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Foreword
Leadership succession presents a particular challenge for family businesses. Not only is the
company vulnerable during the actual succession, as the focus is on the handover and less on
the further development of the strategy or the analysis of competitors, but long-term problems
also arise. First and foremost, the cooperation of the new CEO with the existing employees
should be emphasized. Literature tells us that a change in leadership can lead to uncertainty
among employees. Problems adapting to the new leadership style of a successor may also arise:
Employees will not be equally satisfied with a possible change in leadership style, as it will
differ from that of the predecessor, whose leadership style has been familiar to them for years.
Ms. Cristina Pratelli examines this still largely unexplored topic in her thesis. In three
consecutive analytical steps, she addresses the problem of CEO leadership succession using an
elaborate multi-method approach. First, Ms. Pratelli develops a conceptual model based on
Social Cognitive Theory, which attempts to explain the influences on the choice of leadership
style of a successor in a family business in a structured and systematic way. She deliberately
combines the two research strands of learning research and family research and offers new and
well-founded insights into a complex decision-making process. While this first insight is
notably characterized by a high degree of scientific quality, Ms. Pratelli adds to it in the second
part of her thesis. At this point, she empirically analyzes the question regarding the effects a
change of leadership style can have on the commitment and self-esteem of employees. The
empirical research design should not be underestimated at this juncture. Not only are the selfassessments of the employees gathered, but the perceptions of the respective superiors are
included as well. The highly complex empirical evaluation based on the polynomial regression
and response surface methodology (RSM), which is unusually demanding for a thesis, is
particularly noteworthy. However, that is not enough: The author offers surprising new insights
into leadership succession in family businesses in the form of another study, this time
qualitative, based on in-depth interviews.
To list all of the findings here would go beyond the scope of a foreword. I would,
therefore, like to take this opportunity to commend the practical relevance of this work. The
findings of the empirically quantitative as well as the qualitative study are immediately
applicable for family businesses, because they impressively prove that professional competence
as well as, and most importantly, the leadership behavior of a successor should be important
selection criteria when choosing a successor. In addition, Ms. Pratelli demonstrates that it is not
only the leadership style of the successor that is important as a separate consideration element,
but also the overall view of the leadership style of the predecessor in combination with the
leadership style of the successor. This provides important information regarding the
development of leadership competencies, especially for family businesses, which can benefit
from a longer-term introduction of a successor to the new role.
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Foreword

With this in mind, I hope that Ms. Cristina Pratelli's thesis will find an interested
readership in business practice. Additionally, her thesis also offers researchers a treasure trove
of innovative and well-founded ideas and insights and should, therefore, become an important
read in the research community.

Prof. Dr. Andreas Hack
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