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Pre-Scripted Dialogue Prompts for Confident &
Empathetic Succession Planning

Empowering Family Businesses & Entrepreneurs




Welcome to Your
Succession Conversation
jJourney

Family business succession conversations are among
the most challenging yet critical discussions you'll ever
have. They're loaded with emotion, legacy, and the

future of everything you've built together. Yet, these
conversations often get postponed, avoided, or handled
poorly—leading to family fractures, business disruption, and lost
opportunities.

| understand this challenge intimately. As a second-generation successor
who has navigated my own family business transition, and as an executive
coach who has guided hundreds of family business leaders through
similar journeys, I've withessed both the pitfalls and the breakthroughs
that come with succession planning.

Why These Conversations Are So Difficult:

They force us to confront mortality and legacy

They can trigger deep family dynamics and unresolved issues

They involve complex emotions around control, trust, and worthiness

They require balancing business logic with family relationships

They often lack clear frameworks for productive dialogue

How to Use This Template:



This template provides you with carefully crafted conversation starters,
scripts, and dialogue prompts that I've developed through years of
coaching family business leaders. Each script is designed to open doors
rather than create defensiveness, to invite collaboration rather than trigger
competition, and to honor both the business and family relationships.

Remember: the goal isn't to have one perfect conversation, but to begin a
series of thoughtful dialogues that build understanding, alignment, and a
shared vision for the future.



Preparation: Setting
Yourself Up for Success

Pre-Conversation Checklist

= , Clarify your own intentions and desired outcomes
= s Choose a private, comfortable setting free from distractions

= , Ensure adequate time (minimum 90 minutes for initial
conversations)

= ~ Inform participants this is about succession planning, not crisis
management

= s Prepare mentally to listen more than you speak
= s Have tissues available (emotions are natural and healthy)

= s Schedule a follow-up meeting before you begin

Mental and Emotional Preparation

Mindset Shift: Approach this as an opportunity to strengthen
relationships and secure the family legacy, not as a potential
conflict to manage.

Before the conversation, reflect on:



What fears or anxieties do you have about this discussion?

What assumptions are you making about others' reactions?

How can you stay curious rather than defensive?

What would success look like for all parties involved?

Ground yourself by remembering:

Everyone wants the family business to succeed

Different perspectives are valuable, not threatening

This is the beginning of a process, not a one-time decision

Emotional reactions are normal and don't mean failure

Setting the Right Environment

= Location: Choose neutral, comfortable space (not the office if
emotions are high)

= Timing: Avoid busy periods, holidays, or times of business stress
= Duration: Plan for 90-120 minutes with natural break points
= Technology: All devices off or away - this deserves full attention

= Refreshments: Light snacks and beverages can ease tension



Scenario 1: Parent to
Child Succession
Conversations

Opening Statement Scripts

Approach A: The Legacy Frame

"I've been reflecting on everything we've built together as a
family, and I realize it's time for us to have some important
conversations about the future. This business represents
not just our livelihood, but our family's legacy. | want to
make sure we handle the transition in a way that honors
what we've created while setting up the next generation for
success. I'm hoping we can explore what that might look

like together."

Approach B: The Partnership Frame

"You know, I've been watching how you've grown in the
business, and I'm incredibly proud of the leader you've
become. | think it's time we start talking about shifting from
me being the primary decision-maker to us being true
partners in this enterprise. 1'd love to hear your thoughts on
what that transition could look like and what you need from

me to make it successful."



Approach C: The Opportunity Frame

“I've been thinking about the next chapter for our family
business, and | see tremendous opportunities ahead that |
believe you're uniquely positioned to lead. Rather than me
trying to figure out the future on my own, I'd like to involve
you in shaping that vision. What excites you most about the

direction we could take the company?"

Approach D: The Honest Vulnerability Frame

“I'll be honest - this conversation feels both exciting and

scary for me. |'ve spent so many years building this
business, and now I'm realizing that ensuring its future
means having some difficult but important conversations
about succession. I don't have all the answers, but | know

that starting this dialogue with you is the right first step.

Can we explore this together?"

When Emotions Run High

If they feel pressured:

"I can see this feels overwhelming right now, and that's
completely understandable. | want to be clear - there's no
timeline or pressure here. This is about us exploring
possibilities together. What would help you feel more

comfortable with this conversation?"



If they seem resistant:

“I'm sensing some hesitation, and | want to understand that
better. This isn't about me pushing my agenda - it's about
us finding the best path forward for everyone. What
concerns do you have about discussing succession

planning?"

If they question their readiness:

"Your self-awareness about what you still need to learn is
actually a sign of strong leadership. No one is ever fully
ready for increased responsibility - we grow into it. What
specific areas would you want to develop further, and how
can we create opportunities for that growth?"

Questions That Encourage Dialogue

"What aspects of the business energize you most?"

= "How do you see your role evolving over the next few years?"

= "What changes would you want to make if you had more
influence?"

= "What do you see as our family's greatest strengths in business?"
= "What concerns do you have about succession planning?"

= "How can we make this transition strengthen rather than strain
our relationship?"



Scenario 2: Sibling to
Sibling Succession
Conversations

Discussing Roles and Responsibilities

Opening the Role Discussion:

"I think we both want what's best for the family business,
and | believe we're stronger together than apart. 1'd like to
talk about how we can structure our roles going forward in
a way that leverages both of our strengths and sets clear
boundaries. What matters most to you in terms of your

involvement and responsibilities?"

Addressing Different Interest Levels:

"I know we each have different levels of interest and
involvement in the business, and that's actually okay. What
| want to make sure is that we're both comfortable with
whatever roles we take on and that there's no resentment
about different levels of commitment. How do you see your

ideal involvement?"



Addressing Competition and Fairness

The Equity Conversation:

"I want to address the elephant in the room - how do we
handle ownership and compensation fairly, especially if our
roles are different? | believe fairness doesn't always mean
equal, but it should mean that everyone feels valued and
appropriately rewarded for their contribution. What are your

thoughts on this?"

Handling Different Strengths:

"We each bring different strengths to the business, and |
think that's our superpower as siblings. Rather than
competing, how can we structure things so we're each
operating in our zones of excellence and supporting each

other where we're weaker?"

Building Collaborative Plans

Creating Shared Vision:

"What if we step back from roles and ownership for a
moment and talk about our shared vision? Where do we
both want to see this business in 5-10 years? What would
make us both proud of what we've accomplished

together?"



Establishing Decision-Making:

"One thing we need to figure out is how we'll make
decisions together, especially when we disagree. What kind
of process would feel fair and effective for both of us? How
do we honor our different perspectives while still moving

forward?"

Remember: Sibling dynamics run deep. Focus on the business
relationship first, but acknowledge that family history will influence the
conversation. It's okay to pause and address family issues before

returning to business matters.




Scenario 3: Current
Leader Preparing to Exit

Expressing Succession Intentions

The Planned Transition Approach:

"I want to share something I've been thinking about
seriously - my transition timeline for stepping back from
day-to-day leadership. This isn't about me wanting to leave
immediately, but about ensuring we have adequate time to
plan and execute a smooth transition. I'm hoping we can
work together to create a timeline that feels right for

everyone.”

The Legacy Focus:

"After all these years building this business, what matters
most to me now is ensuring it continues to thrive beyond
my leadership. | see tremendous potential for growth under
new leadership, and | want to make sure I'm preparing the
right people and systems for that transition. Can we talk
about what that might look like?"



Addressing Fears About Legacy and Letting
Go

Acknowledging the Difficulty:

“I'll be honest - the idea of stepping back feels both
exciting and terrifying. This business has been such a
central part of my identity, and | want to make sure that my
Stepping back strengthens rather than weakens what we've
built. I'm hoping you can help me think through how to do

this well."

Maintaining Connection:

‘Just because I'm planning to transition out of daily
operations doesn't mean | want to lose connection to the

business or the family legacy. How can we structure my

ongoing involvement in a way that's supportive without
being intrusive? What role would be most valuable from

your perspective?"

Inviting Next Generation Into Planning

The Partnership Invitation:

"Rather than me planning this transition in isolation, 1'd like
to invite you into the planning process. Your perspective on
the business, the industry, and what success looks like is



valuable. How would you approach succession planning if

you were in my position?"

Exploring Readiness Together:

"I know succession planning isn't just about when I'm ready
to step back - it's also about when you're ready to step up.
Let's talk honestly about what readiness looks like for both
of us. What do you need to feel confident taking on
increased leadership?"

Key Insight: The hardest part of succession for current leaders is
often the identity shift from "indispensable" to "advisor." Acknowledge
this challenge openly and involve others in helping you redefine your
role and value.




Handling Difficult
Moments

When Conversations Get Emotional

Acknowledging Emotions:

"I can see this is bringing up some strong emotions, and
that's completely normal. These conversations touch on
things that matter deeply to all of us. Should we take a few
minutes to breathe, or would it help to talk about what

you're feeling right now?"

When Someone Gets Defensive:

“It sounds like something I said felt like criticism or
pressure, and that wasn't my intention at all. Can you help
me understand what you heard so | can clarify what |
meant? | want to make sure we're having the conversation

you need to have."”

When Old Family Issues Surface:

"It seems like this conversation is bringing up some things
from our past. While those are important, | wonder if we



should address them separately so we can focus on the
business decisions at hand. How do you feel about that?"

Dealing with Resistance or Anger

When Someone Feels Excluded:

“I'm hearing that you feel left out of important decisions,
and | want to address that. That's exactly why | wanted to
have this conversation - to make sure everyone who should
be involved is involved. What would inclusion look like to

you going forward?"

When Someone Questions Others' Capabilities:

"l understand you have concerns about readiness and
capability - those are legitimate business considerations.
Rather than debating whether someone is ready right now,
can we talk about what would need to happen for everyone
to feel confident in the leadership transition?"

Pausing and Reconvening Strategies

The Strategic Pause:

"This has been a really valuable conversation, and | think
we've covered a lot of important ground. I'm wondering if it



would be helpful to pause here and let everything settle a
bit before we continue. When would be a good time to
reconvene and build on what we've discussed?"

The Reset Option:

"I think we've gotten off track from our main goal, which is
to find a path forward that works for everyone. Would it
help if we took a break and came back to this with fresh
perspective? Maybe we could each think about what we've

heard and what matters most to us."

Remember: Difficult moments don't mean failure - they mean you're
discussing things that matter. The goal is progress, not perfection.
Sometimes the most productive thing is to acknowledge the difficulty

and return to it later with better preparation.




Deepening the Dialogue

Follow-up Conversation Prompts

Building on Previous Conversations:

“I've been reflecting on our last conversation, and | keep
coming back to [specific point they raised]. I'm curious to
explore that further with you. Can you tell me more about

your thinking on that?"

Checking Understanding:

"I want to make sure | understood correctly what you
Shared last time. It sounded like your main concerns were
[summarize their points]. Is that accurate, or did | miss

something important?"

Questions That Uncover Values and Vision

= "What aspects of our family business culture do you most want to
preserve?"

= "If you could change one thing about how we operate, what
would it be?"

= "What would make you most proud of our family business

legacy?"



= "How do you want employees and customers to think about our
company?"

= "What role do you want the business to play in your life long-
term?"

= "What success looks like to you personally, not just
professionally?"

Exploring Leadership Capabilities and
Readiness

Strengths Assessment:

"I've observed some real leadership strengths in you,
particularly [be specific]. I'm curious how you see your own
leadership capabilities. What do you feel most confident

about, and where do you see opportunities for growth?"

Experience Gaps:

"Every leader has areas where they need to develop further
- | certainly did when | was taking on more responsibility.
What aspects of leadership or business management do
you feel you'd like more experience with before taking on
expanded roles?"

Development Planning:

"If we were to design the ideal leadership development
experience for you over the next 2-3 years, what would that



include? What experiences, training, or mentoring would be

most valuable?"

Pro Tip: The best succession planning conversations happen over
months, not hours. Each conversation should build on the previous
one while allowing space for reflection and growth between
discussions.




Creating Action Steps

Moving from Conversation to Planning

The Bridge to Action:

"These conversations have been really valuable, and I think
we're developing some good alignment on direction. I'm
wondering if we're ready to start translating some of these

ideas into more concrete plans. What feels like the most

logical next step to you?"

Collaborative Planning:

"Rather than me creating a succession plan for us to react
to, what if we built the plan together? We could start with
the areas where we have the most agreement and work our
way through the more complex issues. How does that

sound to you?"

Getting Commitment Without Pressure

The Soft Commitment:

"I don't need you to commit to anything major right now,

but I am hoping we can agree on some next steps for our



planning process. What would you be comfortable

committing to as we move forward?"

Trial Periods:

"What if we approached this in phases, with built-in check
points to evaluate how things are going? That way, we can
adjust as we learn rather than trying to figure everything
out upfront. Would that feel more manageable?"

Setting Timelines Collaboratively

Realistic Timeline Setting:

"Let's talk about timing in a way that works for everyone.
What feels like a realistic timeline for [specific next step]
given everything else on your plate? I'd rather plan
conservatively and exceed expectations than set ourselves

up for stress.”

Milestone Approach:

"Instead of trying to plan the entire succession timeline,
what if we focused on the next 6-12 months? What
milestones would indicate we're making good progress,
and what would we need to accomplish to feel good about

this next phase?"



Essential Elements for Action Plans:
= Specific, measurable outcomes

Clear ownership of each action item

Realistic deadlines with buffer time

Regular check-in meetings scheduled

Agreement on how to handle obstacles




Your Next Steps in the
Succession Journey

Congratulations on taking the first crucial step in your family business
succession planning. Having these initial conversations requires courage,
vulnerability, and commitment to something larger than immediate
comfort. The conversations you've started using these templates are the
foundation for everything that follows.

What You've Accomplished:

Opened channels for honest dialogue about the future

Created a framework for ongoing succession planning conversations

Demonstrated leadership by initiating difficult but necessary discussions

Begun the process of aligning family members around shared vision

When You're Ready to Accelerate

Your Succession Planning...

While these conversation starters provide a strong foundation,
successful family business succession requires ongoing support,
expertise, and accountability. As someone who has both lived
the succession journey as a second-generation successor and
guided hundreds of family business leaders through complex
transitions, | understand the unique challenges you're facing.




How | Can Support Your Family Business Succession:

» Navigation of Complex Family Dynamics

Family businesses operate at the intersection of relationships
and business logic. | help you balance competing interests,
manage emotional dynamics, and create structures that preserve
both business success and family harmony.

» Next-Generation Leadership Development

Succession isn't just about handing over control—it's about
developing capable leaders who can take the business to new
heights. | work with emerging leaders to build the capabilities,
confidence, and vision needed for successful leadership
transitions.

» Sustainable Succession Strategy Design

Every family business succession is unique. | help you design
and implement succession strategies that reflect your family
values, business realities, and long-term vision while avoiding
common pitfalls that derail family enterprises.

 Leadership Transition Coaching

Whether you're preparing to step up or step back, leadership
transitions require intentional development. | provide the
coaching, accountability, and expertise to ensure these
transitions strengthen rather than disrupt your business.

The Advantage of Working with Someone Who Has Lived It:
Having navigated my own family business succession as a
second-generation leader, | bring both personal experience and
professional expertise to every engagement. | understand the
internal conflicts, the family pressures, and the business
complexities because I've lived them myself.

Ready to Take the Next Step?




Let's discuss how executive coaching can accelerate your succession
planning and strengthen your family business legacy.
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