
 

 

Blending Old with New. 

 

Read the article below and the answer the following questions. 

 

Questions 

1. What generation is currently taking over management at A.S. Wilcox and Sons, and 
who holds the top executive role? 
 

2. Who are the current owners of the business, and how are they structured? 
 

3. How does the company distinguish itself from a traditional family farm in terms of its 
business structure and policies? 
 

4. What specific protocol or rule does the family enforce for next-generation family 
members before they can obtain a permanent role in the business? 

 
5. How did the next-generation managers gain external experience before joining the 

family business structure? 
 

6. Why is succession important for A.S. Wilcox and Sons? 

  











 

 

Answers. 

1. What generation is currently taking over management at A.S. Wilcox and Sons, and 
who holds the top executive role? 

The company is a fourth-generation family-owned business. The youthful 
management team is led by Chief Executive Akash Varma, who took over the role 
after seven years with the company.  

 

2. Who are the current owners of the business, and how are they structured? 

The ownership structure includes multiple family members across generations:  

• Kevin Wilcox (Managing Director for 25–30 years) and his wife Debbie.  

• Brent Wilcox and his wife Jane.  

• John Wilcox and Mary Anne Wilcox (an owner and key account manager).  

• Akash Varma and his wife Anna (née Wilcox).  

 
3. How does the company distinguish itself from a traditional family farm in terms of its 

business structure and policies? 

Scott Wilcox notes that A.S. Wilcox and Sons operates as a "family business rather 
than a family farm." It maintains formal processes, protocols, and a clear corporate 
structure—even for family members working there as teenagers. Additionally, Scott 
Harvey highlights that the company utilises a vertically integrated business model, 
controlling operations from crop planning and growing to post-harvest handling, 
sales, and marketing. 

 

4. What specific protocol or rule does the family enforce for next-generation family 
members before they can obtain a permanent role in the business? 

Next-generation family members are strongly encouraged to work outside the 
business for three to four years. When they decide to return, they are not 
automatically handed a job; they must formally apply for a role within the company. 

5. How did the next-generation managers gain external experience before joining the 
family business structure? 

• Akash Varma (CEO): Studied commerce, joined Mainfreight's graduate 
programme, and worked overseas and locally for Mainfreight for four-and-a-half 
years before joining Wilcox.  



 

 

• Blair Wilcox (Potato Crop Manager): Worked in the United Kingdom and for 
LeaderBrand in Gisborne. 

• Scott Wilcox (Home Production Manager): Worked on a carrot farm in Germany 
for five months and on a hydroponic blueberry orchard in Hawke's Bay. 

• Scott Harvey (Onion Crop Programme Manager): Completed a Bachelor of 
Agricultural Science (Hons) at Lincoln University and worked as a sales 
agronomist prior to joining. 

 

6. Why is succession important for A.S. Wilcox and Sons? 

Succession is vital for A.S. Wilcox and Sons to ensure the long-term sustainability, 
continuity, and competitiveness of their fourth-generation family business.  

• As a fourth-generation family-owned enterprise, bringing through a new wave of 
leadership ensures the company transitions smoothly without losing its core 
identity, legacy, or operational stability.  

• The succession strategy requires next-generation members to gain outside 
industry experience before returning. This external exposure injects fresh 
experiences, drives business growth and product innovation—such as Blair 
Wilcox introducing broccolini to their regular crops or adopting new growing 
methodologies.  

• Chief Executive Akash Varma highlights that the vegetable industry faces 
challenging economic conditions. Cultivating a fresh management team with the 
energy, passion, and modern skills needed to focus on "back to basics" while 
avoiding price-commodity traps is key to their future survival. 

• Operating across four main growing regions with over 220 full-time staff requires 
robust corporate oversight. Succession planning ensures that young leaders are 
trained across the entire supply chain—from crop planning and growing to post-
harvest handling and sales, sustaining the vertical integration and ensuring a 
good understanding of large-scale operations. 

• Strong succession instils foundational purpose, values, and behaviours. As Blair 
Wilcox notes, living these shared values within the young leadership group sets 
the standard for the workforce of over 300 seasonal team members across New 
Zealand. 
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