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The choice is simple: react under pressure or plan with purpose.

The time to act is now. This report includes a summary of timely
industry data, expert conversations and current case studies.
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PREFACE

DANNIELLE FORD,
CO-OWNER & CHIEF OPERATIONS

OFFICER CHENEY SUTHERS LAWYERS

Farm succession planning is not just about handing down land, it is about
securing the future of both the business and the family behind it. Too often,
families delay these critical discussions, whether out of fear, uncertainty, or
a desire to avoid conflict. But postponing succession planning does not
eliminate the challenges, it only makes them harder to resolve. When
handled well, succession creates clarity, continuity, and security for
everyone involved. When neglected, it can lead to disputes, financial strain,
and fractured relationships.

At Cheney Suthers, we have seen first-hand that the best succession
outcomes come from a collaborative approach, where families work
together with trusted legal, financial, and professional advisors to craft a
structured and transparent plan. This process is not just about deciding
who takes over the farm, it is about ensuring business viability, financial
stability, and family harmony in the years ahead. Increasingly, it also means
preparing for climate risks that could drastically affect the farm's long-term
sustainability.

One of the biggest pitfalls in succession planning is excluding key voices
from the conversation. Daughters-in-law, for example, often contribute to
farm operations and financial resilience but are left out of key decisions,
leading to tension and uncertainty.
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A COORDINATED EFFORT
BETWEEN LEGAL, FINANCIAL,
AND BUSINESS ADVISORS
ENSURES SUCCESSION PLANS
ARE COHESIVE, BALANCING
FAMILY NEEDS WITH LONG-
TERM FARM VIABILITY.

Likewise, off-farm children may not fully understand the sacrifices made by on-farm siblings
and how financial realities impact inheritance decisions. Every family must define fairness in
a way that works for their specific situation, recognising that fair does not always mean
equal.

Succession planning is not just about who inherits the land, it is a business decision that must
ensure the farm can sustain future generations. Many farms are asset-rich but cash-poor,
and without clear financial structuring, inheritance expectations can lead to conflict and
hardship. Climate resilience is no longer just about improving crops or livestock, it requires
financial planning, insurance strategies, and diversification of revenue streams.

Professional advisors play a crucial role by guiding families through complex issues such as
tax, legal protections, and business sustainability, while also factoring in climate risk
considerations. A well-coordinated approach between legal, financial, and business advisors
ensures that succession plans are both comprehensive and cohesive, supporting the long-
term viability of the farm while aligning with family needs.

This report brings together key insights into what makes succession outcomes successful. We
have collated our framework and highlighted the importance of open communication,
professional guidance, and financial transparency, because a well-structured succession
plan does not just protect the farm, it strengthens it for generations to come.

Dannielle Ford
Cheney Suthers



PURPOSE

This guide provides a step-by-step approach to succession planning, integrating legal,
financial, climate resilience, and family-focused strategies while addressing key
barriers to success. It highlights best practices for managing family dynamics, practical
communication and legal strategies, and real-world case studies, encouraging parents
to take the lead in discussions on financial planning, climate adaptation, and equitable
gender roles.

METHODOLOGY

This report is built on a comprehensive research approach, including:

e Stakeholder Consultations: Interviews with families on both successful and
unsuccessful farm transitions. Interviews with academics, facilitators, accountants,
rural business consultants, and sustainability specialists.

e Industry Data: Analysis of rural succession trends, farm ownership statistics, and
financial impacts.

e Best-Practice Frameworks: Examples of structured succession planning
approaches.

e Legal & Financial Review: Examination of key laws and structures supporting farm
succession.
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64 years

Estimated average age of
Australian farmers in 2025.

64.8 years

Average retirement
age in Australia.

18% of
farming

families

have a legally binding
succession plan.

FARM SUCCESSION LANDSCAPE IN AUSTRALIA

More than 99% of Australia’s agricultural businesses are family owned and operated.
However, succession planning remains a critical challenge, with many farmers
unprepared for generational transitions. The ageing farmer population is a pressing
issue. In 2018-19, the average farmer was 58 years old (ABS), and if current trends
continue, this looks like the average age hitting 64 years by 2025.

Given that the average retirement age in Australia is 64.8 years (ABS), a significant
proportion of farmers are approaching or exceeding retirement age. In fact, 50% of
Australian farm owners expect to retire in the next 10 years, yet many lack a clear
financial exit plan (Int J Environ Res Public Health, 2023).

Despite the necessity for structured succession planning, only 36.3% of Australian
farmers engage with formal financial planning tools (Byrne et al, 2003; Makinen,
2013). More broadly, 43% of Australian family businesses have some form of
succession plan in place (Grant Thornton Australia, 2023). However, the Kondinin
Group's 2024 National Agricultural Survey found that just 18% of farming families have
a legally binding succession plan, with 66.7% still in early or informal stages of
planning.
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FARM SUCCESSION LANDSCAPE IN AUSTRALIA

This lack of preparation is particularly concerning in the context of what the
Productivity Commission says will be the largest intergenerational wealth transfer in
history: an estimated $3.5 trillion is expected to pass between Australian generations
in the next decade. For farming families, this represents both an enormous
opportunity and a significant risk if transitions are not well planned or documented.

In Mmany cases, farm transitions happen informally, often through verbal agreements,
which can lead to family disputes and legal challenges when expectations are not
clearly aligned.

Without a legally documented succession plan, farming families risk inheritance
disputes, unfair distributions, and broken promises.

Best-practice approaches recommend that succession plans be formalised through
family agreements, binding financial agreements, updated wills, and trust structures.
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30%

of family farms transition
to the second generation.

54%

More than half of farm
families experience stress
over asset division.

ECONOMIC RISKS OF POOR SUCCESSION PLANNING

Poor succession planning poses significant economic risks, not only for individual farming
families but also for the broader rural economy. With only 30% of family farms
transitioning to the second generation and a mere 3% surviving beyond the fourth, the
lack of structured succession strategies threatens the long-term sustainability of family-
owned agriculture (Deloitte Business Succession Planning Report).

The emotional and financial strain of succession is evident, with 54% of farm families
reporting stress over asset division, fairness, and financial risk (UW-Madison Division of
Extension Research).

Without clear legal and financial frameworks, many families are forced to sell farm
assets, leading to the erosion of generational wealth and agricultural heritage.

Additionally, improper tax planning can result in significant liabilities, potentially
compelling families to sell land or equipment to cover costs. Beyond individual farms, the
economic consequences ripple through rural communities, where agriculture remains a
financial backbone.
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Only 36%

engage with formal
financial planning tools.

1,460

disputes over wills or
inheritance in Supreme Court
of NSW in 2024.

If a farm is left to multiple
heirs in equal shares
without a clear operational
structure, the business
often becomes unviable.

LEGAL & FINANCIAL CHALLENGES IN FARM SUCCESSION

Farm succession is fraught with legal and financial risks, particularly around asset
claims in divorces, inheritance disputes, and tax liabilities. While many farming families
attempt to safeguard assets through discretionary trusts, financial agreements, and
lease arrangements, only 36.3% of Australian farmers engage in formal financial
planning, often relying on intuition and traditional practices instead of structured
strategies (Journal of Rural Studies, Vol 109, 2024; Byrne et al., 2003; Makinen, 2013).

Intestacy issues arise when wills have not been made or have been revoked due to
marriage or divorce, resulting in farm assets being divided according to legislation,
rather than the will-maker's wishes. This is further complicated by family provision laws,
which allow children—including off-farm heirs—to challenge wills if they feel unfairly
excluded. Poorly structured succession plans can also lead to farm fragmentation,
where dividing a farm into equal shares among muiltiple heirs can make the business
financially unviable.

Additionally, transferring farm ownership may trigger Capital Gains Tax (CGT) liabilities,
though Primary Producer CGT Concessions can help reduce the burden. While some
states offer stamp duty exemptions for intergenerational farm transfers, these
exemptions come with specific conditions that require careful management.

coNTINUED P
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LEGAL & FINANCIAL CHALLENGES IN FARM SUCCESSION

Given that many farms are structured under family trusts, partnerships, or companies,
poorly defined succession plans can leave beneficiaries without clear legal rights, often
resulting in inheritance disputes.

The 2024 Supreme Court of New South Wales Provisional Statistics reported 1,460
probate filings involving family provision claims and contentious probate matters, such
as disputes over wills or parties seeking provision from an estate. These claims
frequently lead to prolonged legal battles, fractured family relationships, and potential
reversal of asset transfers.

Without proper planning, farm transfers can also be challenged under notional estate
laws, allowing courts to unwind property transactions if the transaction took place within
three years of death.

Further, failure to meet stamp duty exemptions under Section 274 of the Duties Act or

overlooking primary production land tax exemption criteria can lead to significant
financial liabilities.
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10%

of family farms are
succeeded by daughters.

49%

of women contribute to farming
community value, including on-
farm, off-farm, and household
work.

GENDER DYNAMICS & SUCCESSION FAIRNESS

Historically, farm succession has favoured sons as primary heirs, often excluding
daughters and daughters-in-law from ownership discussions and decision-making.
While daughters-in-law have traditionally contributed labour and financial support to
family farms, they have rarely been recognised in succession planning.

However, these gender roles are evolving, with more daughters and daughters-in-law
actively seeking involvement in farm operations and transition planning.

Despite women contributing 49% of the total farming community value, only 10% of family
farms are succeeded by daughters (Journal of Rural Studies, 2024). Women also play a
crucial role in farm sustainability, with 37% of rural women volunteering in farm
communities, strengthening local networks compared to 23% of women in urban areas.

Off-farm income earned by women provides essential financial stability, particularly
during economic downturns. Despite these contributions, women remain
underrepresented in succession conversations. Daughters-in-law who raise concerns
about farm succession are often perceived as “pushy”.
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GENDER DYNAMICS & SUCCESSION FAIRNESS

Importantly, many women are not only contributors but central to the day-to-day
operations, leadership and long-term success of the farm.

Beyond providing off-farm income, women often act as the organisers, office managers,
community connectors, and the emotional glue of multigenerational farming families.

They regularly take on administrative and managerial responsibilities, support on-farm
activities, and are frequently the first to identify the need for succession planning — yet
their role remains largely invisible in formal processes.

Many farms would simply not function without their labour, leadership, and emotional
labour.

Similarly, off-farm daughters are frequently excluded from decision-making, even
though their contributions significantly benefit the family business. Addressing these
gender imbalances in succession planning is critical to ensuring fairness, financial
stability, and the long-term viability of family farms.
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40%

Climate-resilient farms 40%
more likely to survive
intergenerational transitions.

$29,200

the estimated annual profit
lost per farm as a direct
impact of climate change.

89%

of farmers have experienced
“very unusual” or “somewhat
unusual” climate change.

CLIMATE CHANGE & FARM SUCCESSION PLANNING

Climate risk is increasingly shaping farm succession plans, as extreme weather events,
prolonged droughts, and shifting agricultural viability influence both the timing and
strategies for transferring farm ownership. Over the past two decades, higher
temperatures and reduced winter rainfall have led to a 23% decline in broadacre farm
profits, equating to an annual loss of approximately $29,200 per farm (ANU Centre for
Climate Economics & Policy).

Australian farm profits are projected to decline by 13% by 2050, with Western Australia
facing losses of up to 32% in cropping profits if no adaptation measures are
implemented (CSIRO, CBE.ANU.edu.au). As financial institutions and markets increasingly
demand climate risk reporting, farms that fail to adapt may risk losing economic
viability. Climate-resilient farms are 40% more likely to survive intergenerational
transitions due to better financial stability (Ross-Neal Kellogg Report, 2022).

To safeguard their futures, some families are incorporating climate resilience into their

succession plans by diversifying income streams—such as carbon credits and
renewable energy leases—to buffer against bad seasons.
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CLIMATE CHANGE & FARM SUCCESSION PLANNING

Next-generation farmers are also driving demand for regenerative agriculture and
sustainable business models that prioritise long-term environmental and economic
health.

Expert recommendations emphasise the need to integrate climate adaptation
strategies into farm succession frameworks, ensuring that farms remain profitable and

sustainable in an increasingly volatile climate.

Farms are facing unprecedented climate volatility, from droughts and floods to shifting
market demands, making climate adaptation a crucial factor in succession planning.

The next generation must inherit not just land, but a resilient and adaptable business
model that ensures long-term viability.

13



This section highlights six core insights from industry
experts, legal and financial professionals, and families
who have navigated succession first-hand.

From the importance of facilitated conversations to
the role of external advisors, these insights provide a
practical roadmap for creating a succession plan that
is clear, inclusive, and future-focused.

14
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FROM CRISIS TO CLARITY REPORT

THEKEYTO
SUCCESS

SOLUTION

Schedule a family meeting
to discuss goals and
priorities for succession,
acknowledging that the
process may take five or
more years to complete.

THE IMPORTANCE OF EARLY PLANNING

Proactive planning prevents disputes, secures financial stability, and adapts to
external pressures like climate risk.

“The default approach to succession planning is avoidance. It's uncomfortable, so they put
it off until it becomes a crisis. I'm quite sure my father-in-law would have preferred to pass
away and let us deal with it rather than face the conversations himself. It took 15 years of
marriage before our family even started succession planning. By that point, we needed
clarity—not just for the business, but for our own children’s future.”

RENEE REID, DAUGHTER-IN-LAW, RECENTLY COMPLETED SUCCESSION

“One of the least effective strategies is delaying the transfer of farm assets. Delaying
succession can lead to the business stagnating and relationships breaking down.. If the
average age of farmers is in their late 50s and 60s, that means the next generation could
be waiting until their own children are at university before they inherit. That uncertainty
can be financially devastating for young families.”

DR. LUCIE NEWSOME

“Farmers don’'t want to face the realities of going off the farm, and quite often they do it too
late, so they ultimately have no say over how it happens. Doing it early enables them to
hand over that legacy and enjoy watching how it progresses in the next generation.”

DANNIELLE FORD, LAWYER
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THEKEYTO
SUCCESS

SOLUTION

Establish clear operational
structures, financial
planning frameworks, and
leadership pathways to
ensure farm sustainability

and long-term profitabillity.

PROFESSIONALISING FARM OPERATIONS

A business-first mindset helps farms stay profitable and sustainable, ensuring
success for future generations.

“Farm ownership isn't a cash windfall. It's decades of hard work, debt, and risk. If we have
three years of drought, we're in serious trouble. The biggest financial challenge was ensuring
that my husband and his brother, who had been working on the farm for years on low wages,
weren't left with all the debt while off-farm siblings walked away with lump sums.”

RENEE REID, DAUGHTER-IN-LAW, RECENTLY COMPLETED SUCCESSION

“Debt has been responsible for the destruction of many family farming businesses. It's
important to manage it carefully. Families should be cautious of optimistic modelling and
ensure they are not over-leveraged. One of the biggest pitfalls in succession planning is not
considering stamp duty and capital gains tax. You can have the same starting and ending
point, but take one path and pay very little tax, take another path, and pay a huge amount.”

JAMES CAREY, CHARTERED ACCOUNTANT

“Succession planning isn't a standalone process, it's part of long-term business planning.
When it's integrated into broader strategic conversations, it becomes less intimidating and
more effective. All family members should get comfortable talking about money and how
financial decisions are made.”

MEGAN ROWLANDS, FACILITATOR AND AGRIBUSINESS CONSULTANT

‘I avoid the term ‘succession planning’ as much as possible because it can trigger a lot of
emotion for people. Language is very powerful, instead | frame it as ‘business continuity’,
putting structure, process and agreements in place that enable farming families to run a
sustainable, successful business, spanning generations.”

GRAHAME GERSTENBERG, CEO, MAGICAL LEARNING



FROM CRISIS TO CLARITY REPORT

THEKEYTO
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Decisions, such as the
transfer of ownership and
operational control of a
family farm, should be
made after consulting all
relevant parties and
ensuring appropriate
legal and financial advice
has been obtained.

LEGAL FRAMEWORKS FOR MULTI-GENERATIONAL
ASSET PROTECTION

Legal advice should be sought both individually and collectively before, during, and
after succession planning to protect family interests and ensure a balanced, well-
informed process.

“The best outcomes occur when families begin with open, structured discussions rather
than jumping straight to ‘who gets what.” Since fairness is subjective and doesn’'t always
mean equal, it's important to clarify expectations around ongoing involvement, exit plans,
and future profit-sharing. These conversations must be formalised through legal
agreements to ensure long-term clarity and protection.”

DANNIELLE FORD, LAWYER

"Traditionally, farms were passed down from parent to child as individual assets, but
today, they are more commonly transferred into family trusts for tax efficiency and legal
protection. While trusts provide better income distribution and asset security, they can
still be challenged under family law provisions. Financial agreements—such as
prenuptial arrangements and business contracts—are essential to safeguard farm
assets from division in the event of divorce. Clear family agreements and updated wills
prevent disputes and ensure transparency in farm succession. Working with
accountants helps determine the best ownership structure, whether individual, trust, or
partnership. But whatever the legal stucture, transparent conversations with the family,
must be prioritised. Some families wrongly assume excluding daughters-in-law from the
title protects the farm, but the Family Law Act requires proper legal and financial

| ina”
planning KIRSTY EVANS, LAWYER
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THEKEYTO
SUCCESS

SOLUTION

Ensure transparent and
inclusive conversations
that involve all
stakeholders directly
affected by succession
planning, regardless of

gender or in-law status.

WOMEN MUST BE INVOLVED IN SUCCESION PLANNING

Including daughters and daughters-in-law in transition plans ensures that key
stakeholders, who are directly impacted by the outcome, have a voice in the
decision-making process, fostering fairness and trust.

"Daughters-in-law are heavily relied upon for farm income and labour, yet they're still seen as
a threat because of their legal rights under the Family Law Act. There’s a fear that they could
disrupt the ‘most important’ goal, keeping the farm in the family. Many farm families use
complicated legal mechanisms to isolate farm assets from a daughter-in-law’s potential
claim, rather than fostering good relationships and communication. One advisor in our
research told us that bad daughters-in-law are created by hostile families. Most come in
willing to learn and contribute, but if they are met with suspicion and exclusion, it creates
toxicity in the family.”

"The best-case scenarios we've seen involve recognising the strengths that daughters and
daughters-in-law bring to the business, giving them formal roles, and ensuring transparency
in decision-making.”

DR. LUCIE NEWSOME

“We've seen a shift in farming culture, but conversations are still more often initiated by
women, wives, daughters, or daughters-in-law, who are balancing off-farm work and family
finances. There’'s a generational shift happening where men are recognising the need for
balance. Many younger farming couples see themselves as equal business partners, not just
‘husband runs the farm, wife supports in the background.”

KIRSTY EVANS, LAWYER
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THEKEYTO
SUCCESS

SOLUTION

Design a resilient
succession plan that
factors in the financial
and operational
Impacts of climate
change, ensuring long-

term farm sustainability.

CLIMATE ADAPTATION IN SUCCESSION PLANNING

Diversified farming practices protect against climate-related financial shocks.

“We are measuring our emissions, our carbon and our biodiversity. | see climate adaptation
as d long-term business strategy. There are already supply chain signals indicating this will
become part of farming in the future. We're having conversations about how we hand over
a business that is sustainable, not just in an economic sense, but environmentally as well.”

TESS HERBERT, DIRECTOR, GUNDAMAIN PASTORAL CO, INITIATING SUCCESSION

“Climate change is fundamentally reshaping farm succession planning, forcing families to
account for increasing droughts, floods, and rising insurance costs. Farmers are under
growing financial pressure as global reinsurance markets pass climate-related costs onto
Australian agriculture. Long-term drought resilience is now a key part of succession
strategies, alongside diversification into nutrient-rich crops, carbon sequestration projects,
and renewable energy ventures like wind and solar farms”

KIRSTY EVANS, LAWYER

“It's not just about handing down land; it's about ensuring the business remains viable for
future generations. Farms need to plan for environmental changes just as they plan for
financial ones. We're seeing more families factor climate risk into their long-term business
planning, whether that means changing land use, adopting renewables, or diversifying
income sources.”

MEGAN ROWLANDS, FACILITATOR AND AGRIBUSINESS CONSULTANT
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SUCCESS
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Engage a trusted team
of advisors who will
challenge your thinking
while ensuring your
family’s values remain
at the core of
succession planning.

THE ROLE OF EXTERNAL ADVISORS

Lawyers, financial planners, and facilitators play a crucial role in succession, providing
the specialist knowledge. Advisors from different fields must work collaboratively,
ensuring legal, financial, and operational strategies align for the best possible outcome.

‘It's too fraught to do without one. A good facilitator brings objectivity and provides a clear
pathway forward, helping navigate the tension that naturally comes with these discussions.”

TESS HERBERT, DIRECTOR, GUNDAMAIN PASTORAL CO, INITIATING SUCCESSION

“A good advisor sometimes has to push back and say, ‘Actually, you might be being a little
bit unreasonable here.” Our role is not just about tax and legal contracts, it's also about
shepherding and guidance, offering emotional support, and bringing objectivity to
conversations.”

JAMES CAREY, CHARTERED ACCOUNTANT

“Without expert advice, families can unknowingly make decisions that trigger tax liabilities
or stamp duty. Many assume they can transfer farm assets however they want, but legal,
tax, and financial constraints can block their plans if not structured properly.”

KIRSTY EVANS, LAWYER

“Families often struggle to transition from casual kitchen table conversations to structured
business discussions. A skilled facilitator ensures everyone is heard and that the process
stays on track.”

MEGAN ROWLANDS, FACILITATOR AND AGRIBUSINESS CONSULTANT
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REAL WORLD
EXAMPLES

Strong succession planning requires a proactive
and inclusive approach, as demonstrated by
families who navigated challenges through early
conversations, professional facilitation, and a focus
on balancing fairness, financial sustainability, and
family unity.




FROM CRISIS TO CLARITY REPORT

“We saw how badly it could be
done, not just in our family, but
with neighbours and friends too.
That made us determined to do it
differently with our own children.

At the end of the day, my priority
is my family. If this process
damages our relationships, then
we've done it wrong.”

Tess Herbert, Director of Gundamain Pastoral Co, has navigated farm succession through both
personal and professional experiences, taking a long-term, strategic approach to ensure a
smooth, sustainable transition for future generations.

“My in-laws handled succession planning very poorly, so | was the off-farm income for quite
some time,” Tess explains. “We saw how badly it could be done, not just in our family, but with
neighbours and friends too. That made us determined to do it differently with our own children.”

Tess and her partner Andrew have been laying the groundwork for decades, making financial
provisions for both on-farm and off-farm children and investing in additional properties to
provide options. “We started thinking about how to support off-farm children 20 years ago.”

With a 10-year transition plan, the focus is on keeping the process open and adaptable, allowing
their children to make informed choices rather than feeling pressured. “Our goal was to build a
business with the capacity for all of them to come back, if they choose to,” she says.

At the heart of her approach is a strong commitment to family unity. “One of my biggest priorities
is making sure this doesn't fracture my family. If that means we have to be patient and navigate
some uncertainty, so be it.”

Beyond succession, Tess is focused on building resilience into the business, particularly in climate
adaptation and sustainability. “We are measuring our emissions, our carbon, and our biodiversity.
There are already supply chain signals indicating this will become part of farming in the future.”

For Tess, succession isn't just about passing on land—it’s about ensuring the business remains
viable and resilient with the right support. “A good team around you is critical. You need business
advisors who understand farming, not just people who work in finance or law but those who truly
get the industry.” From nutritionists and agronomists to environmental consultants and legal
advisors, Tess sees successful succession as a team effort built on trust, collaboration, and
forward-thinking strategy.
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“My father-in-law never saw it
as d business decision. For him,
it was about family, legacy, and
emotion. That's why he avoided
the hard conversations. He was
terrified of making a call that
would upset someone. But
avoidance doesn’'t make the
problem go away—it just makes
it worse.”

Renee Reid’s experience with farm succession planning highlighted deep-seated gender roles
and financial complexities. As part of a fifth-generation farming family, she witnessed how
avoiding difficult conversations created tension and uncertainty. “For many farm families, the
default approach to succession planning is avoidance. It's uncomfortable, so they put it off until it
lbecomes a crisis.”

For 15 years of marriage, succession was only mentioned in passing—never in a structured way.
“By that point, we needed clarity—not just for the business, but for our own children’s future,”
Renee explains. The assumption that men should handle these decisions left women, particularly
daughters-in-law, sidelined. “Women make sacrifices—financially, career-wise, emotionally—to
keep farms running, yet they’re often excluded from the process,” she says.

When discussions finally began, the biggest challenge was balancing fairness between on-farm
and off-farm siblings. “Many off-farm siblings don't understand the financial reality of running a
farm. They see a multimillion-dollar property and assume it’s like inheriting cash—but it's not.”
Ensuring those who had worked on the farm for years weren't burdened with debt while others
walked away with lump sums became a major point of contention.

For Renee, professional facilitation would have helped navigate these challenges. “The irony is,
bringing in an independent expert would have made things so much easier for everyone,” she
reflects. She is determined to take a different approach with her own family. “I've thought a lot
about how I'd handle succession differently for my own children. The earlier these conversations
start, the better.” She believes that normalising these discussions from a young age will remove
the stigma and secrecy around succession. “If children grow up hearing these discussions, they
won’t see succession as something scary or secretive. It will just be part of the business.”

For Renee, that also means ensuring her daughter has a seat at the table. “I want my daughter to
be involved in the business, not just the farm work, but also in the financials and management

decisions.”
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"When we first started the
process, we had an enormous
amount of goodwill within the
family. We needed every single
bit of that.”

‘I had a stroke. | told them to
please settle it." — John

"That stroke was obviously scary
for everybody, and | think it gave
the boys on-farm some
perspective... it was a horrific
way to have to push things
forward, but in the end, it was the
moment that made them realise
this had to get sorted.” — Jenny

Jenny and John’'s approach to farm succession was shaped by past experiences of family
disputes. Having been involved in a legal battle over succession with siblings for many years, they
were determined to take a proactive and structured approach to avoid conflict among their four
children.

“One of the biggest fears was knowing how bad it can get. | avoided engaging with it for years,
buried my head in the sand,” John explains. "When my parents passed, we spent years locked in
disputes with my siblings over land ownership. It was bitter, expensive, and tore our family apart.
We saw firsthand how easily succession can turn toxic, and we didn't want that for our kids.”

Although they had always intended to pass the farm on, the catalyst for action came when one of
their sons attended a seminar on succession planning. “It made us realise that we couldn’t just
wait for the ‘right time’ instead we had to start,” Jenny says.

Jenny and John worked with a professional facilitator to guide the process, ensuring that both
their on-farm and off-farm children were treated fairly. Their strategy prioritised equity over strict
equality—providing financial support to off-farm children earlier in life while ensuring the farm
remained viable for those continuing in the business. “Traditionally, land went to the eldest son.
But times have changed,” Jenny says. “We wanted to set all of our children up, not just the ones
staying on the farm.”

Their biggest challenge came when financial circumstances changed, requiring them to
renegotiate initial agreements. “It was tough,” John admits. “Expectations had to shift, and
emotions ran high. But having a facilitator helped us navigate that without things getting
personal.”

For Jenny and John, the most important lesson was the value of professional support and early
planning. “You need a good facilitator, a good solicitor, and a strong team around you,” Jenny
says. “When we first started the process, we had an enormous amount of goodwill within the
family. And we needed every single bit of that.’



CHENEY SUTHERS ACTION
PLAN: COMMUNICATIONS
FRAMEWORK

Effective farm succession planning isn't just about legal and
financial structures—it requires clear, open, and strategic
communication to ensure smooth transitions and prevent
disputes.

The Cheney Suthers Action Plan: Communications Framework
provides a structured approach to navigating these discussions,
ensuring all stakeholders are informed, heard, and aligned
throughout the process.

The following section details key strategies, recommended
communication approaches, and actionable steps to help
families engage in succession discussions with confidence and
clarity.




No two farm families are the same, each has its own financial landscape, family dynamics, and asset structures. This means there is no one-size-
fits-all approach to succession planning. The role of legal advice is to customise the process based on a family’'s unique situation, ensuring a
structured, fair, and legally sound transition. Ultimately, when and how legal advice is needed depends on a family’s structure, relationships, and
financial goals. A proactive legal strategy ensures succession is a process, not a crisis, protecting both the family legacy and business longevity.

BEFORE SUCCESSION PLANNING BEGINS: INDIVIDUAL ADVICE
e At the outset, individual legal consultations can help each stakeholder clarify their personal goals, financial position, and expectations. Parents
must define retirement needs, successors should assess financial feasibility, and off-farm family members should understand their options.
Legal advisors can assist in identifying risks, tax implications, and inheritance structures, ensuring everyone is prepared before collective
discussions begin.

DURING SUCCESSION DISCUSSIONS: COLLECTIVE ADVICE
e Once the framework is in place, legal professionals can facilitate structured discussions, ensuring transparent agreements that balance
fairness with financial viability. This includes drafting wills, trusts, family constitutions, buyout agreements, and governance structures that
reflect both business and family needs. Legal experts also help mediate complex family dynamics, preventing disputes and ensuring all voices
are heard.

AFTER AGREEMENTS ARE REACHED: WRAPPING UP AND EXECUTION
e Finalising a succession plan isn’t just about signing documents, it's about ensuring long-term clarity and security. Legal advisors can register
changes in ownership, formalise financial structures, and review agreements over time to adapt to new circumstances.



ACTION PLAN: KICKSTARTING SUCCESSION PLANNING

STEP 1: CONDUCT FINANCIAL AND LEGAL REVIEWS
PROMPTS FOR FINANCIAL AND LEGAL ASSESSMENT:

e Are there any debts, liabilities, or tax implications that need to be addressed before the transition?
What legal structures (wills, trusts, or family agreements) need updating or creating?

How will the transfer of ownership be structured to minimise tax burden and legal risks?

Are there any government programs or incentives available to support the succession process?

e Do we have an assessment of the past, current and projected performance of the farm business?

ACTION ITEMS:

e Schedule consultations with lawyers and financial advisors to draft or update necessary documents.
e Review financial statements to ensure the farm is in good standing for transition.
 Develop contingency plans for unexpected events (e.g, illness, market fluctuations).

STEP 2: SET THE STAGE — PREPARING FOR OPEN CONVERSATIONS
PROMPTS TO REFLECT ON BEFORE THE FIRST FAMILY MEETING:

e What are the core values that define your family’s relationship with the farm?

What is your vision for the farm over the next 5, 10, and 20 years?

What are your individual hopes, concerns, and needs (all family members - on and off farm)?
What does retirement look like for the current generation of farm owners (parents/grandparents)?
Are there any unspoken concerns or conflicts that need to be acknowledged early on?

CHECKLIST FOR PREPARATION:

e Engage a neutral, skilled facilitator or advisor with expertise in family dynamics and communication.
e Gather relevant financial documents, including past, current, and projected assets, liabilities, and farm income.
e Ensure all stakeholders (family members involved or affected) are included in the discussion.



ACTION PLAN: KICKSTARTING SUCCESSION PLANNING

STEP 3: SCHEDULE A FAMILY MEETING TO DISCUSS GOALS & PRIORITIES
PROMPTS FOR THE FAMILY DISCUSSION:

What does each individual family member want for themselves and the future of the farm.
Who wants to remain actively involved in the farm operations, and who does not?

What roles and responsibilities should be passed down, and when?

How do we balance individual family member aspirations with the needs of the farm business?

SUGGESTED FORMAT FOR THE MEETING:

Opening Statement: Acknowledge the complexity of succession and the importance of everyone’s input.

Agree on the Purpose, Protocols and Process of the meeting: What do we want to achieve from this meeting, how do we
conduct ourselves and agree on the meeting’s procedure.

Sharing Visions: Each family member shares their long-term vision and priorities for the family, themselves, and the farm.
Identify Areas of Alignment: Highlight shared goals and areas of agreement to build a foundation for decision-making.
Acknowledge Potential Challenges: Discuss possible conflicts (e.g., financial, operational, or interpersonal) and agree to
address them constructively.



ACTION PLAN: KICKSTARTING SUCCESSION PLANNING

STEP 4: SET CLEAR GOALS & TIMELINE FOR THE SUCCESSION PLAN
PROMPTS TO ESTABLISH GOALS AND MILESTONES:

e What are the short-term (1-2 years), medium-term (3-5 years), and long-term (5+ years) succession goals?
e When should key decisions (e.g., transfer of ownership, operational control) be made?
« What milestones will indicate that the plan is on track (e.g., formal agreements, financial targets)?

ACTION STEPS:

* Assign tasks to family members (e.g. financial review, legal consultation, operational training).
e Develop a timeline that outlines key deadlines, meetings, and review points.
 Determine when to bring in external advisors (lawyers, accountants, agribusiness consultants).



ACTION PLAN: KICKSTARTING SUCCESSION PLANNING

STEP 5: CREATE A COMMUNICATION ROADMAP
PROMPTS TO BUILD THE ROADMAP:

« How often should family meetings occur (e.g., quarterly, semi-annually)?

e What communication channels will be used (e.g. in-person meetings, group chat, email summaries)?
e How will disagreements be addressed constructively and resolved?

e How will progress be documented and shared among stakeholders?

STEP 6: PROFESSIONALISE THE FARM OPERATIONS FOR THE NEXT GENERATION
PROMPTS TO GUIDE PROFESSIONALISATION:

e What training or mentorship is needed to ensure the next generation is prepared to take over?

e How is the business future planning for climate disaster that may impact profitability and the future of the farm?

Are there any areas where operations could be improved (e.g. financial management, technology use, sustainability)?
What systems or processes should be formalised (e.g., bookkeeping, staff management)?

How can outside expertise (e.g., agribusiness consultants, accountants) help enhance effectiveness and efficiency?

ACTION STEPS:

e Create a training and development plan for younger family members or new managers.
e Establish standard operating procedures (SOPs) for critical farm functions.
 Review and update risk management plans (e.g. crop failure, livestock health, market downturns).



ACTION PLAN: KICKSTARTING SUCCESSION PLANNING

STEP 7: FINALISE & DOCUMENT THE SUCCESSION PLAN
PROMPTS FOR FINALISATION:

Have all key stakeholders reviewed and agreed to the terms of the plan?

Do you know if a Deed of Family Arrangement has been drafted?

Have the parties received independent legal and accounting advice?

Is the plan documented and signed off by relevant parties?

 Does the plan include contingencies for unexpected changes (e.g., death, divorce, financial hardship)?

CHECKLIST FOR FINALISATION:

e Ensure legal agreements, wills, and trusts are finalised and properly executed.
e Prepare a summary document outlining roles, responsibilities, timelines, and contingency measures.
e Share copies of the succession plan with key stakeholders and advisors.

STEP 8: MONITOR PROGRESS & ADJUST AS NEEDED
PROMPTS FOR REGULAR REVIEWS:

e Are we meeting the milestones outlined in the succession plan?

 Have any family or business circumstances changed that require adjustments? (eg. off farm
children wanting to move on farm)

e Is the next generation receiving adequate support and training to succeed?



FROM RUSHED REFUSALS TO CLARITY,
COMPASSION AND FORESIGHT

This report highlights the urgent need for a shift in approach: from informal, last-minute discussions to a
strategic, multi-stakeholder process that balances financial security, legal protections, and family relationships.
Fair succession is not about rigid equality but ensuring that all contributions—on-farm, off-farm, financial, and
emotional—are acknowledged and valued.

By embracing structured legal agreements, professional facilitation, and long-term financial planning, farming
families can transition their businesses with clarity and confidence. Moreover, as climate change, economic

pressures, and shifting gender roles reshape agriculture, succession plans must evolve to reflect the realities of
modern farming.

The farms that survive will not be those that resist change, but those that plan for it. The time to act is now—
because the best farm succession plan is one that doesn't just protect the past but builds a stronger future.
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