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Dieter Schwarz Foundation Family Business Center, based on 
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modèle pour l’avenir et pour tous. Lignes de Repère.

This summary draws on the core findings of Tandeau de 
Marsac (2014), with interpretation and application 

developed independently by Angèle Marinelli and Cécile 
de Lisle for a family business audience



Contrary to persistent stereotypes, family businesses are not an old capitalist model filled with nepotism, but 
a structurally distinct and resilient form of organization. Through five key dimensions—conflict, capital 
control, long-term orientation, familiness, and transmission—the book shows that the same features that 
create risks (emotional conflict, governance complexity, succession challenges) also generate advantages 
(resilience, strategic autonomy, trust, and continuity). Their effectiveness comes from organizing them 
through governance, values, and intergenerational discipline. In this sense, family firms illustrate an 
alternative model of capitalism, one more anchored, patient, and relational, whose mechanisms can inform 
the broader design of sustainable organizations.

BUT WHAT DOES THIS MEANS FOR YOUR FIRM? 
Continue reading to learn our five key insights and questions to ask in your family firm!
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CONFLICT AS A SOURCE OF 
PROGRESS

Conflict is often seen as the typical dysfunction of family firms. Yet, it 
can turn into a structural value-creating capability. 

The overlap between family, ownership, and managerial 
roles generates structurally embedded tensions. Where conflicts 
emerge in multiple forms: task-related, process-related, and 
relational. 

While emotional intensity can escalate conflicts, it also plays a 
functional role by revealing implicit assumptions, forcing clearer 
definition of roles and expectations. Effective management allows to 
regulate it through mediation rather than litigation.

MANAGERIAL IMPLICATION
Family firms should not aim to suppress conflict but 
to institutionalize its regulation, turning it into a driver of adaptation 
and learning. Formalized communication mechanisms (e.g., 
charters or family councils) can be particularly useful. 
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CAPITAL CONTROL AND 
FINANCIAL INDEPENDENCE
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Ownership concentration acts as a central driver of performance in 
family firms by enabling strategic independence. Control of capital 
allows firms to operate free from short-term market pressures and 
to pursue more coherent, long-term decision-making, while lower 
reliance on debt enhances financial resilience. 

This structure also strengthens governance by aligning ownership 
and management, thereby reducing classic agency conflicts 
associated with dispersed ownership. 

However, these advantages come with trade-offs, notably between 
maintaining independence and accessing external capital, as well as 
between preserving control and accelerating growth.

MANAGERIAL IMPLICATION
Through ownership concentration, family firms have an advantage 
to protect decision-making autonomy, but this requires disciplined 
financial management.



LONG-TERM ORIENTATION 
AND INNOVATION
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Long-term orientation in family firms is not merely a temporal 
preference but a structuring principle that shapes both strategy and 
innovation. A generational time horizon influences investment 
decisions through patient capital, fosters loyalty in human resource 
practices, and stabilizes stakeholder relationships. 

Contrary to common assumptions, this long-term focus does not 
hinder innovation; but rather, it supports incremental innovation and 
enables periodic strategic reinvention across generations. Each 
generation can adapt the business model while preserving the family 
firm’s core identity, balancing continuity with renewal.

MANAGERIAL IMPLICATION
Long-term orientation creates a stable platform for innovation, but 
only if family firms avoid rigidity and allow renewal.



FAMILINESS AS A STRATEGIC 
RESOURCE
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Family involvement generates a unique form of capital — often 
referred to as “familiness”— that underpins the performance of 
family firms. This capital emerges from the interplay of close family 
relationships, shared values, and historical continuity, and translates 
into a strong organizational identity, high levels of internal and 
external trust, and a combination of local anchoring with global 
competitiveness. 

As a result, many family firms operate as “hidden champions” in 
niche markets, benefiting from strong reputations and stakeholder 
loyalty. 

However, these same features can also create risks, particularly 
when strong internal cohesion leads to over-embeddedness or 
resistance to external perspectives.

MANAGERIAL IMPLICATION
Familiness can be a non-replicable competitive advantage, but it 
must be balanced with openness to avoid insularity.
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TRANSMISSION AS A 
STRUCTURING CHALLENGE

Succession represents both the central challenge and defining 
feature of family firms, as it concentrates financial, organizational, 
and emotional tensions into a single process. 

Despite its importance, it is often insufficiently anticipated, due to a 
combination of constraints: the financial burden of transfer, 
uncertainty regarding successor competence, and the founder’s 
psychological attachment to the firm. 

As a result, only the most robust firms are successfully transmitted 
across generations, with succession frequently triggering conflicts 
and periods of strategic reorientation. While governance tools such 
as charters or formal rules can help structure the process, they 
cannot fully resolve the underlying emotional and identity-related 
tensions that accompany intergenerational transition.

MANAGERIAL IMPLICATION
Transmission is not a one-time event but a continuous governance 
process that disciplines the firm across generations.



? Are our governance mechanisms designed to channel conflict 
productively, or do they allow it to escalate or remain latent?

? To what extent does our ownership and financing structure 
preserve our strategic autonomy over the long term?

? Are we truly investing with a generational horizon, or are short-
term constraints subtly shaping our decisions?

? Are we actively leveraging our family-based identity as a strategic 
resource, or is it becoming a source of rigidity?

? Are we preparing succession as an ongoing process, or postponing 
it until it becomes a constraint?

QUESTIONS TO ASK WITHIN YOUR FAMILY FIRM


