to many family members working in the business (left orientation). The solid line joins the different categories of the variable from right (Not known: Nknown; one: 1) to left (more than 6).

Figure 10. Family members working in the firm
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The UK is located in the two-dimensional space between 1 to 5 family members working in business. Next Italy, Portugal, Greece and Cyprus with 2 to 5 family members and finally Spain between the category 2 to 5 and more than 6 family members. 
Requirements for family members joining the business 

Although employing family members is considered a natural option by many family firms, this does not compromise the use of market conditions when hiring and managing family members in the company. In fact, many studies have pointed out the existence of at least two clear models: family firms that try to follow market rules in every aspect of the business and those where family rules are more important. In the first case, the business side is more important than the family one and companies behave like a non-family one whereas in the second case, the family sphere is more important than the business one. 

We tried to identify if the companies in our sample make use of market conditions when hiring and managing family members in the business. For this purpose we proposed three statements: (1) The family members have outside working experience before joining the company (Wexp), (2) Family members are only employed if their skills and experience fit a particular opening in the company (Skillfit), and (3) Salaries for family members are benchmarked at market rates (SalBen). 

Figure 11. Requirements for family members joining the business 
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Table 9: Requirements for family members (variable categories and labels)
Outside work experience
Salaries benchmarked
Skills fit

Agree: WexpoA

Disagree: WexpoD

Indifferent: WexpoI
Agree: SalBenA

Disagree: SalBenD

Indifferent: SalBenI
Agree: SkillsfitA

Disagree: SkillsfitD

Indifferent: Skillsfit I

As a common trend we observe that most of the companies in our sample do not follow all the rules or that they disagreed with some of them. Once again we were able to identify differences by country. Figure 11 presents two different groups of countries. On the left countries, the family firms which mainly agreed with all or some of these market conditions for family members that we have labelled as pursuing and administrative behaviour, on the right, the firms which disagreed with these rules (familiar behaviour). 

The UK is the country that mostly agrees with a positive assessment of a family member's outside working experience as a criterion for joining the company in an open position that fits the skills of the family candidate. Companies from UK also agreed in the proposition of salaries benchmarked at market rates. In the case of Italy the companies agreed mostly with skills fit and salaries benchmarked at market rates. Companies from Portugal reported skills fit whereas Spain did not express a clear option in its location very close to the origin (00). Finally Cyprus agreed with benchmarked salaries at market rates and disagreed with the need for outside working experience before joining the company, a point of view that Greece also shared in a more extreme location. 

3.4
 Training and development 
In this section we analyse the preferences regarding training. First of all, we look for a training profile at the European level and then examined differences and similarities in the content of training among countries for each topical area. 

3.4.1
Level of interest in training
We proposed twenty subject areas in order to explore the level of interest that our sample stated for each one on a scale of 1 (low level of interest) to 5 (high level of interest). Table 10 summarises these issues and lists the labels used to identify them in our analysis.

Table 10: Training areas

Areas of Possible Interest / Label

Communication within the family business= Com
Problem-solving =Prob

Relationships within the family =Relat
Professionalising the family business=Profes
Management of change = Change

Commercial management=Commer

Marketing =Mktg
Client management =Client
Accounting and control= Accoun

Financial management=Fin

Human resource management= HR
Strategic planning=Strat
Entrepreneurship: Entr
Internationalisation= Internat
Succession planning= Succ
Training the next generation= Nextgen
New technologies=Newtechs
Legal and tax issues=Legaltax
Corporate governance=Corpgov
Family business protocol=Protocol


Figure 11 plots the results for the whole sample without taking into consideration the differences by country. The red spots represent the level of interest (5 to 1) that are joined by a solid line, and the blue crosses symbolise each of the different training areas we proposed. The first axis (X) explains the data in 73% and differentiates our training proposal in two categories: subject areas of more interest to the companies (on the left side) and subject areas considered to be less interesting by the firms (on the right side). 

Figure 11. Level of interest in training
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We obtained several groups of areas that we have labelled according to content as follows: managerial skills, technical knowledge and family business issues. Respondents consider improvement in managerial skills as the most important area (ranked 5), followed by development of technical knowledge (ranked 4). However, although our sample is formed by companies that consider themselves as family firms they manifest less interest in family business issues. They rank (3) corporate governance and protocol, (2) training the next generation and succession planning and finally (1) the subject of internationalisation.

In order to obtain further knowledge of the training needs in our sample, the following sections analyse each of these three groups of areas so as to explore possible similarities or differences between countries. We present first the results for managerial skills, then technical knowledge and finally family business issues. 

3.4.2
Courses on managerial skills 
Under the label of managerial skills we cluster the following group of areas:

· Communication

· Problem-solving

· Change management
· Strategic planning

· Entrepreneurship

· Internationalisation

Figure 12 displays the level of interest in managerial courses by country. The location on the map of the different subjects suggests that the first axis (X) is comprised, on the left orientation, by issues that encourage proactive company behaviour, e.g., strategic planning, management of change and entrepreneurship. The right orientation contains the opposite vision (reactive behaviour). The two courses of interest  to all countries were communication and problem-solving and were very close to the origin (00).

Figure 12. Managerial skills courses
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The preferences manifested by each country varied. On the proactive side: Greece and the UK preferred strategic planning, change management entrepreneurship, communication and problem-solving. Cyprus opted for strategic planning, internationalisation, communication and problem-solving. On the reactive side, Portugal and Italy chose problem-solving and communication and finally, Spain selected communication, problem-solving, change management entrepreneurship.

3.4.3
Technical courses 
We classified the following courses as technical: 

· Commercial management
· Marketing
· Client management

· Accounting and control

· Human resource management

· New technologies

· Legal and tax issues

Figure 13 shows that the first dimension is associated with the level of interest: disagree (left orientation), agree (right orientation). Greece, Spain, UK and Cyprus clearly showed more interest in these courses whereas Portugal and Italy were less interested. If we examine the preferences for each country we obtain four groups: 

· -Spain and Greece chose human resources, client management, commercial management and new technologies.

Figure 13. Technical Courses
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· -UK and Cyprus opted for accounting, client management, new technologies, marketing and commercial management. 

· -Italy preferred legal issues and accounting 

· -Portugal selected new technologies, accounting and legal issues. 

3.4.4
Family Business Courses
· Relationships within the family and the effect they have on the business

· Professionalising the family business

· Succession planning

· Training the next generation

· Corporate governance in family business

· Family business protocol
As in the previous cases, the first axis in Figure 14 is associated with the level of interest in family business courses, with disagree appearing on the left orientation and agree on the right orientation. The second axis differentiates the content of the courses and forms two groups of subjects that we have labelled as Professionalisation (professionalising the family business and training the next generation) and governance & succession (corporate governance, family business protocol, succession planning, relationships within the family and the effect they have on the business). 

Figure 14. Family Business Courses
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Greece, Spain and the UK were more concerned about family business issues whereas Cyprus, Italy and Portugal did not manifest any particular interest in this topic. Greece opted for the professionalisation content and Spain mainly for governance and succession. The UK chose professionalisation and relationships within the family.

3.5
 Skills and competence development 

We asked our sample about which management skills and competencies were considered the most important. We proposed the following ten:

· Decision-making

· Problem-solving and analysis

· Leadership

· Change management

· Team work

· Communication

· Interpersonal relationships

· Negotiation

· Strategic thinking

· Motivating people

· 
We obtained practically the same results in all countries; the results are summarised in the following table: 

Table 11: Skills and competence development

More Important
Less Important 

Leadership
Interpersonal relationships

Decision-making
Negotiation

Problem-solving and analysis
Change management

Thus, leadership, decision-making and problem-solving were considered the most important skills, whereas interpersonal relationships, negotiation and change management were less frequent options. These preferences clearly showed that the top executives from our sample are more focused on the day-to-day operations of their firms where decision-making and problem-solving are essential. On the other hand, the size of their organisations obviously do not require high communication and negotiation skills, as shown by the lack of concern with these abilities reported by our sample. 

From the point of view of our training proposal, in order to further promote the potential of these firms it seems important to raise awareness of the importance of pursuing future business opportunities to sustain and increase firms’ competitiveness by developing competencies such as strategic thinking and change management. 

Learning Methods 
We asked our sample to evaluate the following ten different learning methods:

· Development of a project related to your company during the course

· Discussion of case studies

· Role-play exercises

· Research projects

· On-line interactive learning

· Lectures

· Tutorials

· Technical notes

· Virtual workshops

· Exchange of best practice and knowledge

The following table summarises the most preferred and less preferred methods according to our sample. The data reported from the six countries point out that most cases preferred a training programme that is as practical and business-oriented as possible. In consequence, learning methods that emphasise the connection to the “real” business world are ranked better.

Table 12: Learning Methods

Most preferred
Less preferred

Project related to your company
On-line

Discussion of case studies
Virtual workshops

Exchange of best practice and knowledge
Research projects, lectures, role- play and tutorials

This is not a surprising result because case studies and the exchange of best practice and knowledge are common learning methods adopted in MBA and executive development courses. The poor results of on-line interactive learning and virtual workshops that commonly appear among the less preferred learning methods does not necessarily discourage this option in our training proposal. An accurate analysis of these data requires bearing in mind two previous demographic characteristics from our sample: their level of formal education and their use of new technologies (Internet, websites). The combination of both suggests that our sample encountered difficulty in evaluating these new methods because they have not had a chance to test them and prove their pedagogical potential. 
4
CONCLUSIONS 

Our research results provide with a more accurate picture of the characteristics and needs of small and medium-sized family businesses in Cyprus, Greece, Italy, Portugal, Spain and UK. We found similarities among countries but also differences that hopefully will provide a framework for further development of our project, according to the actual conditions reported by each country.

Our respondents’ profile is a male, between 25-55 years old, who joined the company 10-40 years ago and currently holds the position of chairman of the board or chief executive officer. However, Portugal and Italy were more associated with the youngest group of top managers with fewer years in business and more female respondents. Regarding educational level, there were clear differences by country that must be taken into account when making a training proposal. Greece, Cyprus and Spain reported a high level of education (MBA, university degree) whereas Italy, Portugal and the UK presented a majority of cases that have pursued vocational or executive courses. 

The companies from our European sample were mainly mature (20-50 years old) small firms (10-49 employees) with a turnover of less than 5 million euros that export less than the 10% of turnover. However, we also identified differences between the six countries. Portugal and Italy had new (less than 10 years old) micro companies (less than 10 employees) with a turnover of less than 0.5 million of euros. Cyprus, Greece and Spain had more mature (20-50 years old) small-medium (10-249 employees) firms with a turnover between 1-20 million euros. Finally, the UK reported cases of older (more than 50 years old) and larger (more than 250 employees) companies with higher rates of exports (50-75%) than the other countries. 

The level of use of new technologies varies among countries. Results show us that the UK and Spain departed from a more favourable initial condition for our training proposal since most of their companies have Internet access and a company website. Cyprus and Greece appear in the middle with more access to Internet and fewer company websites. Finally Portugal and Italy report few Internet connections and practically no company websites.

This sample of European SMEs is typically managed by a first to second family generation that concentrates ownership with a shareholding of over 75% in family hands. Italy, Greece and Portugal reported firms with one or two proprietors from the same family whereas Cyprus, Spain and UK comprise more than 3 owners (siblings, cousins, others). Respondents stated the heavily involved of the CEO in the day-to-day operations of the business, a result that agrees with firm size. However, they also pointed out the existence of a well-defined company hierarchy and a well-defined job for every member of the management team, two characteristics that are not frequently shared by SMEs.

The size of the management teams is between 2 to 5 members although Spain and the UK have companies with more than 6. In any case, firms do not include non-family, non-executive advisors to the board which is exclusively formed by family members. Family businesses from Greece and Cyprus required a degree to be part of their management team however; those from UK, Portugal, Italy and Spain did not. In terms of asking for outside advice when taking important decisions firms from UK, Greece and Cyprus were more open to it than those from Italy, Spain and Portugal. 

Hiring family members was considered a natural option by many companies in our sample that did not use or establish market requirements for employment. In other words, the family sphere was more important than the business sphere for most companies in the six countries. In contrast the UK had more firms that agreed that the candidate should have outside working experience before joining the company in an open position that fits the skills of the family candidate and tend to benchmark salary at market rates. 

Succession is a “hot” issue in family business and most companies in our sample have yet to face the issue for first time. A high proportion of cases provided no answer and caution must be exercised when interpreting our results. This is mainly the case of companies from Portugal, Italy and in some variables Spain. The majority of firms that answered this section reported the existence of a supportive plan for the family mission and that the CEO succession will involve a family member. The succession issue was clearly defined in companies from the UK and Cyprus and had been agreed by the board. Finally, the UK, Cyprus, Greece, and Spain agreed on the discussion of the succession within the family whereas only Cyprus and Greece agreed to approve succession plans within the family. 

All above results reveal that the small and medium-sized family businesses from our sample are more involved in solving the day-to-day problems than in searching and planning future strategic opportunities. Thus, the common lack of succession planning and the low level of concern about the importance of formal training in developing the managerial team’s skills are two examples. In this vein, leadership, decision-making and problem-solving were considered the most important skills and abilities for a top manager, whereas interpersonal relationships, negotiation and change management were the least frequent options. 

In exploring the training preferences in our sample, we found that improvement of managerial skills, followed by development of technical knowledge, were the priorities. Although all companies considered themselves family firms, less interest was shown in family business issues. The majority of cases agreed on the need for a training programme that is as practical and business-oriented as possible. In consequence, learning methods emphasising the connection to the “real” business world ranked better. 

These results reveal a gap in providing a lively, friendly, tailor-made package of services to European small and medium-sized family businesses. This means that there are clear opportunities in training activities but also in other complementary services such as consultancy and networking that will require different launching efforts, according to the country. Improving managerial and technical skills could be the starting point for our training proposal in order to satisfy preferences pointed out by family businesses. Despite the importance of family business issues, however, the lack of concern with these topics points out the relevance and opportunity of our proposal in first raising  awareness of these areas and then preparing firms to deal with them. Finally, the differing levels of usage of new technologies among countries and the low rating of on-line and virtual workshops as preferred learning methods reveal the need to make an special effort in promoting the use of new technologies and in demonstrating the possibilities of an e-learning experience. 
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