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Executive
summary

US family businesses are looking ahead with confidence; more
than nine in ten agree or strongly agree that they have a clear
plan for growth over the next five to ten years, and they point
to shared purpose and family reputation as the value drivers
behind it.

Their ambitions to grow are clear. The greater challenge is
building the architecture—the capabilities, structures, and
disciplines—needed to sustain that ambition over time.

That tension between fast-moving ambition and slowermoving
architecture runs throughout this report. Nearly nine in ten

of the family businesses we surveyed are already piloting or
have implemented Al at scale, concentrated for now in data
analytics as well as front-office functions such as marketing
and customer service. Yet only four in ten have put a formal Al
governance framework in place. Not surprisingly, Al governance
is now the most cited item family businesses expect to add to
their board’s agendas over the next year.

Talent also weighs heavily on the minds of family business
leaders. Attracting outside talent is the most cited workforce
challenge, but several others—from upskilling to building future-
ready skills and capabilities—sit close behind it, another sign
that ambition is outpacing the architecture built to support it.

Confidence in next-generation leadership is high, yet many
family businesses expect to look far less family-run within a
decade, suggesting that ownership and day-to-day management
will increasingly separate into distinct roles.

Based on the deep experience of KPMG's network of family
business—focused professionals, this report gives decision-
makers data and perspective they can use to close the gap
between their growth ambition and the architecture needed to
support it.

Source: KPMG analysis of US responses from the KPMG
Global Family Business Survey 2026
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Building onaclear strategy

Family business leaders have real ambition for growth. Indeed, according to
our survey, 93 percent of US family business leaders agree or strongly agree
they have a clear growth strategy for the next five to ten years. And they are
bullish about their growth prospects with 83 percent agreeing or strongly
agreeing that their growth will outpace their competitors.

In some ways, this level of confidence reflects a structural advantage over
public companies. “The ability to view growth and strategy generationally can
be a competitive advantage,” says Jonathan Mayer, partner, KPMG Private.
“Unlike public companies, family businesses aren't beholden to earnings-per
share targets each quarter. Their longer investment horizon allows them to
make decisions with lasting value in mind.”

For many of our respondents, it is purpose and values that underpin that
confidence. Based on our survey, family business leaders agree that shared
values and purpose are the value creators that they most successfully leverage
in their organizations, followed closely by their family reputation and brand
equity—aspects that are often intertwined in a family business.

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026
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Towhat extent do you agree or disagree with the following
statements about growth strategy inyour business?

Our organization has a clear growth strategy for the next five to ten years.

3% 5% 49% 44%

[ |

Being a family-owned/operated business makes it easier to take advantage of new growth
opportunities when they arise.

12% 6% 45% 37%

There is strong consensus among family members and other leaders in the business
about how best to grow the business.

10% 10% 50% 30%

[ | |

We anticipate our growth will outpace most of our competitors over the next five to ten years.

6% 12% 55% 28%

We would prioritize family cohesion even if that means accepting lower growth/rate of
return for the business.

17% 13% 46% 25%

[ |

We are entering an operating environment where growth is going to be harder to achieve/
sustain over the next five to ten years.

23% 15% 39% 24%

[] 0-4 (Disagree) B 5 (Neutral) [ 6-8 (Agree) [] 9-10 (Strongly Agree)

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026
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How successfully does your organization leverage each of
the following to create value for your business today?

(10=Highly successful; 0=Not successful)

Shared values and purpose

Family reputation and
brand equity

Financial capital and patient
investment approach

Strong governance and decision-
making processes (including
independent board members)

Family networks and
relationships

Individual family member
skills and expertise

“For family enterprises, stewardship is part of the business model,” says Brian Przedwiecki, partner,
KPMG Private. “Their connection to their communities and environments encourages a longerterm
view—one focused on building enduring value, not simply meeting nearterm shareholder expectations.”

While US family businesses may be confident, our data suggest they are also aware of the risks ahead. Al
adoption and governance is by far the greatest challenge cited by respondents in both the short term and
the long term. Nearly half of our respondents—47 percent—rank it as the single largest concern for the
next two to three years, and 43 percent rank it as their top concern to 2035.

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026




Whichbusiness challenges are your top short-term concerns
(next2to3years)?

Al adoption and
governance

Cybersecurity
Talent attraction

and retention

Geopolitical trade
and tariffs

Changing customer
demand patterns

Business succession and
next-generation leadership
Regulatory complexity
Macroeconomic disruption
and uncertainty

Governance and strategic
decision-making

Ownership structure and
capital deployment

Family cohesion o
and alignment 9%

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026

“Family businesses face many of the same risks as their PE-backed
and public peers, but often with additional layers of complexity,”
says Tracey Spivey, global head of Family Office & Private Client,
KPMG International & Family Enterprise National Practice Leader,
KPMG LLP “Key person dependencies, overlapping family and
business dynamics, and fewer independent voices can amplify

risk. That's why a strong risk management framework isn't just a
nice-to-have—it's essential.”

While growth may be on the agenda, supported by high ambition
and confidence, our survey indicates that risk frameworks are

still evolving to meet the new and evolving needs of the family
business. Just under half (49 percent) describe their enterprise

risk management framework as comprehensive and well
established. Another 39 percent say a framework exists but is still
developing, once again underpinning our key finding that ambition is
outpacing architecture.

Source: KPMG analysis of US responses from the KPMG
Global Family Business Survey 2026
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ated with KPMG International Limited, a priv




Why it matters

Growth ambition is well founded: It rests on patient capital and shared purpose,
both structural features of family ownership. However, leaders will want to close
the gap between ambition and the risk architecture built to support it before an
external shock forces the issue onto the agenda.

diaries are part of the KPMG global organization of
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Growing innovation
andgovernance

US family business leaders’ ambition for Al is riding higher
than almost anything else in this survey. But governance
architecture hasn't kept pace.

Which of the following best describes vour
organization’s current Al adoption?

We have implemented Al at
scale across multiple business
functions/use cases

We are actively piloting
Al for specific use cases

We are researching and 107
planning for Al adoption 0

We recognize the need to
invest in Al but have not 3%
yet started

\We are unsure 10/
where to start (o]

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026

43%
43%
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Perhaps not surprisingly, 43 percent of US family business leaders
say they have already implemented Al at scale across multiple
business functions, and another 43 percent say they are actively

piloting it for specific use cases. Only 4 percent have not yet started.

Where are they adopting Al the fastest? Our data suggests that US
family businesses are rapidly adopting it in the front office (many
say they have already implemented Al at scale in marketing, sales,
customer service, and support, for example), but they are moving
cautiously in leveraging Al for core operations.

. Piloting today

Gurrent usage Or AI Already implemented at scale

Data analytics and
business intelligence

28%

Customer service
and support

27%

Marketing and sales

32%

Risk management
and compliance

28%

Product development
and innovation

36%

Finance and
accounting

%

Human resources and
talent management

30%

Supply chain and
logistics
3

Core operations

w

37%

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026
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The problem is that—while nearly nine in ten respondents say they are already piloting or
implementing Al at scale—just 40 percent say they have established Al governance frameworks
and policies in place.

“Without a governance framework, you'll likely find inconsistent results, duplicated efforts, and
competing approaches to the same task,” says Tracey Spivey. “And if you don’t have a governance
framework, you don’t really have ownership of the tool.”

Our survey suggests boards have taken notice: Al governance and strategy is the most cited risk
area that family businesses expect to add to board agendas over the next 12 months, cited by just
over half (56 percent) of respondents.

“Governance is the most important thing family businesses can put in place when adopting Al,"
notes Shari Mager, national Advisory leader, KPMG Family Enterprise. “That's what ensures the
business is making the right decisions about adoption, value, measurement, and impact. Without
Al governance, you simply don't know if you're making good investments or not.”



Which of the following risk areas do you anticipate building
Into your board agendas over the next 12 months?

Al governance
and strategy

Cybersecurity and
data protection

Digital
transformation

Regulatory
compliance

Geopolitical uncertainty
and trade risks

Talent attraction
and retention

Capital structure and
funding strategy

Succession and
leadership transition

Supply chain
resilience

Family governance
and alignment

\We have no plans to 8%
add new risk areas 0

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026

It's not just about making the right decisions on growth. It's also
about protecting the business from risk. “This gap between
adoption and governance creates significant exposure, and not
just for one aspect of the business,” says Brian Przedwiecki.
“There's operational exposure, compliance-related issues, and
reputational risks that come with Al adoption when the proper
governance structure isn't in place.”

That tension is not a failure of planning so much as it is a function
of speed. “"There is a natural tension between speed of adoption
and maintaining control,” says Jonathan Mayer. “Technology is
evolving very quickly, and a high degree of intention up front is
required to adopt new technologies with speed while building a
control framework that serves as governance.”

KkPMG!




Why It matters

Al already sits atop both the growth and risk agenda, and boards have noticed.
US family businesses should keep moving on Al—that ambition is a genuine
advantage—but the architecture to govern it needs to move at the same speed,
particularly to protect the business's operations, cybersecurity, and reputation.

From ambition to architecture: 15
Make bold moves worthy of your ambition



Recruiting the
right talent

US family businesses have ambitious growth plans.
But without the talent architecture to support them,
hiring alone won't get them there.

In our survey, respondents said that their biggest
talent-related challenge is attracting high-quality
external talent to the family business. But several
other challenges cluster closely behind it.

As afamily business, what are the most significant
talent-related challenges facing your organization?

Attracting high quality external

0,
talent to a family business 89%

Upskilling and reskilling 36%
existing workforce

Building future-ready skills and

0,
capabilities (Al, digital, etc.) 82%

Next-generation readiness and

0,
capability development e

Managing family versus nonfamily 249,
career paths and expectations

Maintaining culture while professionalizing

22%
management approach

Retaining key nonfamily executives 21%

Creating meaningful roles for different

0,
family members e
Compensation structures that work for 0
: . 19%
both family and nonfamily employees
Managing succession expectations 17%

and timelines

No significant talent concerns 10%

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026




"“Building the capabilities needed for growth in an uncertain business
environment requires a more nuanced approach to talent,” adds
Jonathan Mayer. “Many family business leaders are looking beyond a
traditional workforce model and combining in-house talent, outsourced
capabilities, and Al solutions to achieve their goals.”

Attracting outside talent is hard partly because family enterprises
compete for skills on different terms than public companies do.
Employee compensation and incentive structures often differ from
options that public companies can offer. And the dynamics of the family
business are often challenging for new leaders to navigate at first.

“Cultural fit carries a different meaning in family enterprises,” says
Tracey Spivey. “Nonfamily executives need to navigate both the
business and the family behind it. When they don't, friction can develop
quickly and even a highly qualified hire may struggle to succeed.”

As such, our survey finds that upskilling has become as central a
response as external hiring, with family businesses turning inward for
capability building nearly as often as they are turning outward to recruit.

What skills and capabilities are US family businesses having challenges
securing? Al strategy and deployment is the most cited gap by a wide
margin, named by just over half (51 percent) of respondents, well ahead
of the next closest gaps.

Source: KPMG analysis of US responses from the KPMG Global Family
Business Survey 2026



As afamily business, what are the biggest skills and
capabilities gaps facing your organization?

Al strategy and
deployment

People leadership

Cyber security

New product
development

Sales and marketing

Developing strategy/
entrepreneurial mindset

Driving execution and
operational excellence

Technology strategy and
deployment (non-Al)

Understanding the
mindset of customers

Finance and accounting 1%

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026

“Everyone is competing for a limited
pool of talent,” says Brian Przedwiecki.
"It doesn't exist in enough supply for
all companies to grab what they need,
and the talent that is available is being
captured by the businesses that are
bigger and have more access to capital.
That means US family businesses
should think more creatively about
what specific capabilities they need and
then how they attract and retain those
capabilities going forward.”




Why it matters

Talent pressures span several fronts at once, and it is where the ambition-to-
architecture gap is widest—growth ambition is high, but the talent architecture to
deliver it is still being built. Leaders should invest in upskilling, careerpath clarity
between family and nonfamily staff, and cultural fit alongside external hiring.

Professionalizing
the model

Our survey suggests family business leaders have high
ambitions for the next generation of leaders. But many are
now considering whether a family-managed operating model
will deliver the greatest value for the family going forward.

Confidence in the next generation is certainly high. In fact,
among respondents with a designated succession path,

91 percent express confidence in next-generation readiness.
At the same time, nearly three-quarters say they are already
putting their younger generations through on-the-job training
or plan to do so in the future.

Source: KPMG analysis of US responses from the
KPMG Global Family Business Survey 2026



While ambition for the next
generation may be high, many of
these same businesses expect
to look structurally different
within a decade. In fact, the
share of organizations describing
themselves as a “family-run
operating business” is expected
to fall by more than half by 2035,
while professional management
and holding-company structures
both are expected to expand.

“As family businesses grow over
time, the overlap of ownership and
management will change,” notes
Jonathan Mayer. “Early on in the
business lifecycle, ownership and
management may likely reside within
the same group. As businesses
mature, it's common to see
nonfamily management recruited to
fill skills gaps and bring objectivity.”

Source: KPMG analysis of US responses from the
KPMG Global Family Business Survey 2026
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Which of the following best describes how your
business is structured today and how s itlikely to
be structuredin2035?

Business structure today . Business structure in 2035

Family-run operating business

65%

Operating business plus .
diversified investment portfolio 1%
Professional management o
with family board oversight 10%
Primarily investment portfolio with .
family governance/family office model 8%
Multiple operating businesses with .
holding company structure 4%
Not sure/still figuring it out

2%
Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026
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That shift away from family-run operating structures shows up directly in expectations about leadership
itself with just over a third (36 percent) saying they expect family members to occupy most senior
leadership roles over the next decade, roughly matched by those who expect a blend of family and
outside professionals, and by those who expect outside professionals to dominate.

“As family businesses evolve and diversify into new sectors, geographies, and models, maintaining
growth often requires a different set of capabilities than what was needed to build the company in the
first place,” notes Shari Mager. “That not only requires a shift in structure and operating model at the
family business level; it also requires current family executives to think long and hard about what their
role will be in the future.”

Which of the following is most likely for your
business over the next decade?

Family members will occupy most
senior leadership roles in the business.

Senior leadership roles will be occupied by a
blend of family members and management
professionals from outside the family.

Most senior leadership roles will be
occupied by management professionals
from outside the family.

Source: KPMG analysis of US responses from the KPMG Global Family Business Survey 2026

“Founders and family members are going to need

to focus on what the family’s role will be in this
evolution, primarily as owners and less as operators,”
says Brian Przedwiecki. “Once they do, they'll need
to make sure the appropriate governance structures
are in place so they maintain their family culture
while taking advantage of outside expertise.”

Source: KPMG analysis of US responses from the
KPMG Global Family Business Survey 2026



Why it matters

Family-run models are giving way to professional management and holding structures as ownership
and management separate into distinct roles—once again reinforcing the shift from ambition to
architecture. Leaders should prepare for a shift from operating the business to governing it.

Key takeaways

The businesses best positioned for what comes next are the ones already turning ambition
into architecture. Here are four places to consider starting:

m Sharpening your purpose can drive value

Shared values and family reputation score higher than any other value-creation lever in this survey, and
patient capital that is not managed to an earnings-per-share target is what makes that possible. That
same purpose is also a draw for talent and customers who want more than a paycheck or a transaction.

Action: Use your purpose as a powerful magnet to attract top-tier talent and loyal customers.

[73 GovernAlinstages

Map which tools employees already use, distinguish enterprise-wide Al from the free-market tools
employees may already be using on their own, and set basic access rules now. Partnering with outside
advisers to build the framework can help family businesses close the gap before boards start asking
guestions leadership cannot yet answer.

Action: Partner with outside advisers for the opportunity to build a scalable Al governance framework

before the board demands answers.

© 2026 KPMG LLP, a Delaware limited liability partnership, and its subsidiaries are part of the KPMG global organization of From ambition to architecture: 23
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[E] Competeonmorethansalary

Consider what incentives you can offer external talent and screen for cultural fit given how much a
hire's success depends on understanding the overlap between family and business. Invest as much
in upskilling current staff, particularly in high-demand areas like data strategy and Al, as in the search
for outside talent, since the pool of qualified candidates is limited and often captured by larger, better
capitalized competitors.

Action: Audit your incentive structures for external talent and clearly define advancement tracks for
nonfamily executives.

[7] Redefine the owner'sroleearly

Separate ownership from day-to-day operations before succession forces the issue. Bring in outside
board members to add sophistication as the business grows and give next-generation leaders real
experience beyond the family business before they take on ownership or management roles.

Action: Professionalizing your management structure now may introduce fresh perspectives and
rigorous governance.

Methodology

This report draws on 109 US responses to the KPMG
Global family business survey 2026.

To add context behind the numbers, we conducted
structured interviews with KPMG practitioners who
advise family businesses directly, and their insights,
quoted throughout, reflect firsthand client
experience rather than survey responses.

NOTE: Some figures may not add up to 100 percent
due to rounding.




About the authors

Tracey Spivey
Global Head, Family Office & Private Client, KPMG International,
and National Practice Leader, KPMG Family Enterprise, KPMG US

Tracey is the global head of Family Office & Private Client for
KPMG International, as well as the national practice leader for
Family Enterprise at KPMG US. He has more than 30 years of
experience in advising family business owners and family offices
on tax and other planning matters.

Shari Mager
National Advisory Leader, KPMG Family Enterprise, and
US National Capital Markets Readiness Leader, KPMG US

Shari is a partner in the KPMG Deal Advisory practice and
specializes in the delivery of capital markets and M&A
services in both the private and public markets.

Jonathan Mayer
Partner, KPMG Private, and Southeast Family Enterprise
Tax Leader, KPMG US

Jonathan provides sophisticated, coordinated, and
proactive services to dynamic business-owning families
and single-family offices, with specialization in advising
on individual income, gift, and estate tax matters;
operating and investment pass-through entity structures;
complex trust structures; and philanthropic endeavors.

Brian Przedwiecki
Partner, KPMG Private, KPMG US

Brian is a partner in our Northeast commercial Audit
practice primarily performing financial statement
audit and audit of internal control services to clients
in a variety of industries. He has served companies
in all stages of development from start-ups to
national and global accounts.

©2026 KPMG LLP, a Delaware limited liability partnership, and its subsidiaries are part of the KPMG global organization of
ndependent member firms affiliated with KPMG International Limited, a private English company limited by guarantee. All
rights reserved. USCS043119-1A

From ambition to architecture:
Make bold moves worthy of your ambition

25



The information contained herein is of a general nature and is not intended to address the
circumstances of any particular individual or entity. Although we endeavor to provide accurate and
timely information, there can be no guarantee that such information is accurate as of the date itis
received or that it will continue to be accurate in the future. No one should act upon such information
without appropriate professional advice after a thorough examination of the particular situation.The
views and opinions expressed herein are those of the survey respondents and do not necessarily
represent the views and opinions of KPMG LLP. MGT 9351
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