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An integral part of many multigenerational efforts to develop
family leaders are family learning or
education programs. The scope of
education initiatives can vary
greatly, from well-orchestrated
curriculum based programs, to
informal but intentional activities.
Regardless of complexity, developing
skills, experience and judgement in
next generation wealth inheritors is
a crucial element of ensuring family
legacy, developing talent, fostering
leadership, and promoting
responsible affluence in wealth
inheritors.

Why family
learning and
education?

“The need to develop future leaders
and responsible stakeholders is
mission critical”

1
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While our approach emphasizes the impact on young adults, it should not be viewed as excluding children, adults and senior family members.
Citi Private Bank, Family Office Leadership Program, June 2021. 2021 Family Office Survey

Citi Private Bank

Affluent multi-generational families face numerous
challenges, the most vexing of which is how to
prepare children and young adults to assume
meaningful leadership roles in the family enterprise
or in life. For many who have family businesses,
private investment companies, family offices, and
foundations, the need to develop future leaders and
responsible stakeholders is mission critical. Such
efforts augment conventional college and university
educational achievements. Others simply wish to
prepare children for the responsibilities of parenting
and wealth, cope with family fame, reinforce family
values, or simply provide exposure to family history.
In any case, family learning programs are an
important vehicle to inform and prepare young
people for roles within the family enterprise or
family, while simultaneously promoting family
cohesion and sustaining multi-generational wealth.
Not to be overlooked, family elders can also benefit
by participating in any number of educational
initiatives, as well as the opportunity to teach,
mentor and support young adults and children.1
The challenges posed by designing and creating an
effective program can be daunting to families or their
family office executives if they lack the necessary
experience. In a 2021 poll2 of 200 affluent families from
around the world, 25.5% of respondents indicated
a current family educational need but lacked the
expertise and resources to implement a program.
8.5% indicated they faced a significant challenge
creating educational programs. Nonetheless, families
are recognizing the importance of next generation
programs and 28.9% have active programs; while
36.9% foresee a future need to create a program.
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What then, do we seek in the way of
programmatic outcomes? Families are often
motivated by several needs:

•

Develop next-generation family business
leaders

•

Enhance governance of family enterprises

•

Build understanding of family businesses and
create responsible stakeholders

•

Develop effective personal financial
management skills

•

Strengthen core family values

•

Build cross-family branch and multigenerational bonds

•

Motivate interests and passions in young
people

•

Develop family talent pool

•

Bring generations, siblings, and
nieces/nephews together in a shared
experience

•

Augment conventional education in subject
areas important to the family

•

Enable life-shaping experiences that broaden
the horizons of young adults

•

Mentor and coach family members

•

Foster a new generation of entrepreneurs and
wealth creators

FAMILY LEARNING AND EDUCATION INITIATIVES: BUILDING A FOUNDATION FOR THE FUTURE
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“Often the management of financial
wealth and family businesses
dominate the time and attention of
families and their staff at the
expense of creating leaders”

ELEMENTS OF
GROWTH

Mentoring

Experience

Education

Implicit in these outcomes is the notion that families
and their financial interests are not static entities.
Families require ongoing ‘investment’. Not financial
investment per se but rather, investment in the
form of endeavors that strengthen the family, help
it be more resilient, reinvent the family in the face
of change, and build cohesion and unity of mission.
These goals are rarely achieved without thoughtful
and targeted strategies. In short, hope is not a
strategy.
We know from experience that even well-intentioned
families may overlook these imperatives. Why?
Often the management of financial wealth and
family businesses dominate the time and attention
of families and their staff at the expense of creating
leaders. In addition, family education and development
can be viewed as a “soft” endeavor to the bottom
line. Further, it may raise awkward issues and difficult
conversations that are best avoided.
We would make the case that affluent families
that endure and thrive over multiple generations
recognize the need to achieve a balance between: a)
the management of their financial assets, and b) their
family (people) assets, and that both demand ongoing
“investment”. Every family should ask and answer this
important question: “Are we making the necessary
family investments in the future, or are we leaving it
to hope and chance?”
Let’s turn now to what shape these learning
investments may take. Program initiatives can take
a variety of forms. They are typically age-based or
generic in nature, bringing together members in
online and in-person formats. Programs need not be
exclusively centered around family business and asset
stewardship. They may focus on developing family
harmony and collaboration, as well as build upon the
life skills, coping mechanisms, and emotional wellbeing of family members.

Some examples of subject areas frequently addressed
concern the following:

Money & finance

Governance

•
•
•
•
•
•

•
•
•
•
•
•

•
•

Fundamentals of finance & investing
Macro-economic principles
Estate & trust law fundamentals
Portfolio management best practices
Advanced portfolio theory
Personal financial responsibility (budgets,
debt, bill payment)
Entrepreneurism
Prenuptial agreements & relationships

Family wealth & assets
•
•
•
•
•
•
•

Understanding family business portfolio
Understanding family investments
Key family advisors & management
infrastructure
The role of wealth creation and
entrepreneurship
Sustaining multi-generational family wealth
Responsible stewardship
The meaning of our wealth

Board roles & best practices
Family decision-making
Communication and conflict management
Our family charter
The role of our family council
Annual shareholder meetings

Personal development
•
•
•
•
•
•
•
•
•
•
•
•

Emotional intelligence
Effective communication
Leadership development
Well-being and happiness
Health and fitness
Public speaking
Mental health and well-being
Managing difficult conversations
Mindfulness
Aging & growth
Creativity
Safety & personal security

Family history & values

Family development

•
•
•
•
•
•

•
•
•
•
•

Family origins and history
History of business enterprises
Family values
Family stories
Family foundation
The importance of giving

Family harmony & cohesion
Family communication
Team building & collaboration
Preventing & addressing conflict
Avoiding nepotism and entitlement

While these are but a few of the subject areas that
a comprehensive family education program might
consist of, effective programs are based upon a
bottom-up needs assessment and the long-term
objectives of the family.
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Best practices
Families that have successfully
implemented learning and
educational programs often draw
from an evolving palate of best
practices. Depending upon the
scope of the project, or the size of
the extended family, they may utilize
some or all of the methods we will
describe.

A. Visioning exercise
To understand what the goals of family education
programs are, one needs to “begin at the end”.
A visioning exercise brings together parents, and in
certain instances grandparents, aunts, and uncles to
ask and answer the question “What must we do as a
family to ensure future family cohesion, prosperity,
and member well-being?”. While family context may
vary greatly in terms of number of generations and
family branches, level of affluence, and complexity of
financial assets, the exercise is aimed at developing
a core set (often no more than six) of strategic
imperatives for the family. These strategic imperatives
typically fall into the following categories:
•

Ensuring family cohesion, love, and unity

•

Safeguarding family wealth and interests, or
creating new sources of wealth that outpace
family consumption/growth

•

Developing responsible adults who live
purposeful lives

•

Ensuring a new generation of capable and
talented family leaders3

•

Overcoming a specific challenge faced by the
family such as: a company breakup and
distribution of assets, need to sell family
business, small number of next generation
heirs, concentration of wealth.

Often guided by a third party, the purpose of the
visioning session is to candidly discuss the future
needs of the family. What formal (CEO, board, family
council, operational) and informal (mentors, seniors)
leadership roles need to be filled, who might be
future wealth creators, or philanthropic leaders?
The exercise should be crafted much like a corporate
strategic assessment, where the following questions
are discussed:
•

What is our collective vision for the family and its
enterprises looking out 15-25 years?

•

What forces militate against achieving this vision?

•

How will the next 25 years be different than the
past 25 years?

•

What values and principles guide our actions and
major decisions?

•

What ‘strategic advantages’ do we possess as a
family?

In this context we refer to “family leaders” as family members who occupy both formal roles such as company CEO, as well as informal leadership roles within the family.
See Stephen Campbell, The Challenges & Opportunities of Family Leadership, Citi 2019 for a more complete discussion.

3

Citi Private Bank

CITI PRIVATE CAPITAL GROUP

FAMILY LEARNING AND EDUCATION INITIATIVES: BUILDING A FOUNDATION FOR THE FUTURE

3

Addressing these and other questions in an open
dialogue with family will facilitate communication and
understanding amongst family members. For some,
this may be done in a several hour offsite meeting,
while for others, a multi-session process is indicated.
A preliminary survey of family members may also
isolate those areas of agreement or disagreement
in outlook and viewpoints. Conflicting views often
arise, but the process is intended to drive toward a
consensus view where possible. Keep in mind, that the
context is not to make major choices for the family,
but rather to create a target end-state that will guide
the educational and experiential curriculum. With that
in mind, most families will be able to coalesce around
a core vision.

Often this process will identify specific areas of
opportunity, such as the desire to:
•

Create a pool of family candidates to fill
corporate governance roles in portfolio
companies

•

Promote well-rounded, strong family leaders

•

Develop successor candidates for the most
senior roles in the family

•

•

•

Ensure that next generation family members
have sound personal financial management
skills
Help young adults channel entrepreneurial
interests
Expose young adults to a broader range of life
experiences beyond the family social circles

Articulate Family
Vision

Goal: Develop a pool of family successor candidates for
HoldingCo Chairperson.
Timetable: 6 to 8 years.

Assess Needed
Skills
Build Program
Elements

B. Skill assessment
The skill assessment phase builds upon the visioning
exercise and examines the roles, skills, education,
personal characteristics and life experiences
necessary to achieve the desired outcome. In this
phase, the family looks inward to candidly identify the
roles and characteristics of family members who will
help bring about the family vision.
For example, let’s examine the goal of developing a
successor Chairperson for a French holding company
owned by a 5-generation family, with multiple family
branches.

Target requirements: Well respected by all family
branches; ability to face-off with portfolio companies
around key decisions; can represent the extended
family in the wider business community with credibility
and confidence.
Necessary skills & experiences: Successful career
in business, finance or law; deep understanding of the
industry sectors of family businesses; several years
of board service outside of family companies; handson exposure to strategic planning; exposure to new
geographic markets in Latin America.
Personal attributes: Exceptional judgement and
personal integrity; strong EQ; ability to listen to family
yet make difficult decisions when called upon.
In this example, we can begin to see the foundation
of what the family perceives as necessary in a new
family business leader upon the retirement of the
present Chair in 5 years. The attributes are the result
of processing input from senior family members and
the incumbent Chair, often in formal brainstorming
meetings. The attributes cut across a range of
background, life and work experiences, as well as
personal characteristics. You also see references to
the future expansion of the business into a key market.
Such meetings should be viewed as unconstrained
brainstorming sessions, where needs are elicited and
discussed based upon the results of the “visioning
exercise”.
Typically, an independent family advisor or consultant
will facilitate these discussions, providing clarity
and keeping the discourse on track. Such a person
must have the ability to guide the process, and keep
the family focused while remaining objective and
developing a rapport with all interest groups. Keep
in mind that the process seeks to elicit a “target” set
of ideal requirements around which the educational
and developmental program will be designed. It is not
intended to represent a job description that will be
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concerning successor candidates in this example,
and seek to shape the requirements to suit their self
interests. Another failure mode is to simply replicate
the backgrounds of present-day leaders or emulate
historical practices (“this is how we have always done
it”), which can spell disaster in a rapidly changing
global economy. Rather, focus on the values and
culture that the family embraced in the past that
resulted in the success and resiliency they have
experienced. For example, risk taking, high ethical
standards, or taking care of employees.
The process of deconstructing each goal into its
necessary attributes and requirements is repeated,
asking the question “How can we best lay the
groundwork to achieve the desired end result?”

used in hiring in 10 years. As such, the challenge is to
identify the essential personal characteristics that are
necessary to, in this case, successfully lead the family
forward as head of the family holding company.
A word of caution. One failure mode in this process
is to “back into” goals, personal characteristics and
experiential requirements with a specific candidate in
mind, an elder son or daughter for example. Resisting
the temptation to preordain the outcome allows for a
greater variety of family candidates, and if necessary,
external candidates, the final determination as to “fit”
must be objective and unbiased.
With further discussion, the key characteristics are
winnowed down to reflect only the essentials required
of the new leader. Beware of too broad or idealistic
requirements, or simply building upon what the family
has done in the past. To ensure fresh ideas, the family
may invite input from board members or trusted
family advisors to further refine the requirements
definition. The important thing to keep in mind is that
the family members undertake the assessment of
each goal in an open-minded fashion, avoiding bias
and grudges, and taking a long-term view as to what is
in the best interests of the family.
When this process fails, it is often because one
or more family members have a hidden agenda

A second example is worth exploring to further
illustrate the process. In this case, an American family
of 3 generations, with significant wealth created by
the grandfather, and as a result, the 14 grandchildren
have only known lives of affluence.

C. Building the program
Having identified the long-term family vision, and
completing the skill assessment for each goal,
the next step is to create the program which will
implement the educational and learning experience.
As mentioned at the outset, this can take-on a formal
curriculum based approach or be quite informal, yet
intentional in its implementation.
All successful programs possess one key
characteristic: leaders who take responsibility for
the program. A family education program will require
proper funding4 but more importantly, leadership in
two key forms.
First, the program must have the active support and
input from family members, both seniors as well as
those targeted for participation. This often takes the
form of an education committee, or at the very least a
family member who will assume responsibility for the
success or failure of the program.

Goal: Expose young adults in the family to life
experiences beyond the family’s social circles in order
to expand their understanding of the world, and an
appreciation for the family’s good fortune.
Timetable: Focus on 3rd generation members, ages
15-25, with younger children to follow.

Second, most programs will also require a manager
to undertake week-to-week tasks, such as sourcing
content, hiring instructors, and organizing activities.
For many, this is a part-time role demanding no more
than 5-10 hours a week of time. Like any successful
endeavor, the manager must have clear objectives
and goals set by the family, and have regular dialogue
with the committee or family member lead. For more
substantial programs, a Chief Learning Officer and a
modest staff may be required.
Let’s now focus on a moderately-sized program that
has three core components: education, mentoring and
life experience.

Target requirements: Develop a range of alternatives
that suit the interests of young adults and involve
hands-on life experience, not simply tourist
experiences.
Rationale: Being exposed to a diversity of people,
cultures, socio-economic classes provide needed
perspective, and reinforces deeply held religious
values of the family and its responsibility to others.
Example target experiences: Living on a kibbutz
during summer college breaks; participating in the
field reviews of poverty programs funded by the
family foundation; committing to volunteering in
the educational outreach program of the family
synagogue; living and working in a different part of
the world before graduate school.

We have observed a wide range of family education budgets. Modest programs will be $25,000-100,000 USD in annual costs, while expansive, multi-generational programs can
be 5-10X those budgets.

4
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Education
Educational initiatives are designed to impart
specific learning by exposing family members to
subject area content that augments college curricula
or takes a deeper dive into topics relevant to the
family. The delivery mechanisms may be online
tutorials, podcasts, in-person seminars, reading
groups, programs hosted at universities, or some
combination of each. Content may be drawn from
universities, virtual learning applications, commercial
publishers, online learning platforms (such as
Udemy.com, Coursea, Finimize) or individualized
by consultants and educators to meet the specific
needs of the family. For example, a ‘Foundations
of Personal Wealth Management’ program may
draw upon publicly available content (such as Ted
Talks, PopTech and Great Courses Series) or paid
content from universities (Harvard, Stanford are two
examples of terrific content), augmented by lectures
or readings tailored to family circumstances and
objectives. Many families take advantage of private
bank educational programs5 to access experts,
content, and the opportunity to learn alongside other
families. Given the plethora of options, we begin to see
why a consulting family education director working
in concert with a family education committee is a
desirable model for researching and crafting model
programs.

A key challenge in any family education program is
making the experience fun and enjoyable. To that
extent, best practices for any family learning and
development program consist of:
•

Often, the more challenging dimension is
“How to deliver the content?” What works
nicely for mature adults might fail to captivate
the more digitally oriented young people in
a family. Consider the duration of the class,
the modality, technology and other factors
when tailoring a program. There are a wideranging number of technical tools available,
with many new platforms coming to market.
These educational and online applications
make hosting programs considerably easier
than in the past. A survey of available tools
is a good starting point. Keep in mind that
program elements may be carried out in
real-time, recorded, or both to accommodate
participants in varied time zones or work/
school schedules. In the end, both the content
and the delivery mechanism must achieve
three objectives: captivate interest, maintain
engagement, and foster meaningful learning.

•

Flexibility – Well managed programs
recognize that some efforts may fail but they
adapt and press onward. Inviting participant
feedback is crucial. The best programs
combine elements of fun, humor, engagement,
inspiration, and novelty. Weaving family
history, examples of family business
challenges, as well as personal stories into
educational content helps make it both richly
appealing and highly relevant. Drawing upon
family resources to bring entrepreneurs,
authors, sports figures and others can
bring stories of interest and inspiration to
the program. Team building exercises and
collaborative learning programs are often
an effective way of easing the family into a
program, overcoming resistance, and building
engagement. These may be multi-generational
groupings or age-specific, depending upon the
challenges being faced.

•

Design – The two basic dimensions of family
education programs are content (what needs
to be covered) and delivery (how should it
be presented and by whom). Solving for the
content, that is what to teach, should be based
upon the developmental ages, educational
and work experience of the target audience
relative to the outcome desired. For example,
a ‘Fundamentals of Budgeting’ class may in
fact be two separate classes based upon age
and background.

Family engagement – Effective programs
need to be built from the bottom-up as well
as the top-down. In other words, a successful
program must address the needs and interests
of the participants, as well as serve the
overarching goals of the family. Regardless
of how noble the effort, if it doesn’t captivate
the hearts and minds of the participants, it
will fail. Best practices include: Creating a
committee to guide the curriculum made up
of next generation participants; undertaking
surveys; soliciting feedback as to areas of
interest and best delivery mechanisms; and
finally, consistently listening and adapting the
program is essential. Keep in mind that these
programs are not static, they evolve over time.

•

Collaboration – Family education programs
provide an excellent opportunity to bring
multiple generations and family branches
together in a shared experience which
may include everything from learning to
entertainment, physical challenges, artistic
and creative endeavors, and social service
projects. Don’t overlook the opportunity to
use the program as a vehicle to promote
collaboration, communication, and
engagement amongst members. This is
often an overlooked byproduct of investing
in family educational programs. Similarly,
allowing young people to take responsibility
for elements of the program is an effective
way to encourage leadership and develop
organizational skills.

Citi for example, offers a wide range of next generation educational programs
in such areas as family business, entrepreneurship, leadership development, and
emerging trends and technologies.

5
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Mentoring
•

Differing outcomes – Unlike college or
graduate level learning, the objectives of
a family education program may be quite
varied. While they may include specific
skill and knowledge development, simply
exposing participants to information,
challenging personal beliefs, informing or
even entertaining may be valid outcomes. For
example, we know of some families whose
programmatic focus is upon family values,
love, and family cohesion, and accordingly
construct programs and activities that build
upon and reinforce these attributes.

Needless to say, there is an abundance of educators,
program managers, and college faculty who are
excellent resources to help manage, develop, or
execute family education programs. Many are
available on a part-time consulting basis at reasonable
cost to the family. In addition, an increasing number
of consulting firms are turning their attention to
offerings designed to educate and inform in the
context of talent development in affluent families.
As the number of family educators grows, we have
begun to see peer-groups form, which can be a
source of resources and expertise. In selecting a
family education director, chief learning officer, or
consulting firm, best practices dictate that the scope
of the program, nature of the curriculum, and the “fit”
with the family culture serve as the primary selection
criteria. Avoid a “one size fits all” approach, as family
challenges, values, and goals are quite varied.
Education directors often will have a grounding in

6
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business and are faculty in business schools or are
secondary school educators. Some families draw
upon candidates who have developed corporate
training programs, while others find that psychologists
are a good fit. In any event, the ability to listen
to the family, assess present and evolving needs,
organize curricula, and deliver it using contemporary
technologies is paramount. The very best programs
will fail unless the learning coordinator has the skill
and experience to engage the multi-generational
family in ways the work for them, understand their
values and culture, and can adapt to their evolving
needs.
Leadership and talent development is not a “one
and done” endeavor. It grows over time as the
family grows, it engages youngsters as they age into
eligibility, and it continues to inform and engage
elders.
No discussion of family education is complete without
addressing the importance of emotional intelligence.
EQ (the emotional analog to IQ) is quite simply,
characteristics that can be learned and as such, can
be developed and taught. Emotional intelligence is
a defining quality in effective leaders, be they family
leaders, corporate leaders or community leaders. It
consists of self-awareness, empathy, self-regulation
and self-expression.6
The development of EQ in young people can be
fostered through exercises and mentoring that help
connect inner feelings and develop mindfulness.
While this may sound esoteric, it is not. Readings,
programs7 and exercises can be crafted that suit the
needs of the family, and develop EQ in young people,
qualities that will serve, regardless of vocation, role or
position.

Mentoring is a key tool in both family education and
personal development. It consists of a 1:1 relationship
between a family member who is often a young adult
and the mentor. It can be informal or systematic,
addressing specific developmental needs. It can also
be situationally specific and time-limited or extend
over many years. It may address interpersonal style,
matters of judgement, strategy, career aspirations,
or any matters mutually agreed to by the parties.
Regardless of form, it is based upon a confidential and
trusted relationship that allows the mentee to obtain
candid feedback.
The best mentors are often themselves accomplished,
have high EQ’s, and are motivated to help (a key
requirement in an effective mentor). They are often
found in trusted family advisors, board members,
senior family members, or even consultants. They
should have a keen understanding of the values of the
family, be trusted by senior family members, and have
no agenda in matters of the family, other than to be of
assistance.

If there is little interest in personal mentoring,
it is possible to engage in a form of quasi group
mentoring. This often involves a group composed
of family members of a similar age. A good example
is bringing a small group of college aged students
together to discuss navigating career choices using
an experienced facilitator. Issues may also include
such topics as “how to navigate family celebrity”,
“living my own identity”, or even “the importance of
pre-nuptial agreements”. While possibly less impactful
than individual mentoring, it can nonetheless offer
meaningful opportunities for collective insight, selfreflection, and the development of personal coping
strategies.

The essence of the mentoring process is one of asking
thoughtful questions, carefully listening, challenging
views, and clarifying ideas and actions. Optimally,
the mentee voluntarily engages in the process and
should not be forced or pressured to participate. In
conjunction with education and experience, it provides
a unique opportunity to tailor the young adult or
adult’s developmental process. Most often, mentoring
opportunities are made available to a small number
of family members and is based upon the individual’s
active participation in the education program, and
their potential to fill key roles within the family.

For a more complete understanding see Daniel Goleman, Emotional Intelligence, 10th Edition, Bantom Books.
One example, Citi created the Empowering Leaders Program in conjunction with Cambridge University.
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The importance of
experience
Experience is an essential tool that parents and
grandparents may draw upon to inform, influence
and shape a child or young adult’s perceptions and
behavior in constructive ways. For purposes of this
paper, we will distinguish between early emotional
development and “life experiences”, focusing here on
the latter.
We tend to live, socialize and work in rather confined
social circles, referred to as social bubbles. Affluent
families are well served to offer opportunities for
young adults to step outside family social and
economic circles. Why is this of value? Direct exposure
to, for example, non-family businesses, foreign
countries, or those less fortunate, allow young adults
and children to develop a sense of self-perspective
and place, and develop interests.
A few examples are in order. An American CEO
brought his young daughter on coffee purchasing
trips to Africa, spurring her desire to eventually lead
the family foundation. Another, insists that family
members work in entry-level roles in their companies
to understand the importance of hard work and what
line workers experience.

Briefly stated, in young children, the foundations of
well-being and happiness are based upon a consistent
and supportive environment that promotes the
development of the following key behaviors and EQ
attributes:
•

•

Self-awareness – a conscious understanding
of one’s feelings, motivations, and desires
Empathy – a social awareness of others needs
and feelings

Experience-based initiatives can take many forms.
Often, families look to their own businesses or
portfolio companies for internships or summer
employment for family members. While this is fine in
practice, it is helpful to think in terms of the following
dimensions when crafting experiences for children
and young adults.

•

Relationship management – forming
meaningful relationships, addressing conflict,
collaborating in groups

•

Self-management – managing one’s emotions
and behaviors in order to achieve socially
acceptable desired outcomes

THE KEY DIMENSIONS OF

Responsible decision-making – making
ethical, consequence-aware, and respectful
decisions that affect social behavior and
personal choices

Values – How will the experience expose, reinforce or
shape the values of the young person?

•

Conventional approaches often take the form of:
business internships, experiential trips, non-profit
volunteering, educational excursions, business or
investing simulations, specialized camps, religious
missions, travel, shadowing a parent, mentoring
others, and participation in team sports or social
groups.

EXPERIENCE

Learning – How will the experience promote new skills,
understanding, or applied experiences useful in later
life?
Social - How will the experience expose the young
person to new and different people, social norms and
group dynamics?
Achievement – Finally, how will the experience afford
the opportunity to work (hard) and experience the
personal satisfaction that comes from achievement?

Citi Private Bank

Optimal experience-based programs combine
elements of all four dimensions but can be modified
to suit the needs of the family member. They may be
intense and immersive, such as taking a gap year from
college and working or volunteering in non-profit or
commercial organization in a foreign country, or they
may be a series of well-conceived activities. In short,
they can be as wide ranging as one’s immigration and
budget.

These attributes form the foundation for a young
adult’s ability to survive and thrive in the world, and
to achieve purposeful, goal-directed lives. How then,
might a family build upon these behaviors in later
years to promote attitudes and behaviors that further
exemplify character, judgement and maturity?

CITI PRIVATE CAPITAL GROUP

Some novel approaches that have been taken include
crafting a work/travel experience that is curated by
a regional craftsperson, artisan, environmentalist, or
scientist of note. Others have integrated social welfare
themes (housing, water quality, medical services, solar
power) in impoverished regions of the world. We know
of other families that have a quite formal process
of introducing family members to its businesses
and investment operations through observation,
shadowing, team exercises, and internships.
Regardless of the form or content, the experience
should challenge the young adult’s sense of self,
by exposing them to the diversity, richness, and
unpredictability in the world around them, while
affording the opportunity to experience personal
impact, success or even failure first-hand.
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Conclusion
We have made the case that families that
successfully navigate the challenges of sustaining
multi-generational wealth do so by developing
skills, experiences, and self-awareness in young
adults. Regardless of the size of the family or the
complexity of its wealth, family education programs
can provide an effective vehicle to educate, mentor
and create experiences that develop new talent, bond
generations, and address family competency gaps.
An important and often overlooked byproduct,
education and learning programs foster family
cohesion, enable important communication, and build
trust. Programs may be modest in scope, or entail a
wide-ranging curriculum led by an education director.
The methodology we have described provides a
framework of best practices that can guide a family
or its staff though this exciting process.
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