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Committee of the Whole
August 22, 2016
FAF.16.83
Update re: Senior Staff Leadership Development
Troy Speck, CAO

Recommendations

THAT Council receive report FAF.16.83 entitled “Update re: Senior Staff Leadership
Development” for information.

B.

Overview

This report is an overview of steps being taken regarding leadership development at the Town
of The Blue Mountains.

C.

Background

Goal #4 in the Town’s strategic plan is to “Promote a Culture of Organizational and Operational
Excellence”, which includes the Objective of becoming an “Employer of Choice”. Organizational
excellence requires that the organization have in place leaders with the skills to lead and
manage the Town’s staff.
Leading in the 21st century requires possessing and developing certain skills and qualities
associated with the human aspects of the Town’s business, skills that influence the way we
perceive and express ourselves, develop and maintain social relationships, cope with
challenges, and use information in an effective and meaningful way.
This report will outline some of the work that has been undertaken with the Town’s senior
management to develop and nurture those leadership skills.

D.

Analysis

Why is it Important?
Leaders create the context within which employees work. Leaders can create a productive,
happy, healthy context where employees feel valued, inspired, motivated, and where they feel
they can produce their best work. Likewise, leaders can create the opposite environment where
employees feel dread as they think about entering the work environment.
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The distinction is even more important at this time, as demographic changes are starting to
create significant competition between municipalities for staff, especially professional and
skilled technical staff. In recent years, the Town has experienced this directly. As a smaller,
lower-tier municipality, competing on the basis of salary and benefits alone can present a
challenge, as we often do not have the capacity to match the salaries of larger or upper-tier
municipal organizations. And there will always be individual situations where an opportunity
elsewhere is simply too good for someone to pass up. But this challenge mandates that we look
at other avenues to try to attract and retain staff. Becoming an “employer of choice” – a place
where municipal workers want to be – is one of those avenues.
If we think in terms of leadership skills, important skills include an array of competencies that
influence one’s ability to succeed in coping with the demands and pressures of leading people
in a corporate environment. While these skills aren’t the sole predictor of human performance
and development potential, they are proven to be a key indicator in these areas. And they are
not a static factor either – they can be developed over time.
To create increased awareness and clarity and to further develop the skills of the core
leadership team (Directors, Fire Chief, Manager of HR and CAO) as effective leaders and help
them learn more about self-management and relationship management, two (2) day-long
workshops were held with the assistance of Executive Leadership and Career Coach, Carol Ellis.
The leadership training and all associated elements took place over the course of the period
between September 2015 and the end of April 2016.
Prior to the workshops, each member of the core leadership team (CLT) completed an
individual psychometric assessment (EQi) that measures emotional intelligence (EI – the types
of skills identified above) and how it can impact people and the workplace. It is a scientifically
validated assessment tool. Not only has the Town now used the EQi in training for its senior
staff, but we have also begun using it as a tool in the recruitment of senior managers.
In addition to all of the above, members of the CLT received an individual debrief of their
assessment results and a coaching session with Ms. Ellis, resulting in the development of their
own personal plan of action. The assessment also generated a group report for the CLT as a
whole and those results were also used by each member of the team in the development of
their personal goals, helping them to identify which goals might result in the best improvement
of the team overall. The goals developed by each of the CLT members will become a part of
ongoing discussion, both as a group and in their regular and performance discussions with the
CAO.
The final piece of the discussions with Ms. Ellis involved the core leadership team discussing
and developing a set of agreed-upon behaviours and values under which members of CLT will
operate. This document not only establishes a set of clear expectations surrounding how the
existing group will work together, and a tool by which to hold each other accountable, but will
also serve as a guidepost in the orientation of new/future members over time. A copy of the
final CLT agreed-upon behaviours is attached to this report as Appendix “A”.
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Moving Forward - Coaching
A lot of good work has been done through the efforts described above. But as days go by, and
other operational and organizational issues need to be dealt with on a day-to-day basis, it can
become all too easy for the good leadership development work that has been done, to fall to
the “back burner”. As follow-up to the leadership training with Ms. Ellis, and to help consolidate
the learning for members of CLT, additional coaching support has been made available for
members of the CLT group for whom it would be of additional benefit, and who are open to it.
Professional coaching brings many benefits, including fresh perspectives on personal
challenges; enhanced decision-making skills; greater inter-personal effectiveness; and increased
confidence. Those who undertake coaching can usually expect appreciable improvement in
productivity, satisfaction with life and work, and the attainment of relevant goals.
Supervisory skills training for middle managers
Leadership training for the core leadership team has not been the only focus over the past year
or so. Having well trained supervisory and middle-management staff is also important to the
municipality for a number of reasons, including: ensuring compliance with regulatory
requirements; ensuring the adequate and effective supervision of the Town’s various
departments and activities; and ensuring a strong base of trained supervisors and managers for
succession planning purposes.
To that end, in 2014 the Grey County CAOs group worked collaboratively with Georgian College
to develop and establish a municipal supervisory skills series of training. An outline of the
program that has been developed is attached to this report as Appendix “B”. Each module is
comprised of 6 hours of class work, with one class every two weeks until the seven (7) modules
are completed.
Members of CLT worked together to identify a number of staff across the organization who
might benefit from this training. The program has been run twice per year. Class size and the
number of municipalities involved have limited us to sending two staff per session. To date, six
(6) managers/supervisors have completed the program, and we will continue to make this
course available to identified staff as long as the demand from all county municipalities for the
program continues.
Moving Forward – Corporate Staff Governance
In the Town’s new Strategic Plan 2016 – 20, Goal # 4 is to “Promote a Culture of Organizational
and Operational Excellence”. That Goal includes an Objective of: “Improving internal
communications across our organization”, which objective in turn identifies an action item of
reviewing and redefining corporate staff governance process.
Proper flow of information within an organization requires clarity with regard to process, roles
and responsibilities. In 2014, at the request of the CAO, a review of the Town’s senior
management team was conducted by an external Human Resources expert Mr. Garth Johns
and, over time, a number of changes have been made based on the recommendations found in
the review’s final report.
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The Town’s current Senior Management Team (SMT) has historically functioned largely as a
vehicle for communications (i.e.: following-up on Council direction; sharing information). In
continuing to implement outstanding recommendations from the Johns report, two
recommendations of note were to: a) reduce the size of the senior management team into
what can be referred to as a “core leadership team”, which would focus on issues of
organizational development and not just be a vehicle for communications; and b) to do a better
job of communicating organizational issues and direction from senior management, down to
front line staff, through the creation of an intermediary group of managers from across the
corporation.
As identified earlier in this report, the Core Leadership Team will be comprised of the Directors,
Fire Chief, Manager of HR and the CAO. Often, as organizations get larger, it becomes more
difficult to ensure that corporate goals and messaging make their way from Council and senior
managers, to front line staff. It has been shown that staff who are engaged in an organization’s
activities and who understand why the organization is doing what it’s doing, and how that
impacts them in their daily work, are much more likely to be able to provide good service.
Direct, face-to-face communication is often the best method to ensure that front line staff are
informed and engaged, which is what we have used staff “Town Hall” meetings for in past, and
will look to continue again in future. However, getting all Town staff together at one time, in
the same place, is not always practical more than a couple of times per year. The next best way
to help ensure that communications reach front line staff on a face-to-face basis, is to ensure
that their direct managers are well informed and capable of spreading the message at regular
staff meetings and discussions. In fact in an internal communications survey, staff identified
their direct supervisor/manager as their preferred mechanism by which to learn about what is
going on in the organization.
We will be working in the coming months with middle managers to identify how we can better
engage them in the organization and its decision making, so that they can, in turn, keep their
staff better informed and engaged. A report to Council is expected to follow that work.

E.

The Blue Mountains Strategic Plan

Goal #4:

F.

Promote a Culture of Organizational & Operational Excellence

Environmental Impacts

N/A

G.

Financial Impact

Information report only.
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H.

In consultation with

N/A

I.

Attached

Appendix “A” CLT Agreed-upon Behaviours
Appendix “B” Outline of Georgian College Supervisory Skills Program

Respectfully Submitted,

Troy Speck
Chief Administrative Officer

For more information, please contact:
Troy Speck
tspeck @thebluemountains.ca
519-599-3131 extension 234
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