Welcome to the Beyond Goals for Change module. Click the Next button to begin.
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Roadtrip: Moving Beyond Goals for Change

In this module you will:

« |dentify the seven stages in the
management succession
journey.

« Describe how and when to start
the management succession
planning process.

= Map each stop of your
management succession
journey using the
Workbook activity

« Examine how the
Miller family completed
their roadtrip to
move beyond goals
for change.

In this module, you will examine the seven stages in the management succession
journey and how and when you should start this process. Within this journey you will
have the opportunity to map your specific roadtrip of the management succession
planning process. While you map how and when you will move beyond goals for
change, you will view how the Miller family was able to map their process.
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Think of the management succession process like a journey. Management Succession
Course | is establishing where we are and what resources we have to travel with.
Management Succession Course Il is determining where we want to go. This third
course is about how and when we will reach our destination and includes our
roadmaps, routes, and methods, which are all part of the overall journey.

There are seven stages to our journey to Management Succession: Executive
Summary, Business Overview, Strategic Plan, Retirement Plan, Succession Planning
Process, Financial Plan, and Contingency Plans.

In this module, we will map our roadtrip within Stage 5 of our journey. In the Journey
to Management Succession module, we examine all the stages of the journey.
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Roadtrip

Click the Stop 1 icon to begin the roadtrip.

Let’s begin mapping our roadtrip. Within this module, we will explore all the stops on
the map.

Click the Stop 1 icon to explore the first stop on our roadtrip.
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Stop 1: Establish a Timeline

Our first stop is to establish a timeline.

Let’s begin this topic by taking a look at how the Miller family completed this
information.
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Joe and Judy at the ranch

Given Joe’s health issues, he and Judy started to establish a timeline for when they
retire. In addition, they changed ownership of Kalang Ranch from sole proprietorship
to a corporate structure in order to make the shift in ownership to Graham smoother.
Joe and Judy also began to gift shares to both Graham and Martha and their children:
Joshua, Clarisa, and Jedidiah.

Upon Joe’s death, Judy and Graham continued to work on the timeline. As Judy
would like to retire soon, she felt she needed Graham’s assistance to keep the

momentum going and complete a full management succession plan.

To review the full story of the Miller family, click the Resources button.
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Begin Now
The timing of the succession decision
process is important.

Don't Wait
What are the plans for passing the

farm or ranch to the next generation?

How Long will

It Take? Click each tab to learn more.

_ oy

Starting the Process

The timing of the succession decision process is important —the most common error
is to begin too late rather than too early. Most farm and ranch business founders are
so deeply involved in the development and survival of the operation, that little time is
taken to consider how the farm or ranch will pass to the next generation. Add to that
the usual dimensions of starting, growing, and involving family members in the
operation and, often, what should have been dealt with yesterday is put off until
tomorrow.

Click each tab to learn more about the timing of the process.
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Begin Now

The time is now:
Don't Wait « Begin sooner rather than later.
« Easier to make provisions to
address changes in family
How Long will and/or situations.
It Take?

Starting the Process

Succession planning is best started sooner rather than later. It is much easier to make
provisions for later changes in family members or situations now, rather than allow
roles and attitudes to become locked-in and hardened with few options possible.
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Begin Now

Don’t Wait

How Long Will
It Take?

Starting the Process

D GOALS
L CHANGE

NAVIGATION
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Don’t wait, as:

* You will lose flexibility to
change, modify, or
formalize the course to
follow.
There will always be new
challenges on the horizon.
* The next generation may
become disillusioned or

laaua $ha fanm as panat
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It is much more difficult to change, modify, or adjust the course of the ship when it is
already in deep water and under a full head of steam. Don’t wait until you feel the
business and family are all in order and there is only smooth sailing ahead. New
challenges will always appear on the horizon. If you wait, you will probably never get
around to dealing with these critical issues. You do not want to wait until the person
you assumed would take over is on their way out because he or she has given up

waiting for you to start handing over management.



How Long Will It Take?

Begin Now

How Long Will
It Take?

Starting the Process

The process takes 5 to 15 years.

Don't Wait This provides time for:

« Education

« Experience

« Training

« Learning the ropes

NS \4 1) (D
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Most of the succession process can be completed over a period of five to 15 years.
This gives the successors time to get outside education and experience, and to be
groomed for the job. Successors also have time to 6learn the ropes of the business
and demonstrate their aptitude for the job. Business consultants suggest that five
years is enough time to train and test the successor to ensure he or she can run the
business well.
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Starting the Process

Begin Now

Start when the managers are in their 40s or 50s and the
successor(s) are in their 20s and 30s.

Don’t Wait
It is better to start the process at the point you become aware of
the need.
How Long Will §
It Take? Don’t put it off just because it is late or will be difficult.

Management succession can take up to 15 years, so start preparing for succession in
earnest when the present managers are in their 40s or 50s with the intention of
stepping down at age 60 or 65. Typically by this time, the successors will be in their
20s and 30s.

Generally, it is best to begin the succession planning process at whatever point you
become aware of the need and in the situation you find yourself, rather than not
doing it at all.

11
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Questions to Answer

1. Having completed the assessments in
Management Succession: Where Are We?
(Course 1), did we identify any Interpersonal,
Business, or Management Succession Issues
that should be dealt with? (Go back to
Course | to determine which issues there
might be.)

. Are we emotionally prepared to deal with the
issues which will arise in developinga
succession plan?

. Are there imminent changes that will affect
the plan or process?

. Are we nearing, or have we reached, the
point that the present managers must slow
down due to health issues, stress, family,
age, etc.?

. Are we willing to listen to and consider the
thoughts, desires, dreams and aspirations of
spouses, children and/or grandchildren,
daughters- and sons-in-law, and other family
members and/or non-family members?

Here are a few questions which may help to decide if now is the time to begin the
process of working out the steps of a plan, setting a timeline, and initiating the first
step.

Upon completing your answers, you can print them by clicking the print icon.
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Personst Capactations
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Are you ready for succession management
planning? To find out, review or, if time permits,
complete the following worksheet in the
Management Succession Workbook:

« Timeline and Expectations Worksheet
What are your personal
expectations?

What are your expectations for the
farm /ranch?
What decision-making alternatives

The Management Succession Workbook is located in the Resources section. In the
Workbook, you will find information and a 2worksheet that can assist you in deciding
whether you are ready for succession management planning.

The value of this worksheet is it will help you to answer the following questions:
* What are your personal expectations?

* What are your expectations for the farm/ranch?

* What decision-making alternatives are available?



Knowledge Check

Question-1

What are your
personal
expectations?

Determine which questions below areadd! din the i

Expectations worksheet and drag them to the folder.

——

Q 2 o 3 Q 4

What are your What character What decision-

expectations for traits should a making

the farm/ranch? successor have? alternatives are
available?

Let’s take a moment to check your knowledge.

Question-5

What skills should
a successor have?

14



Knowledge Check

Correct

That is correct. The value of the Timeline and
Expectations Worksheet is it will help you answer

these questions.

What are your What are your
personal expectations for
expectations? the farm/ranch?

g

What decision-
making
alternatives are
available?

Question-3
What character
traits should a
successor have?

What skills should
a successor have?

15
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Continuing the Roadtrip

Click the Stop 2 icon to continue the roadtrip.

You have completed Stop 1, Establish a Timeline. Click Stop 2 to learn how to
establish a planning team.

16
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Stop 2: Establish a Planning Team

Our second stop is to establish a planning team.

Let’s take a look at how the Miller family completed this task.

17
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Judy and Graham working in the office

Judy and Graham were not sure who would be part of the planning team. Based on
how Joe ran the business, Graham felt the team should be inclusive of all family
members. Graham proposed that Martha, their three children, and Joshua’s wife,
Cindy, should be part of the planning team.

However, Judy was not sure that Cindy understood agriculture or the family goals
sufficiently to make the best decisions for the long term. Judy felt Cindy was more
interested in a “nice home, white picket fences, two cars and children,” than making
the sacrifices Judy had made to establish the ranch.

Additional discussions were necessary between Judy, Graham, Joshua, and Cindy, for
Judy to agree to include Cindy. Even now, Judy is still not sure how committed Cindy is
to sacrificing for the long-term stability of the ranch and intends to keep a watch over
how things progress.

18



Who Should Be Includ

GetAll the

Perspectives

How do you determine who will be the
successor(s)?

Establish Good

Communication Everyone is naturally biased to some
degree, and wears glasses tinted by
those biases. No matter what the color,
Be Transparent these filters may interfere with a clear
and accurate decision of what is best
for the success of the farm or ranch.

Click each tab to learn more.

The present manager of the farm or ranch may simply determine the next
management successor based on who he or she likes or feels would do the best job.
However, seldom does one person possess all the knowledge or have the breadth of

perspective to properly consider all the important aspects of the business and those
involved.

Click each tab to learn more about the timing of the process.
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Get All the Perspectives

GetAll the
Perspectives
This is a critical decision.

Establish Good consequently, not onlywho is
Communication chosen, but who makes the —
H decision isimportant.
§ 3 “
Only byinvolving everyone ‘vq
Be Transparent canall the expectations Q . ’
§ be understood. = ® b

IO I T

Son't make sssumptions 6
about what otherswant

or expect.

| —
This decision is critical to the success or failure of the transfer and the future of the

operation. Of course, the founders must be intimately involved in this decision-

making process, and will probably have the final word, but the input of others should
be carefully considered.

Succession planning should involve all family members, whether they’re involved day-
to-day in the business or not. 4Avoid hard feelings and possible quarrels by
considering, listening to, and involving all players in the process.
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Establish Good Communication

Get All the
Perspectives

Remember that the perspectives,
personalities, skills, experiences, desires,

Establish G and ambitions of each family member are
Communical different, and your view is only part of
the picture.
Develop healthy communication
Be Transparent i channels, including outside advisors Q
i like attorneys, bankers, and r 1
|

management consultants.

—
Remember from Courses | and Il in this Management Succession series that it is
helpful to gain perspective through multiple sources of information.

Without good communication and input from others, you could be making a critical
decision based on incomplete information and depending more on emotion or
sentiment than on Best Succession Management Practices (BSMPs).

21
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Be Transparent

Get All the :
Perspectives i Old business systems tend to be characterized by confidentiality and

secrecy, but today’s systems generally encourage more transparency.
Establish Good
Communication

Do your own research and then consult experts when you have
decided what you want to do.

Be Transparent

Remember, only one-third of family businesses survive to the second generation and
by the end of the third generation only 10 percent are still in operation. So, you want
to make the best decision you possibly can, and with as much information and advice

as you can garner.

Experts should be consulted to advise you on the best methods to achieve the results
you want. It should be you and your family who sit down and decide what you want
to do. Do your thinking before you go to the advisors and then seek their advice on
what you have developed and what methods will work best.
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Questions To Answer

1. Who presently manages the day to day
operations of each enterprise, finances, sales,
purchasing, and other aspects of the
business?

. Who in question #1 are family members?
Who is not?

. Which family members may have a casual
interest in the operation, but also should be
considered in the decision-making process?

. How far does family membership reach?
Chnldren, grandchnldren, sons- and datghters-

J au k und ‘
nieces, nephews etc.?

. Who of the above do you trust to provide
sound advice and input, even if from their
own perspective? Who of the above have
personal or business issues or dysfunctions
which would disqualify them from being part
of the process?

Family council and business meetings, plus other forms of communication and
information gathering explained in Courses | & I, will help the entire team gain a
complete picture of the Strengths, Weakness, Opportunities and Barriers (SWOB)
facing your operation and who best would be qualified to lead the management team
into the future with success.

Here are some questions which may help you determine who should be involved in
the decision of choosing the next manager or structure of your management team.

Upon completing your answers, you can print them by clicking the print icon.

23
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Workbook Activity 2

Where are you on assembling a planning team? To find out, review or, if time permits, complete the
following worksheet in the Management Succession Workbook:

« Establish the Planning Team Worksheet
o0 Whois currently involved?

o Who provides management for the farm/ranch?
o Whoshould be on the planning team?

The Management Succession Workbook, located in the Resources section, has
information and a worksheet that can assist you in assembling a succession
management planning team.

The value of this worksheet is it will help you to answer the following questions:

* Whois currently involved?
* Who provides management for the farm/ranch?
* Who should be on the planning team?

24



Knowledge Check

-
Question-1

Have the business
strengths/
weaknesses and
opportunities/
barriers been
assessed?

Determine which questions below are addressed in the Estoblish the

Plonning Teom Worksheet and drag them to the folder.

e

Question-2 Question-3

Who is currently Who provides
involved? management for
the farm/ranch?

Let’s take a moment to check your knowledge.

Question-4

Who should be on
the planning
team?

Question-5

Have you
developed an
overall rating and
ranking of
candidates?

25
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Knowledge Check o

That is correct. The value of the Establish the
Planning Team Worksheet is it will help you answer

Det
Ploi

* these questions.

.

m T

Q 2 O 3 o a

I
Who is currently | Who provides should be o0

involved? management for
the farmranch? | the planning
team?

-
Question-1

:xa;lh:qumms e
weaknesses and developed an
opportunities/ overall rating and
barriers been ranking of
assessed? candidates?

Question-5

26
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Continuing the Roadtrip

Click the Stop 3 icon to continue the roadtrip.

You have completed Stop 2, Establish a Planning Team. Click Stop 3 to learn how to
select the appropriate successor or successors.

27
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Stop 3: Select the Appropriate Successor(s)

Our third stop is to select the appropriate successor or successors.

Let’s explore how the Miller family completed this process.

28
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The Miller Family: Selecting th

Judy, Graham, Martha, Joshua, Cindy,
Clarisa, and Jedidiah

Judy and Graham took some time to research and analyze who would be the
appropriate successor or successors of the ranch and submitted their findings to the
rest of the seven family team members. After weighing the standards and scoring
each family member, they were ready to verify their findings.

The team decided that Graham would be the best choice to manage the ranch and
that he would work with Joshua to involve him further in management of the
business. In addition, they would encourage Joshua to start and grow his hunting
guide program.

Simultaneously, Judy would work with Clarisa on the financial management side of

the business. She would also work with those animals in the hospital pen, as needed.

Jedidiah would contribute financially to the ranch, as he could, since he was starting
his medical practice.

Graham would work with Joshua and Clarisa on a transition plan.

29
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What is The Criterion for Choosing?

When looking for a manager:
Listing Key « What do they need to know
Criteria and what personal

characteristics will they need

SUccesson

Weighing to apply those skills?
Criteria « How important is each skill and
character trait?

_ o Mok b

Use your list to determine who
would be most qualified to lead your
operation into the future

Summarizing

ick I 3
Criteri dick each tab to learn more,

Making the
Decision

You can’t make an objective decision until you know what you are looking for in a
good manager. After developing a list of skills and determining their importance,
verify the list with the transition team.

It is now time to determine what you are looking for in a good successor, or
successors. Who will successfully lead your business into the future?

Click each tab to learn more about the process of identifying key criteria to assist you
with selecting the appropriate successor or successors.

30



HOME JOURNEYTO BEYOND GOALS WHERE DO WE NAVIGATION RESOURCES EXIT
IAGEMEN MANAGEMENT FOR CHANGE GO FROMHERE
MANAGEMENT SUCCESSION

SUCCESSION

Identifying Skills, Characteristics, and Attitudes

Identifying Skills,
Characteristics, and :
Attitudes i Takesome time to think of as many specific

characteristics and skills as you can, such as:

* Business understanding

* Work ethic

* Commitment

* Finandal skills

* Job skills

Evaluate the characteristics of top performers
in the company, since those behaviors are
likely to be predictors of future success. Take
Verifying Selection time to evaluate the whole person -
: knowledge areas, experiences, motives,

values, and personality traits and use this
S evaluation to develop aset of role
Summarizing expectations.

Criteria

You can share your list with the team
) individually, in a family council meeting, ora
Making the {  business management meeting.

Decision

Start out by listing all the characteristics and skills it takes to run your farm or ranch

business.

* Do the successor or successors need know how to handle field operations or
manage the herd and pastures?

* Is it important for the successor or successors to know how to purchase new stock
or determine when and how to market?

* What about risk management and financial management?

Think of all the things the present managers do.

* What holes would there be if they were gone?

* Besides having the technical skills and information, which attitudes and personal
characteristics would you list as critical? Dedication? Loyalty to the operation?
Honesty?

Then share your list with the rest of the succession planning team and ask each to
make additions or changes. Remember that you are not just planning for the talent
today, but for how these will be different in the future. Key competencies will likely
continue to evolve and change over time.
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Listing Key
Criteria

Criteria

Making the
Decision

Key criteria to include in your list include ability, desire, and commitment.

Click each image to view information about these key criteria.
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Listing Key Criteria
entifying Skills, "y
-
Attitudes i
X
Listing Key Ability [ — ®
Criteria 'ﬁ? Ability
V’ « Atrack record of
Weighin V achieving objectives
Cl-i%eriag ‘E? for a period of at
Desire V least two years.
.q’ performance over
q’ time.
v * Aresult-driven
personality.
Summarizing .
Criteria Commitment k )
Making the a
Decision ' LS

* A track record of achieving objectives for a period of at least two years.
* Consistent performance over time.
* A result-driven personality.
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Listing Key Criteria

Identifying Skills,

Characteristics, and

Attitudes

Listing Key
Criteria

Weighing
Criteria

Summarizing
Criteria

Making the
Decision

19 qqqaaaaanaaaarary

Desire

Don’tassume thatjust
because a son, daughter, or
other person has the skills,
thatthey want to spend the
restof their lives on the
farm or ranch. They may
nothave shared with you
that they really wouid iike
to bea doctor, go into
another business, or move
to another location.

Don’t assume that just because a son, daughter, or other person has the skills, that
they want to spend the rest of their lives on the farm or ranch. They may not have
shared with you that they really would like to be a doctor, go into another business,
or move to another location.
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Listing Key Criteria

Identifying Skills,
Characteristics, and :
Attitudes 1 //

Listing Key
Criteria

Commitment

Justbecause a person is
interested and willing to

!
g
Z
P

iy
- i"‘" st. i i
e f ay with the farm, it does
we!gh“'g E? not necessarily mean they
Criteria 3 r [ l:? have the dedication to plow
] | %" | thetime, energy, and
| tﬂ'i’ resources into itin the same
; - I woa way the founders did or
ansﬂmon - L expect them to. Are they
— V willing to give up vacations,
4 = W forego alarger house,and
Summarizing ) | 2 S | workfromdawn until dark
Criteria Commitment V for the next 30-40 years, if
‘ﬁ? thatis what it takes?
\ J
Making the $
Decision il

Just because a person is interested and willing to stay with the farm, it does not
necessarily mean they have the dedication to plow the time, energy, and resources
into it in the same way the founders did or expect them to. Are they willing to give up
vacations, forego a larger house, and work from dawn until dark for the next 30-40
years, if that is what it takes?
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Click each image to learn more.

tu
Listi —
Mo
s
Weighing '"
Criteria
| [ weighthe [N vistthe [N Rankthe |
 Verlyng Soection
Summarizing
Criteria
Making the o
Decision

Here you want to weigh each criterion, list your potential candidates, and then
discuss and rank those candidates.

Click each image to learn more about these factors.
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Welglung Criteria

Click each image to learn more.

"‘

Weigh the Criteria

It will probably be easiest if you think of each skill and
characteristicrating as a percentage, which together
total 100%. For example, you may decide that:

* Cattle management skills are worth 20% in

importance.
* Accounting and finandal understanding is
Summarizing worth 10%.
Criteria * Work ethic is worth 25%.
Making the s J a 2

Decision

Once you have a complete list of skills and personal characteristics you are looking
for, work with your team to develop a rating of the importance or weight for each
skill and characteristic. Adjust your importance ratings for each skill and characteristic
until the total of all ratings is 100.
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Click each image to learn more.
o
*', I Wil
X
Weighing List the Candidates \
Criteria As you consider the qualifications of each candidate,
you may find thatno one person represents all the
_ Cr skills and characteristics you believe are needed to
properly manage the farm or ranch. Consequentiy,
this may encourage you to consider addingthe
strengths of two or more successors together to forma
full management team.
Summarizing
Criteria
. N\ o @
Making the e
Decision

Next, with your team, list the names of all the candidates you will consider for the
position of successor, or as part of a team of successors. Keep in mind the SWOB
analysis, BSMPs, and strategic goals that you developed in Course II.
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Weighing Criteria
Identifying Skills,

ristics, and
Attitudes Click each image to learn more.

Listing Key - —
Tty
x
Weighing Rank the Candidates S
Criteria We Weigh the numbers against common sense and what

ol You know about that person, and use the ratings as a
‘ B - backdrop for discussion with your planning team.
‘ Verifying Selection
Summarizing
Criteria
Making the ~ 7
Decision

After listing all the possible candidates, it is recommended that the management
team have an honest discussion and score each characteristic and skill possessed by
each candidate. Total the scores for each candidate to give you a picture of how each
ranks against the others. However, be cautious here. Numbers don’t necessarily tell
the whole story. Just because someone ranks highly in a key area does not always
make them a good leader.
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Verifying Selection

Identifying Skills,
Characteristics, and
Attitudes

Three areas which often arise as

lj”ﬂn“q hurdles are the issues of trust,
Criteria faimess, and equitability.

Click each button to learn more.

O m

| =

R C
VS =

Verifying Selection

Summarizing
Criteria

Making the
Decision

Three areas which often arise as hurdles, or at least important considerations, during
many succession and/or estate planning processes, are the issues of trust, fairness,
and equitability.

Not everyone’s understanding of what these mean or how they should be applied to
the process is the same. They should be discussed for a mutual understanding
BEFORE a disagreement erupts down the road because what one person thought was
fair, for example, may seem unfair to another. These issues arise more often than we
would often like to think possible within our own family.

Click each button to learn more about these three areas.
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Verifying Selection
Identifying Skills,

Characteristics, and @
Attitudes

Verifying Selection

Summarizing
Criteria

Making the
Decision

Business knowledge and job skills are important, but do you trust this person or team
to keep the family goals and needs in mind? Will they lead the business while keeping
in mind the individuals that make up the business?

Violations of the trust relationship usually results in a mixture of anger,
disappointment, and frustration for trusting the offender. The more severe and often
the violation occurs, the lower the level of trust becomes, or it may be destroyed all
together. Rebuilding trust is more difficult than establishing trust in the first place and
will involve dealing with the stress the violation imposed on the relationship and
determining if future violations will occur. A process of reconciliation, forgiveness,
and restitution may be necessary if the level of trust has been sufficiently damaged.
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Verifying Selection

Identifying Skills,
Characteristics, and ®
Attitudes

Verifying Selection

Summarizing
Criteria

Making the
Decision

“What is fair?” “What is equal?” These questions have different responses,
depending on who is providing the answer. What is fair and equitable depends often
on your perspective. Your concern at this point is not so much what is fair and
equitable, even though those are important considerations, but what is best, long-
term, for your farm or ranch. Which person or persons will best lead your family
operation to the goals you set for yourselves in Courses | & 11? And, not only who will
lead and manage, but who will own the family business or farm into the future?
Often, when multiple children of the founders exist, the result is ongoing
management by one or two of the children, while ownership is divided equally
between all children, many of whom may be uninvolved in the management and
operation of the business. Those “off-farm” family members often expect an equal
share of the proceeds even though they have not contributed any of the “blood,
sweat, and tears” to the business. This may be an unreasonable situation.
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Verifying Selection

Identifying Skills,
Characteristics, and ®
Attitudes
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Verifying Selection

Summarizing
Criteria

Making the
Decision

Treatment might be fair, but not equal. Has consideration been made of past
contributions by all parties? Does desire and commitment make a difference in who
receives what?

Some family members consider fair to be equal. Equal could mean equal levels of
authority and responsibility, equal income or equal ownership shares, or acres
owned. It could mean an equal dollar value or equal emotional value. Equal
emotional value is more challenging where sentimental meaning or value of items
differs for each individual.

As you see, there are many interpretations of what is “fair” and what is “equitable”
and those interpretations usually are largely dependent on how you personally
perceive the outcome. Serious discussions should be held within the family and the
management succession team until there is more than a cursory agreement on what
will be “fair” and whether that means “equal,” and how those understandings will
affect the succession process.
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Listing Key
Criteria
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Criteria

Summarizing
Criteria

Making the

Decision

BASKET

Criteria Summary

Click each letter to leam what you
need pack for your trip.

. Tmom om W e el
- -

o

BASKET is an acronym which can summarize all the items you will need to gather in

order to prepare for this roadtrip to succession.

Click each letter to learn more.
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Summarizing Criteria

Identifying Skills,
Characteristics, and
tudes

Listing Key
Criteria
Weighing
Criteria

must exhibit
Dehaviors which wiil
Verifying Selection bring to bear his or
her skills,
experience, and
Summarizing talents for success.
Criteria
Making the

Decision

Behavior

A new manager

A new manager must exhibit behaviors which will bring to bear his or her skills,
experience, and talents for success.
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_SUCCESSION

Listing Key
Criteria
Weighing
Criteria
‘ Verifying Selection

Summarizing
Criteria

Attitudes can make
or break the
success of the farm
orranch, long term.

Making the
Decision

Attitudes can make or break the success of the farm or ranch, long term.

46



WHEREDOWE  NAVIGATION mﬂliﬂl
GO FROM HERE

“MANAGEMENT

)

Summarizing Criteria

SUCCESSION

Characteristics, and

Listing Key

Weighing
Criteria

Skills come in many
forms from how to
calibrate a drill to

Verifying Selection developing long-
term risk and
financial
Summarizing management
Criteria principles.
Making the
Decision

Skills come in many forms from how to calibrate a drill to developing long-term risk
and financial management principles.



MANAGEMENT

_SUCCESSION

Summarizing Criteria
Identifying Skills,

stics, and
Attitudes

Listing Key
Criteria
Knowledge
Weighing
Criteria Skills are not very
useful without the
proper

undersianding and

Verifying Selection knowledge of when
and how to apply
them to get the
Summarizing most from the
Criteria operation
Making the
Decision

Skills are not very useful without the proper understanding and knowledge of when
and how to apply them to get the most from the operation.
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Summarizing Criteria

Identifying Skills,
Characteristics, and

Weighing
Criteria

‘Verifying Selection

Summarizing
Criteria

Making the
Decision

Experience

We can have innate
skills and attitudes,
and yet not possess
the experience with
procedures “on the
ground” to properly
use those skills.

We can have innate skills and attitudes, and yet not possess the experience with
procedures “on the ground” to properly use those skills.

49



<’MANAG£MENT>
SUCCESSION

Summarizing Criteria

Identifying Skills,
Characteristics, and
Attitudes

Listing Key
Criteria

Weighing
Criteria Each person is bom
with various talents
and we need to
iz on
Verifying Selection am'bcap“alubs by wm“ '°,s°ng
the best suited person
pe in the various
Summarizing management
Criteria positons.
Making the
Decision

Each person is born with various talents and we need to capitalize on those attributes
by putting the best suited person in the various management positions.
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SUCCESSION

Making the Decision

Identifying Skills, - "
Characteristics, and :
Attitudes How do you go about making the decision?
M'Kgy Several alternatives are available and should be
Criteria :  carefully considered for which might work best for your
: situation.

Click each image to learn more.

Verifying Selection
Summarizing
Criteria
One vs. Many Group
i Consensus
Making the
Decision

There are various ways decisions can be made. If you have been a sole manager, it
may not occur to you that there is any other way to make an important decision than
to decide alone, using your own private reasoning. By considering alternatives
BEFORE finding yourselves faced with needing to make a decision may reduce
disagreement on various fronts about how or who actually carries the responsibility
and authority.

Click each image to learn more.



HOME JOURNEY TO BEYOND COALS WHEREDOWE NAVICATION RESOURCES EXIT
— MANAGEMENT FOR CHANGE GO FROM HERE
MANAGEMENT SUCCESSION

SUCCESSION

Making the Decision

Identifying Skills,
Characteristics, and
Attitudes (
One vs. Many

)

Verifying Selection

Summarizing
Criteria

Making the
Decision

You could use one or a combination of several options in actually making your choice
of a successor or successors. There are numerous approaches to making business
decisions, depending on the situation and type of management system.

As in estate planning, the owner has the final authority in management succession
planning. However, it is recommended that some form of family council or leadership
team process is used. A group discussion and decision-making process with the entire
family, or management team, may help ensure that, not only are you considering all
perspectives and viewpoints, but that the whole team is on board with the decision.
Such decisions may cause anxiety or non-acceptance on the part of some family or
even founders. The more they can be involved in the decision, the more likely they
are to support the final outcome.
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Making the Decision
Identifying Skills,
Characteristics, and :
Attitudes e ®

Group Consensus

Listing Key
Criteria

Verifying Selection

Summarizing
Criteria

Making the
Decision

Group consensus is not always easy to achieve. However, it is worth one’s time and
energy to accomplish a consensus decision; especially when a decision is important
and has long-lasting implications or you need buy-in from those people affected by
the decision.

Hiring or enlisting the aid of a non-biased non-family facilitator will help ensure that:

* All view points and important information are considered,

* A decision is reached that is agreeable to the largest number of those affected,
and

* The founder is seen as open-minded and fair rather than as heavy-handed and
dictatorial.
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Decision-Making Alternatives

Click each method to learn about its pros and cons.

Method Pros

Founder(s) Decide

Majority Vote

Consensus

Arbitrator

Divide Assets

Do Nothing

Click each method to view the pros and cons for the different decision-making
alternatives. This information can also be found in the Workbook, located in the
Resources section.
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Decision-Making Alternatives

Click each method to learn about its pros and cons.

Method

Founder(s) Decide

Pros

Majority Vote

Consensus

Arbitrator

Divide Assets

Fewer opinions and personalities to
satisfy

Quicker ard easier

Uswally less information to process

~

Not as much information is gathered
Less attention is paid to the
perspectives, needs, goals of all team
members

Other family members may rot
accept the decision, causing division
The decision may not “stick” due to
the reaction of others

Decision maler may be seen as heavy-
handed and dictatorial

Do Nothing
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Founder(s) Decide

Majority Vote

Divide Assets

More information wsually comes to
light

Each vating member hasa part
Invalves more opinions and viewpoints

Tales more time and involves more

people

Deciding who vates

Involves more opinions and viewpoints
Mukiple rounds of voting may be
needed if there is no clear majority
Those casting losing votes may feel
dicontentment or ac if they are nat
beirg heard

Those not included in the vote may
feel disenfranchised

Do Nothing
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Decision-Making Alternatives

Click each method to learn about its pros and cons.

Method

Founder(s) Decide

Pros

Majority Vote

Divide Assets

Enlists information and deliberation
from all team members

Gives participants oppartunity to
express pros & cons

Learning and discovery are enhanced
Gives participants a sense of “buy-in"
inthe results

Tende ta reailt in decicinne which are
more fully supported and longer
lasting

Tales significant time & energy to
accomplish, especially when
disagreement is present

1f unsuccessful, another decision-
making process may be required
May require a skilled facilitator or
mediator

Do Nothing
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Decision-Making Alternatives

Click each method to learn about its pros and cons.

Method

Founder(s) Decide

Pros

Majority Vote

Consensus

Arbitrator

Divide Assets

If properly chosen, will be unbiased
and have no “stake in the game™
will elicit all pertinent information
Gives ertire family and management
team someone else to “blame” for
any problems or disagreemerts
encountered

Removes decision from hands of
founder(s), family, presert owners and
managers

Dees notemouu;e succession and

with eam er [Inrnng & discovery
is limited)

Do Nothing
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Decision-Making Alternatives

Click each method to learn about its pros and cons.

Method

Founder(s) Decide

Pros

-
« Gives each candidate equal chance to
succeed

Majority Vote

« Recognizes each recipient as important

Consensus

Arbitrator

Divide Assets

~

« Does not keep the farm or ranch together

« Dividing assets and income may bring
about irsolvercy of each portion

« May set certain recipients up for failure
due to lack of experience

« May pit one recipient against arother or
give the sense of non-receipt of “equal”
chares

+ May create discontent from those not
receiving a portion

Do Nothing
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Decision-Making Alternatives

Click each method to learn about its pros and cons.

Method

Founder(s) Decide

Pros

I
« Removes the need to deal with

Majority Vote

now
« Retains cortrol in hands of present
manager

Consensus

Arbitrator

Divide Assets

-~

« Only puts off the inevitable

« If maintained until death, puts crucial
family and business decisions in the
hands of attorneys and courts

« Probate and estate issues often induce
family disagreements and mark the
death of the farm or ranch asitwas

« Leaves family members feeling
disregarded, untrusted and unimportant

* May cause increased frustration and
isolation of family members, sometimes
to the point of leaving the operation

Do Nothing
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Workbook Activity 3

Where are you on selecting a successor or
successors?

To find out, review or, if time permits, complete
the following worksheet in the Management
Succession Workbook:

« Successor Readiness Worksheet
What skills should a successor have?
What character traits should a
successor have?

Do po ntia cessors have those
needed skills and character traits?

The Management Succession Workbook, located in the Resources section, has

information and a worksheet that can assist you in scoring management candidates.

Use multiple worksheets, if necessary.

The value of this worksheet is it will help you to answer the following questions:
* What skills should a successor have?

* What character traits should a successor have?

* Do potential successors have those needed skills and character traits?
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Knowledge Check

Determine which questions below areadd din the Successor Readiness
worksheet and drag them to the folder.

I —— ]

R
Q Q 2 Q 3 Q 4 Question-5

Do potential Has a detailed What character Have founders What skills should
successors have outline been traits should a defined what a a successor have?
those needed assembled for successor have? happy and
skills and monitoring the fulfilling
character traits? transition retirement means

process? for them?

Let’s take a moment to check your knowledge.



Knowledge Check

Correct

That is correct. The value of the Successor
Readiness Worksheet is it will help you answer

these questions.

Do potential What character What skills should
successors have traits should a a successor have?
those needed successor have?

skills and

character traits?

4 4

I
Question-2

Has a detailed
outline been
assembled for
monitoring the
transition
process?

Question-4

Have founders
defined what a

and
fulfilling
retirement means
for them?
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How do you start to make the transition?

%ll

Is the successor ready? Yes or no.
* If yes, how do you start the transition?
* If no, how can you coach/mentor him/her?

Once the transition team has made the selection of who to establish as successor or
successors, you must begin the transition process. Several issues must be considered
in determining the timing and speed with which you start turning over management
decisions, responsibility, and accountability.

Click each tab to learn more about these issues.
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Is the Successor
Ready?

Probationary

Period

Uﬂ

Developmental
Plan

Y

Making the
Transition

1

a

Is the Successor Ready?

S

=0

First, is the successor ready to start today? You would probably have different
expectations for someone who is 18 years of age and finishing high school versus
another who is in their mid-forties and has been working side by side with you for the

past 20 years.

Here is a checklist to help you develop a program to ensure the successor or
successors are well prepared. This checklist is also located in the Resources section.
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Probationary Period

It may be wise to establish a trial or probationary period for the new manager, in
which you slowly increase his or her roles and responsibilities, while judging his or
her skills and commitment to the position of manager.

If you are unsure of the abilities of the person or persons you have chosen as a
management successor, then such a trial period could be written into any succession
plan, with the provision that the plan will be revisited and open to amendment as
needed.
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Developmental Plan

In addition to a possible probationary period, every succession plan should contain a
developmental plan, outlining the steps for training and increased responsibility by
the new manager or managers.

It is seldom satisfactory, unless in an emergency situation, for the present manager to
simply step down in one fell swoop. New managers should be given time and training
to properly learn each new level of responsibility until they have the reins of the
entire operation firmly in hand. This process is good for all involved.

At the same time, such a process allows the outgoing manager or managers time to
adjust to less responsibility and authority within the operation and prepare for
retirement. Minimizing the stress of such a change by working through it over time
often makes the most sense.

Discuss with the successor or successors which skills and tasks they and you feel
comfortable with them handling, which ones need strengthening, and which are new
to them. Be as complete and specific as you can. Leave these discussions with an
agreed-upon, comprehensive list of prioritized skills with needed training and
timelines.
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Making the Transition

Transition of
Management

S

h N

Fluid Transition

Transferring management of the family business is challenging. In addition to the
feelings and needs of everyone involved, individual interests and skills should also be
taken into account. Many founders fail to stop and consider that family members may
have accepted a role in the family business only because it needed filling. They may
have experience and interest in something different than what they are doing today.

There comes a point when the management team, founders and successors, must
actually take that first step in beginning the transition from one to the other.

How do you move from the planning stage to actually turning over control? It will
vary with the situation and those involved, but it is advisable to set benchmark dates
on your calendar for various steps of transition to happen and then write them into

your transition plan.

Click each image to view information making the transition.
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Is the Successor Probationary Developmental | | Making the
Ready? Period Plan Transition

4 X

Transition of Management

During this transition period, it is important that those turning over
management of the business hold the person(s) being groomed
accountable for learning the skills and developing the attitudes and
characteristics which will best lead the farm toward those goals which
have been identified as critical to its success. Continue to evaluate the
success of your development plan and its progress and do not be afraid
to hold councils or discussions to gain input into whether things are going
as pianned.

Use a blend of learning methods such as outright teaching, sharing of information,
hands-on experience, and latitude to make decisions and deal with the
consequences.
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Is the Successor
Ready?

Probationary
Period

Developmental
Plan

Making the
Transition

4 X
Fluid Transition

Honest discussions must be held to ascertain the intent and desires of
those moving out of management.

* Dothey want to keep a hand in the operation to the end?

* Willthey be satisfied to settle into an advisory role?

» Would they like to be totally free of any management stress in the end?
* Do new managers see themselves in a partnership with past managers,
would they like to seek out the past managers for advice and support,
or do they want full autonomy?

These considerations must be balanced with the needs, vision, and desires of those
moving into management from the next generation.
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Workbook Activity 4

Where are you on assessing the
expectations of managers vs.
successors? To find out, review or, if
time permits, complete the following
worksheet in the Management
Succession Workbook:

« Successor Ranking Worksheet
0 Have you listed the
possible successors?
0 Have you prioritized the

characteristics?

Have you ranked the
candidates in each skill or
characteristic?

Have you developed an
overall rating and ranking
of candidates?

The Management Succession Workbook, located in the Resources section, has
information and a worksheet that can assist you in assessing expectations of present
managers or founders versus the successor or successors.

The value of this worksheet is it will help you to answer the following questions:
* Have you listed the possible successors?

* Have you prioritized the needed skills and characteristics?

* Have you ranked the candidates in each skill or characteristic?

* Have you developed an overall rating and ranking of candidates?
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Knowledge Check

Determine which questions below areadd din the Successor
Ranking Worksheet and drag them to the folder.

Question-1 Question-4 Question-5

Have you Have you listed Have you Have you ranked
developed an the possible prioritized the the candidates in
overall rating and successors? needed skills and each skill or
ranking of characteristics? characteristic?

candidates?

Let’s take a moment to check your knowledge.



Knowledge Check

Correct

That is correct. The value of the Successor Ranking

Worksheet is it will help you answer these

questions.

O 5

Q 2 Q a4

Have you listed = Have you

the possible prioritized the
overall rating an  successors? needed skills an
ranking of characteristics?
candidates?

Have you ranked
the candidates in
each skill or
characteristic?
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Continuing the Roadtrip

Click the Stop 4 icon to continue the roadtnp.

You have completed Stop 3, Select the Appropriate Successor or Successors. Click
Stop 4 to learn how to develop a written plan.
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Stop 4: Develop a Written Plan

Our fourth stop is to develop a written succession plan.

Let’s explore how the Miller family developed their plan.
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The Miller Family: Developing a Writt

Family council meeting with Judy, Graham,
Martha, Joshua, Cindy, Clarisa, and Jedidiah (&

Judy and Graham develop a written plan outlining the management succession and
submit it to the rest of the team at a family council meeting. At this point they want
to focus on actions, critical goals for change needed to complete the management
succession, and begin to implement the plan.

They start this process by outlining their goals for change on the Kalang Ranch. Next,
they create a Gantt chart to map out the start and end dates for each goal and
associated action steps in their plan.

One of the most significant components was to contact and engage a 3professional to
provide formal communication skills and conflict resolution training for all the
individuals in the family. This was intended to directly address their very low
assessment scores in these areas and avoid the big problems previously experienced
by the family and the ranch.
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for Change

Scheduling
Action Steps

HOME JOURNEYTO
MANAGEMENT
SUCCESSION

'WHERE DO WE NAVIGATION RESOURCES
GOFROMHERE

In many cases agreements, plans, or
procedures not written down create a
situation ripe for misunderstandings,
hard feelings, and even litigation.

After animportant and detailed
discussion, such as how to transition
management, what one person
TEMEMUETS and what another person
remembers, say in five years, will likely
be significantly different.

Click each tab to learn more.

EXIT

Managers who are used to carrying their management information in their heads and
making their decisions “on the shirt sleeve” or in a pocket notebook, may think it

unnecessary to write out an entire succession and management plan.

Don’t ignore this step and set the management transition process up for failure down

the road.

Click each tab to learn more about developing a written plan.
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Assessment

Components of a Written Plan

Assessment

Written Plan The assessmentexamines interpersonal, business, and succession planning isues.

Click each area of concern to show the assessment score range.

Interpersonal issues
® Perspectives Red (0-128) (129-214) Green (215-301)

* Communication Red (0-80) (81-134) Green (135-189)
* Managing Conflict Red (0-56) (57-54) Green (35-133)
DaaHvn e
for Change Business Issues
® Formaleed Management Red (0-128) (129-214) Green (215-301)
 Business Communication Red (0-26) (27-84) Green (45-63)
Scheduling - -
Succession Planning Issues Red (0-85) (90-149) Green (150-217)

Action Steps

This portion of the plan begins with the assessment scores completed as part of the
first course in this series, Management Succession: Where Are We? If you did not
complete this course, it would be a good idea to do so before proceeding.

You should include these assessments at the beginning of your written plan to help
expand the rest of the plan and to monitor your progress.

Scoring for each of the issue areas is arranged using a Red-Yellow-Green approach to
indicate increasing improvement.

Click each area of concern to show the assessment score range.

RED indicates an area that should raise an alert. The score for this area indicates
attention is needed to increase the chances of a successful management transition.
YELLOW indicates an area that you should be cautious about. The score for this area
indicates improvement is needed to increase the chances of a successful
management transition.

GREEN indicates an area of strength. Congratulations! The score for this area is strong
and suggests a high chance of a successful management transition.
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Assessment Click each icon to learn more.
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Beyond Goals f f
for Change 1] 1]
e i H
Roadmap i i
for Change i i
Scheduling f i
Action Steps f f
. R =
- = .. |- ||

This portion of the plan requires completing the worksheets introduced in the second
course in this series, Management Succession: Where Do We Want To Go? If you did
not complete this course, it would be a good idea to do so before proceeding.

Let's review how these worksheets are set up.

Click each icon to learn more.
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Written Plan

for Change

Scheduling
Action Steps

BEYOND GOALS WHERE DOWE NAVIGATION RESOURCES EXIT
FOR CHANGE GO FROM HERE

[Where Do We Want To Go?

Assersmes
—1 areas

scores

Written Plan

SWOB
The assessment provides scores that will help
you to identify:

*Various strengths and opportunities that

vou should find wave to
you snould find waystc

capitalize on.

* Areas of weakness or barriers to moving
forward that must be carefully considered.

L T T T T T T T T T

Where the assessment identifies various strengths and opportunities, the team will
look for ways to capitalize on them. Conversely, where the assessment process
identifies areas of weakness or barriers to moving forward, those must be very
carefully considered. Critical questions must be asked with the intention of seeking
out reasons and explanations behind why certain practices have not been previously
adopted. The time and attention devoted to thoroughly evaluating past practices will

determine the success of the succession process.
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In this section of the worksheet,

MANAGEMENT l:'l:: FORCHANGE GO FROM HERE
\ SUCCESSION /
Written Plan
i Click each icon to learn more.

v === e ..—Q.. .
: Best Succession Management Practices to Adopt
: 1 External Resources 10 Access

Written Plan $ T
: HL | BSMPs and External Resources | |

1 you will outline the formal steps
I for addressing the SWOBs, -
Il which includes: -
* One or more BSMPs listed for each area of concern,

as appropriate. B

Roadinap - ® Externai resources shouid be carefuliy considered M
for Change § HH -
: - -

Scheduling H H
Action Steps in| = H
e H

Once it is well understood why existing weaknesses and barriers in the current
methods of conducting the business exist, the process may move to outline the
formal steps for addressing the SWOBSs. This step involves identifying the appropriate
BSMPs to adopt and which external resources may be needed to move the business
toward its transition goals.

One or more BSMPs should be listed for each area of concern, as appropriate. In
addition, external resources should be carefully considered in how they may help to
accomplish each BSMP selected. Several may be required for each succession goal
listed.
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Written Plan

Assessment Click each icon to learn more.
ety
=1 1 1]

e — e &
w!m*"'.“
|| Goal for Change o

In this column, you will write the
transition goals that will help move
1 the individuals and business into

— the future.

Scheduling
Action Steps 1

Wi [—

Finally, the plans should provide a description of the transition goals for the area you
are working on. Multiple goal statements may be needed to adequately describe
where the individuals and business are intending to move toward into the future.
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\ SUCCESSION /4
Beyond Goals for Change

Assessment

The first step in making the
management transition a reality

Written Plan : is to communicate the planyou

have developed to all parties

involved - present management,
new management, family
members, employees, advisors,
and associates. Communicating

R();}dn};\.p the nlan icthe firet action of
for Change : implementing the plan or, put
another way, beginning the
actions needed to make the
plan happen. This

communication takes place in

Scheduling
Action Steps

Stop 5: Communicate the Plan
covered later in this module.

Moving beyond the written succession plan and goals for change, requires action. The
strengths and weaknesses, BSMPs, external resources and goals must be acted on in
order for management transition to be completed.

The Roadmap for Change describes the resources and activities necessary to
complete the succession process. The part each team member will play in the
transition process is outlined, additional resources needed are considered, and a
detailed timeline with specific action steps are described.

Next, you identify which goals for change are most critical for successful transition of
management responsibilities. This may include goals that are critical because they
must take place before others. Other goals may be critical because they are more
important or have greater significance to the situation than other goals.

Prioritized goals for change can help guide carrying out the plan, as well as give
management direction in the monitoring and adjustment point of the process.
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Roadmap for Change

Assessment ¢ The Roadmap for Change provides 3 detaled description of the actions needed, the roles and
: responsiblities of varbus team members, and the deadlines for ofa ple $
! process. i

=
Outside resource s needed
—— — —
— I ‘
Roadmap i [7‘ e |
Roadman : i
for Change g :
: Acion
e ‘ Person sccountble
H 4 Monitoring system
Scheduling : [ ‘ =
Action Steps : Completion
C usDA
RocurRisx RMAa © st et e ]

The roadmap for change describes how you will get from where you are to where you
want to go.

To give the succession plan the greatest chance of success, those plans should:

* Address a specific goal for change,

* Provide a detailed description of any outside resources that may be required to
complete the goal,

* Break plans down into specific action steps,

* Schedule the order of action steps,

* Assign a date for completing each action,

* Describe the team members responsible for each action step, and

* Describe the approach that will be used to track progress.
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Scheduling Action Steps

click each image to learn more.

Written Plan - - ==
—_
e —
End-Point Optimist/Pessimist
Scheduling Scheduling
-
s ‘
Boadmas o - e
for Change : “v.0" ‘
Calendars Pert Charts
Scheduling
Action Steps = —mme-
—_—

Gantt Charts

There are many and varied methods used by business managers for scheduling and
tracking business actions. Not all approaches are suitable for all situations. Some
managers prefer one approach more than another. Certain methods may work better
for some types of change, like transition management responsibilities, but may not
work so well for something like inventory management.

When moving beyond the goals for change, the transition team will need to take a
hard look at the implied action steps and select an appropriate method for tracking
those changes. Several alternative approaches are offered here, although there are
also others available. Select the scheduling approach that seems most appropriate for
the changes planned.

Click each image to view information about these key criteria.
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Written Plan

Beyond Goals
for Change

Daadman

Scheduling
Action Steps

End-Point Scheduling

A good way to schedule is to start with the
time the objective is to be accomplished
and work backward to the present.

The use of end-point scheduling helps you
to be realistic in your schedulirg because
it requires that you start with the time
when you wish to finish rather than the
time when you can start 1t is the finich
time thatis most important.

- E=n

click each image to learn more.

e 4

e

End-Point  OPtimist/Pessimist
Scheduling Scheduling

ey

Calendars Pert Charts

Gantt Charts (-

86



MANAGEMENT

SUCCESSION

Assessment

Written Plan

Beyond Goals
for Change
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Scheduling
Action Steps

® Optimist/Pessimist
Scheduling
First, you determine the optimistic
parameter by asking: how much time will it
take to accomplish if everything goes well?

Next, determine the pessimistic boundary
by asking: how much time will it take to
accomplish if everything goes pocrly?
Finally dnce ynu da not know sverything
that codd go wrong will go wrong and that
everything that could go right will go right,
yau pick what will be the most realistic
time.

‘ This forces you to set an upper and lower
boundary on the time estimates and focus
onthe area within the boundary.

click each image to learn more.

End-Point Optimist/Pessimist
Scheduling Scheduling
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Written Plan

Beyond Goals
for Change

|

Calendars

A desk-top calendar that depicts the entire
weekin some detail allows you to write in
when various action steps have to be
accomplished during the course of the year.

A pocket calendar is rot as detailed but does
allow for easy portability.

A wall calendar that depicts month by month
allows you to see ata glance when action
steps need to be completed.

Day planners are more complex but allow
you to review several prgjects and plans at
the same time.

click each image to learn more.

End-Point  OPtimist/Pessimist
Scheduling Scheduling

Gantt Charts (=)
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PERT Charts

This technique involves graphically laying
out the sequence of steps or events that
must be accomplished in order to achieve
the objective. The time to complete each
event s clearly s pecified.

Finally, a critical path is determined The

consicered the critical path since any
delay inthis path will delaythe entire
project.

clickeach image to learn more.
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=
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I

End-Point Optimist/Pessimist
Scheduling Scheduling
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Beyond Goals
for Change

Scheduling
Action Steps

®Gantt Charts

A Gantt chart depicts the
beginning and ending dates for
an event, the sequencing of
events, and the extent to which
an event is completed. As
action steps are accomplished,
thev are nated on the chart.
Barriers are also identified. Itis
the timing of action steps that
‘ are important in Gantt charts.

click each image to learn more.

End-Point Optimist/Pessimist
Scheduling Scheduling
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Time is a Resource

Click each Fact icon to learn more.

To control your operation and your life,
FACT #1 you must control your time.

FACT #2 You have all the time there is.

You cannot save time--you can oniy
FACT #3 spend it or invest it.

Click each Fact icon to learn the importance of time and how it is a key resource
needed to starting and completing a succession plan.
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Workbook Activity 5

Where are you on developing your written
plan? To find out, review or, if time permits,
complete the following worksheet in the
Management Succession Workbook:

}

= Roadmap for Change Worksheet
» Hasa management succession
assessment been completed?
« Have the business strengths/
weaknesses and opportunities/

» Hasa for Change been
drawn up to outline the steps to
reach the goals of the
farm/ranch?

EDDDDDI!

The Management Succession Workbook, located in the Resources section, has
information and a worksheet that can assist you in developing the first portion of a
written plan.

The value of this worksheet is it will help you to answer the following questions:

* Has a management succession assessment been completed?

* Have the business strengths/weaknesses and opportunities/barriers been
assessed?

* Has a Roadmap for Change been drawn up to outline the steps to reach the goals
of the farm/ranch?
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Knowledge Check

Determine which questions below are addressed in the Roadmap for

change Worksheet and drag them to the folder.

e

Question-1 I Question-2 Q ion-3 Q ion-4 Question-5

Has a detailed Has a Has a Roadmap Has any thought Have the business
outline been management for Change been been given to strengths/
assembled for succession drawn up to periodically weaknesses and
monitoring the assessment been outline the steps replanning or opportunities/
transition competed? to reach the goals reevaluating the barriers been
process? of the farnv management assessed?

ranch? succession plans

Let’s take a moment to check your knowledge.



|
Knowledge Check e

That is correct. The value of the Roadmap for
Change Worksheet is it will help you answer these

questions.

Ll 1

Q Q 3 Q s

Has a Has a Roadmap Have the business
management for Change been strengths/
succession drawn up to weaknesses and
assessment been outline the steps opportunities/
competed? to reach the goals = barriers been

of the farmv assessed?

ranch?

Question-1 '

Has a detailed

outline been

assembled for

monitoring the

transition reevaluating the

process?

succession plans
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Continuing the Roadtrip

Click the Stop 5 icon to continue the roadtnip.

You have completed Stop 4, Develop a Written Plan. Click Stop 5 to learn how to
communicate the plan.
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Stop 5: Communicate the Plan

Our fifth stop is to communicate the plan.

Let’s explore how the Miller family has communicated their plan to the rest of the
family.
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Family council meeting with Judy, Graham,
Martha, Joshua, Cindy, Clarisa, and Jedidiah

Judy and Graham worked closely with the family during this process. Everyone was
aware of the initial plans. However, not all family members were aware of
developments since the initial draft. Judy and Graham gathered the family together
to present their plan in its entirety. During this meeting they gathered some
additional feedback from everyone and discussed sharing the plan with stakeholders
and outside resource people to get some additional perspectives.

It was decided through the discussions that Graham should involve Joshua in future
meetings with the Bureau of Land Management, Forest Service, and Natural Resource
Conservation Service. The two of them would share appropriate portions of the
Kalang Ranch transition plan with representatives of these agencies.

In addition, Graham and Clarisa would arrange to meet with their lender to share
portions of the plan and discuss upcoming role changes.
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Talk to
Stakeholders

There are many alternatives for
successfully communicating the
approach selected for transitioning
management of the business. The most
important thing is to select one and
make sure not to leave out anyone
who should know.

Make sure to communicate with the:
* Successor(s)
* Family members
« Stakeholders

Click each tab to learn more.

Once the plan is written, you should communicate the details to family members,
employees, and others who have interests in the continuity and success of the
business. The existence of a plan will likely reassure everyone involved and allow
them to align their own future plans to ensure a smooth transition.

There are three primary groups of persons you need to communicate with: the
chosen successor or successors; the entire family, including those off-farm; and other
stakeholders like advisors, accountants, attorneys, financial lenders, and other
stakeholders.

Click each tab to learn about communicating with each of these groups.
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Talk to Successor(s)

Talk to Successor(s)

The present manager may
assume that the only thing
his/her chosen successor
wants is to take on the life-
long responsibility of running
the family farm or ranch. But,

Talk to : what if the successor has
Stakeholders 3 dreams to go into another

3 business, or starta

professional career, or get
MaiTied and MovE o another

location?

Do not assume you know.
Such assumptions are the
way to future trouble and
heartache.

Before announcing your decision, be sure to spend time in an honest and in-depth
discussion with the person or persons whom you have chosen as successor or
successors. Management is an honor and sign of trust, but also a long-term
responsibility and burden.

Don’t assume until you have had more than a cursory talk with the persons you have
in mind, explaining all they will gain, but, also, all they will be giving up by taking on
this responsibility. Ask them if they really want to do this. They may whole-heartedly
accept the honor, responsibility, and sacrifice, or they might be hesitant and want to
give it a trial run, or they could totally reject the idea.
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Talk to Family Members

Talk to Successor (s) i Think about what form of
i announcement will be the most i

i positive and encouraging for the
i majority of the family.

i« How could you frame and
Talk to : celebrate this decision and
Stakeholders : transition as a positive step into
the future, as a reason for

celebration of past progress and
Kibiion momon fend

future promise?
« Perhaps a family gathering or

dinner, where you can officially

announce your successor(s) and -

applaud their commitment to
: the future of the family business?
! « Whatabout a family council
i meeting or business meeting to
announce the choice?

There are multiple ways to communicate the choice, once the decision has been
made. To hold such a decision in secret, even if it may be unpopular with certain
people or factions, will only contribute to rumors, suspicion, confusion, and fertile
ground for hard feelings. The sooner the decision is shared with those concerned, the
sooner each can come to terms with the decision and start to move forward with the
transition.

If a group gathering or celebration is not possible, have a personal conversation with
each of those who need to know.
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Talk to Stakeholders

Talk to Successor(s)
Stakeholders (bankers, advisors,

business owners, etc.) can
provide valuable information
and advice about how to make
changes and adjustments, both

Talk to in your business and in your
Stakeholders relationships with other
businesses and entities, to best S,

Ll
incorporate your management E.-J /

u y )
changes. V ]
Change always brings some y

’

degree of stress and
uncertainty, and your purpose
should be to minimize that as
much as possible during this
transition period.

It is important that the choice also be communicated to the succession team,
employees, and any other stakeholders involved or concerned with the ongoing
operation of the enterprise. As with family members, the sooner the decision is
shared with those concerned, the sooner each can come to terms with the decision
and start to move forward.

When the choice is communicated, make clear the terms of the transition.

* |sitimmediate and permanent?

* Isitatrial or probationary period?

* If probationary, when will the decision become permanent?

* Will present managers transition out as the responsibility and authority of the new
manager or managers is increased?

Those working in the business will need to know what the chain of command is and

what has changed if they are to work efficiently and without undue stress and
anxiety.
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Implement the Plans

Review your initial “Goals for Change” and their “Action Steps” and
reconfigure the assignment of responsibilities, financial inputs, capital
resources to best accomplish the goals and management changes.

A smooth transition is not an accident - it is planned. Determine the
are now to where you want to be.

Continually monitor and eval uate progress and oommmkateyou{[

Click each image to learn more.

Resources Plan Coordination

Implementation is about making sure the correct resources are available where and
when they are needed. Those resources may include financial assets, additional skills,
or even outside expertise.

The retiring managers and successors and any associated management team
members should hold regular and thorough conversations to detail how and when
changes are made and who is responsible. Without a conscious effort toward clear
and complete planning for change and its implementation, the transition will be
incomplete and uncoordinated at best and a possible disaster at worst.

Communication among team members is key to coordinating resources, especially
regarding team roles and responsibilities.

Click each image to learn more about how to implement your plan.
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* Resources include more than the physical assets, even though those are
important. Consider whether sufficient quantities of each resource have been
assigned to enterprises and whether those enterprises are timed and located
in such a way that your resources such as time, machinery, funding, and labor
can be spread across the calendar to prevent shortages at busy times and
excesses during the off times.

* These allocations must be regularly discussed in detail by management to
properly move forward.

Decisions must be made concerning how much and what type of land is dedicated to
each part of the enterprise, whether the family labor force is sufficient and possesses
the necessary skills needed for each enterprise, and whether there are sufficient
capital and capital goods to properly support the operation and attainment of
identified goals. In addition, it is important to assess whether there are enough hours
in the day to accomplish your goals and how the time of each team member and
employee is best spent to meet your needs.
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Plan Coordination

Plan how you will coordinate the changes you have envisioned. They won’t
happen by themselves.

Resources Plan Coordination Communication

The management team needs to plan and orchestrate each step as they move
through the process.
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Communication

Don’t assume that the expectations, analysis, and sense of accomplishment, or
thoughts for adjustment along the way will be the same between any two
management team members. Every person will have their own bias affected by
their personality, position, experience, age, etc. Only by establishing a strong
communication system between all those involved (founders, successors, family,
employees, advisors, etc.) will disagreements be worked through and divisions
avoided.

Changing your communication habits may be difficult, especially if you are used to
making decisions and implementing them independently. It is advisable to establish a
formal communication process rather than rely on chance discussions while hitching
up the grain drill or vaccinating calves. Courses | & Il provided information on how to
establish family council meetings, business management meetings, and other
communication processes. Discuss how you will communicate your observations,
thoughts, ideas, and assessments to provide feedback on your success and
adjustment to your implementation steps.
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Workbook Activity 6

Where are you on communicating your plan
and implementing it? To find out, review or, if
time permits, complete the following worksheet
in the Management Succession Workbook:

= Communication Worksheet
0 Hasa list of individuals that need to
be aware of the management
succession plan been put together?

Have the various alternatives for

discussed?

Has a decision been made?

Have methods for resolving conflict
been discussed, should the
communication process not go well?

The Management Succession Workbook, located in the Resources section, has
information and a worksheet that can assist you with communication and
implementation.

The value of this worksheet is it will help you to answer the following questions:

* Has a list of individuals that need to be aware of the management succession plans
been put together?

* Have the various alternatives for communicating the plan been discussed? Has a
decision been made?

* Have methods for resolving conflict been discussed should the communication
process not go well?
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‘ Knowledge Check

Determine which of he questions below are addressed in the Communication

Worksheet and drag them to the folder.

Question-1 l Question-2

Have the various Have you
alternatives for prioritized the
communicating needed skills and
the plan been characteristics?
discussed? Has a

decision been

made?

e

Question-3

Have methods for
resolving conflict
been discussed
should the
communication
process not go
well?

Let’s take a moment to check your knowledge.

Question-4

Has a list of
individuals that
need to be aware
of the
management
succession plans
been put
together?

Question-5

Have contingency
plans been discussed
and drafted in the
case where

management
succession does not
proceed smoothly?
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Correct

That is correct. The value of the Communication
Worksheet is it will help you answer these

questions.

1
Q 1 Question-3 Q

Have the various Have methods for | Has a list of
alternatives for resolving conflict | individuals that
communicating been discussed need to be aware
the plan been should the of the
discussed? Has a communication management
decision been process not go succession plans
made? well? been put
together?

Question-2

Have you
prioritized the
needed skills and
characteristics?
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Continuing the Roadtrip

Click the Stop 6 icon to continue the roadtrip.

You have completed Stop 5, Communicate the Plan. Click Stop 6 to learn how to plan
for retirement.
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Stop 6: Plan for Retirement

Our sixth stop is to plan for retirement.

Let’s examine how the Miller family has planned for Judy’s retirement.
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The Miller Family: Planning for Retirement

Judy and Graham working in the office

Based in part on feedback from Jedidiah, the stakeholders, and outside resources,
Judy and Graham, in consultation with the rest of the team, mapped out a financial
plan for Judy to retire.

This included Clarisa beginning to take over the book keeping role under Judy’s
mentorship. They considered how wildlife on the ranch could be used as an
additional source of income for Joshua’s growing family. The family also discussed
how Judy would be cared for, should her health begin to decline during retirement, as
suggested by the Lasting Legacy courses.

The ranch will provide for Judy as long as she is able to live unassisted in her own
house, as she has been doing since Joe passed. This includes a monthly stipend in
addition to her social security check.
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Founder
Retirement
Planning for retirement involves at

least two aspects:
Financial
Preparation « Changing of the guard in the
realm of authority and
responsibility.
« Developing a plan to support the
retiring managers financially.

Jick each tabtoleam more,

One more important step of planning remains. It is vital to determine specific steps to
move the present managers from full day-to-day management of the farm or ranch to
full time, retirement, and transition the new manager or managers to full authority,
so that, they can begin to plan and prepare for the next successors, who will carry the
operation on into another generation.

Click each tab to learn more about founder retirement and financial planning.
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Financial
Preparation

specific steps may include:

* Afinancial plan showing how
retirement will be financed.

* Anagreement between the
retiring manager(s) and the
successor(s) about the extent
of the involvement the older
generation will continue to
have in thebusiness.

* Anagreement ahout where the
various farm families will live.

* some ideas about what
activities will absorb the
retiring generation’s creative
energies.

Determine the specific steps from now to full retirement.
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Financial
Preparation

The retiring managers often
must rely on the business
for support during the later
stages of life.

Financial preparations
should be made to

accommodate retiring
founders as well asthe

cuccaccorle) trancitioning

uccascorie] trancifionis =4

into management.

If necessary, talk to
financial, investment, and
retirement planning
experts.

Oftentimes, so much money has been invested in the farm or ranch, that no savings,
investments, or retirement funds have been established for those who are at the

retirement stages of their lives.
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Questions To Answer

1) What can we do to treat all the offspring
fairly and equitably?

2) How can the senior generation prepare for
retirement?

a) How will retirement be financed?

b) What, if any, involvement will the senior
generation continue to have in the
business?

c) Where will the families each live?

d) What will the founders do during their
retirement?

business?

How will the successor(s) be prepared?
How will the transfer of ownership be
handled?

How do we want to treat non-family
employees?

Your role is to create viable alternatives, not immediately solve the problem. Many
decisions need to be made along the way and generating options for each should be
your first goal. Here are some questions you should consider in developing options
for consideration.

Upon completing your answers, you can print them by clicking the print icon.
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Workbook Activity 7

Are you prepared for retirement? To find out,
review or, if time permits, complete the following
worksheet in the Management Succession
Workbook:

B ]
How Do We Get There From ore? Pan for Retirement WORKSHEET

« Plan for Retirement Worksheet
o Have the founders defined what a
happy and fulfilling retirement means
for them?
Have the founders taken time to
estimate what theur income and

Have the founder 's retirement income
needs been considered when
developing the management
succession plan?

The Management Succession Workbook is located in the Resources section. In the
Workbook, you will find information and a worksheet that can assist you in
developing a retirement budget.

The value of this worksheet is it will help you to answer the following questions:

* Have the founders defined what a happy and fulfilling retirement means for them?

* Have the founders discussed and made known their wishes regarding work on the
farm/ranch after they retire?

* Have the founders taken time to estimate what their income and expenses might
be in retirement?

* Have the founder’s retirement income needs been considered when developing
the management succession plan?
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Determine which of the questions below are addressed in the plon for
Retirement Worksheet and drag them to the folder.
ey
Question-1 I Question-2 Question-3 Question-4 Question-5

Have contingency Have the founders Have the founders Have the founders Have the founder’s
plans been discussed defined what a discussed and taken time to retirement income
and drafted in the happy and made known their estimate what needs been
case where fulfilling wishes regarding their income and considered when
management retirement means work on the expenses might be developing the
succession does not for them? farm/ranch after in retirement? mang

succession plan?

proceed smoothly? they retire?

Let’s take a moment to check your knowledge.
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‘ That is correct. The value of the Plan for
pet  Retirement Worksheet is it will help you answer
‘ .
et these questions. :
k
N > -

Q 2 o

Have the foundel Have the founder Have the founde
defined what a  discussed and taken time to
happy and made known thei estimate what
fulfilling wishes regarding their income anc
retirement mean work on the expenses might
for them? farmvranch after  in retirement?

they retire?

Question-1

Have contingency
plans been discussed
and drafted in the
case where

management
succession does not
proceed smoothly?
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Continuing the Roadtrip

Click the Stop 7 icon to continue the roadtrip.

You have completed Stop 6, Plan for Retirement. Click Stop 7 to learn how to enjoy
the years ahead.
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Stop 7: Enjoy the Years Ahead

Our seventh stop is to enjoy the years ahead.

Let’s explore how the Miller family is enjoying their life.
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Family council meeting with Judy, Graham,
Martha, Joshua, Cindy, Clarisa, and Jedidiah

Judy and Graham set up regular meetings with the team that includes revisiting the
transition plan to confirm it is on track and to adjust as needed.

In addition, given the experience of losing Joe so suddenly, they decided to plan for a
variety of contingencies, including looking at making sure a backup person was
familiar with as many critical ranch business roles and responsibilities as possible.

Graham strongly argued that they should begin developing a strategy to include any
children (Joshua, Clarisa, or Jedidiah) who might have an interest in the ranch. This
would require meetings with outside resources, including their tax accountant, legal
counsel, and perhaps a professional estate planning advisor.

They also developed a monitoring strategy that included new business roles for family
members not directly involved with day-to-day operations to make sure the transition
strategies put in place were properly carried out.
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Continue Blazing the Trail

Monitor and
Readjust

Plan for
Contingencies

Replan

You have reached your initial
destination and now you will need to

blaze the trail for the next generations.

Click each tab to learn more.

(2]

You have reached your initial destination, and it will create peace of mind for the
founders and in-coming generation. But you will need to forge ahead and blaze the
trail for the next generations through monitoring and readjusting, planning for

contingencies, and/or replanning the journey.

Click each tab to learn about communicating with each of these groups.
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Monitor and Adjust
Monitor and
Readjust Youshould track progress asimplementation @
- of the transtion pbin begis. Periodicaly s v

review theapproach selected to ensureit b4 ‘1
remansthebest path to success. Adjust to o

S =
Management leadersshould regularly review

the written plan for managementandleada
discusson on whether goalsand actionsare

being properly implemented. Bxpect Formuate Imglement
differencesof opnion. Thesedifferences Syategy Srategy
reedicheronedoutandconersue

reached onhow tocontnue.

Reviaw thercadmapto

Management Successon ""c'm ' - n 2 "m ' " :‘
worksheets developed for

each goal for change.

dick each button to leam more.

Even with the best of plans, changes occur as those plans are put into action. In order
to minimize the impact of change, succession plans must be monitored and reviewed
as plans unfold to allow for mid-course correction and adjustment, as needed.

As indicated earlier, this makes the establishment of an effective communication
system critical for success. Tracking the progress of your action steps and reviewing
the need for adjustments can be casual observations made while involved in the
process, but notes need to be compared and agreement on continuation or
adjustment should be formalized.

The Roadmap to Management Succession worksheets contain sections to indicate
who will be responsible for various action steps and the tracking or monitoring
systems that will be used.

Proper management and management transition is not a simple or easy process, but
remember your goal is to pass your farm or ranch on to the next generation and not

let it become one of the 9 out of 10 that dies by the third generation!

When monitoring and adjusting your plans, there are two types of control for the
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implementation process. Click each button to learn about each type.
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Monitor and Adjust

Monitorand
Readjust

Plan for
Contingencies

Replan

Informational Control
Informational control: doing the rightthings

Describes both the action of checkingto see thatthe
right things are being accomplished and ad justing
activities as needed to keep on course. The Action Plan

workshoaat nracantad aarli
worksacet presented carii

monitoring the plans asthey are executed.

< anractical tool for
s a practical too: for

®

Informational control describes the responsibility of management to constantly check
that the day-to-day activities of implementation are following the operational plans.

It is concerned with doing the right things.
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Monitor and Adjust

Monitorand
Readjust

Behavioral Control

Behavioral control: doing things right

how things are done.

1ses on describi

Behavioral control is focused on making sure plans are accomplished according to the
philosophy of the organization. Behavioral control can be broken into three separate
dimensions: culture, rewards, and boundaries. A well-defined system for behavioral
control may help to diminish conflicts. To implement this type of control,
management must monitor employee interactions with others inside the
organization, as well as with suppliers and customers outside the organization.
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SUCCESSION

Monitor and
Readjust

Plan for
Contingencies

HOME JOURNEYTO BEYOND GOALS WHEREDOWE  NAVIGATION  RESOURCES EXIT
MANAGEMENT FOR CHANGE GO FROMHERE

Plan for Contingencies

We may have the same
destination, but there is usually
more than one way to get there.
As we travel along the route of
management transition, the
same may be true. We can’t plan
for every eventuality.

CLOSED |8

Talk with your transition team AN I,

abhout how vou will
communicate and determine a
new course if prices fall or a
family member dies, moves
away, or becomes ill.

What is critical and what
could change?

Sometimes, when on a trip, we run into road construction or a washed-out bridge
and are forced to replan our route. We may not have all the answers when we first
encounter a failure or major roadblock, but we should have a process in mind to deal
with such situations and to plan a new route. Again, communication is critical in
dealing with contingencies.

Sometimes we just can’t get there from here. If the roads and bridges are totally
destroyed, we may have to settle for a new destination. Consequently, every strategic

plan needs a system for changing the course of action.

Never assume things will go just as you planned — they seldom do.
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In order to make sure the processisstill on track, the transition team should:

$ * Meet periodically to make sure things are proceeding. This may not need to
Plan for $ happen more often than every couple of years.

m“'lﬂdﬂ : * Reconvene more often when there are many changes happening.

The team will need to settle on a schedule they feel is most appropriate.

If we consider that plans rarely go as put down on paper, it is important to have
contingenoy plans to cover week-to-week or month-to-month changes.

* What do we do when there are major shifts?
* What if our successor is no longer able
to fulfill the duties of management?
* What if, after preparing the successor(s)
to take over our business,
we find they are no longer interested in
: doing so or no longer physically able?
These sorts of changes are much bigger than amere
¢ mid-course comection can address.

It is critical to ensure that all members of the business remain committed to the
succession plan and understand what headway is being made toward
accomplishment. To make sure this takes place, regular meetings should be
scheduled and family members updated on progress. If needed, replanning or
adjustments to the overall direction, roles, responsibilities, and timeline should be
made to allow the succession process to proceed to the desired outcome.

The main thing here is to ensure that everyone involved is still committed to the
same journey. If major changes have occurred and individuals feel it is needed, it may
be necessary to revisit all the stages planned for the journey to ensure that the
business and the people involved arrive at the destination desired.
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Workbook Activity 8

Where are you on monitoring, readjusting, and
replanning your written plan? To find out, review or, if
time permits, complete the following worksheet in the
Management Succession Workbook:

« Action Monitoring Worksheet
o Has the planning team put together an
action plan complete with deadlines
for management succession?
Has a detailed outline been assembled
for monitoring the transition process?

and drafted in the case where
management succession does not
proceed smoothly?

Has any thought been given to
periodically replanning or reevaluating
the management succession plans?

The Management Succession Workbook, located in the Resources section, has
information and a worksheet that can assist you with developing the monitoring and
replanning portions of your written plan.

The value of this worksheet is it will help you to answer the following questions:

* Has the planning team put together an action plan complete with deadlines for
management succession?

* Has a detailed outline been assembled for monitoring the transition process?

* Have contingency plans been discussed and drafted in the case where
management succession does not proceed smoothly?

* Has any thought been given to periodically replanning or reevaluating the
management succession plans?
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Knowledge Check

Determine which of the questions below are addressed in the Action
Monitoring Worksheet and drag them to the folder.

C——

Q 3 Question-5

Has a detailed Has a Roadmap
outline been for Change been
and drafted in the assembled for drawn up to
case where monitoring the outline the steps
transition to reach the goals
succession does not process? management of the
proceed smoothly? farm/ranch?

Let’s take a moment to check your knowledge.
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Knowledge Check

Correct

That is correct. The value of the Action Monitoring
Worksheet is it will help you answer these

questions.

Has the planning  Have contingency
team put togethe  plans been discus:
an action plan and drafted in the
completewith  case where
deadlines for management
management succession does i
succession? proceed smoothly

Has a detailed
outline been
assembled for
monitoring the
transition
process?

Has any thought

been given to

peniodically

replanning or
reevaluating the
management g
succession plans o

&

Question-5
Has a Roadmap
for Change been
drawn up to
outline the steps
to reach the goals
of the
farmvranch?
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Continuing the Roadtrip

Click any stop icon to review what you have
learned or click Next to continue the course.

You have completed Stop 7, Enjoy the Years Ahead. Click Next to return to the main
menu and select another module.
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